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AHOTALIS

Luxemnep-Xipmepninep [laniena. ®opmMyBaHHs CTUJIIO JIIEPCTBA B MPOIIECI
3MIHM MOKOJIIHb B YIIpaBiiHHI mianpueMcTBoM. — KBamidikaiiiina HaykoBa mpaus Ha
paBax PyKOIMHCY.

Huceptanis Ha 3000yTTS HAyKOBOTO CTymeHs jgokTopa (ditocodii 3a
cnemianbHicTiIO 073 — MeHemxMeHT. — XapKIBCbKUI HalllOHATbHUN E€KOHOMIUHUN
yniBepcutet iMmeHi Cemena Kysners, Xapkis, 2023,

JlucepTaiirto TPUCBSIYEHO TOTJTUONCHHIO TEOPETHYHUX TMOJIOKEHb Ta
OOIPYHTYBaHHIO METOJAMYHOTO 3abe3nedeHHs (POpMyBaHHS CTWIIIO JIiJEpCTBa B
yIpaBJliHHI MAMTPUEMCTBOM B IIPOILIEC] 3MIHU MTOKOJIIHb KEPIBHUKIB.

O06’exTOM AOCTIIKEHHS € (DEHOMEH JIiJIepCTBa B YNPABIiHHI MIATPUEMCTBAMHU.
[IpeqMeToM JOCTIKEHHST € CYKYIHICTh TEOPETUYHHX TOJIOKEHb, METO/IIB,
METOAUYHHUX MIAXO/IB, METOJUYHOTrO 3a0e3medeHHs M0A0 (OPMyBaHHS CTHUIIIO
JiepcTBa B YIPaBIiHHI MiANPHUEMCTBOM B YMOBaX KYJIbTYPHOI'O PI3HOMAHITTS Ta
3MIHH MOKOJ1Hb.

VY3arajapbHEeHO TPAaKTyBaHHS BU3HAUEHDb <JI1JIEPCTBO» Ta «CTHJIb JIEPCTBA» 3a
JIOTIOMOTOI0  KOHTEHT-aHalidy Ta MOp(OJIOTIYHOrO aHajiidy. 3alporoHOBaHE
YTOYHEHE TPAKTYBaHHS TOHSTTS «IiIEPCTBO», HOBU3HOIO SIKOTO € BpaxyBaHHS SK
IPOIIECiB 3MIHHM TIOKOJIIHb B YIPABIIHHI MiANPHEMCTBOM (a2 OTXKe — Oa3yBaHHS Ha
MOKOJIIHCBKUX I[IHHOCTAX), TaK 1 KpOC-KYJbTYPHHUX AacCIEKTIB IPUTaMaHHHX
rI00aJIbHOMY XapakTepy OpraHizamiiiHuX mpolieciB. BUOKpemiieHO Ta y3arajJbHEHO
Kimacu(dikaiilo CTWIIB JJEPCTBA, HABEICHO ONUC Ta TOPIBHAJIBHUM aHaTi3
BIIMMOBITHUX CTHUIIB JiAEPCTBA.

VY 10CcKOHANIEHO TEOPETHYHI MOJIOKEHHS Cy4aCHUX IMPOIECiB 3MIH B Teopii
JiIepCcTBa, HOBU3HOKO SIKMX € BPaxXyBaHHS TPy KOMIETEHTHOCTEH, HEOOXITHUX IS
PI3HHUX CTHITIB JimepcTBa (mpodeciitHi, METOMOMIOTIUHI Ta «M’SKi» HABUYKH), IO JaJI0
3MOry CcGOpMYBATH MATPUINI0 KOMIIETEHTHOCTEH IijepiB, AUQEPEHIIHOBaHY Y

PO3pi3i PI3HUX MOKOJIIHh Ta OCOOTUBOCTEH HAI[IOHAIBHOI KYIBTYPH.
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ChopmynboBaHO TONOXKEHHS 100 (GOPMYBaHHS CTWIKO JiAEpCcTBa B
yOpaBIiHHI TIATPUEMCTBOM B MPOIECI 3MIHM TOKOJIHb, K1 BKJIIOYAIOTh HACTYIHI
TEOPETHYHI aCMIEKTU: CTUJIb JIICPCTBA Ma€ BU3HAYAIbHE 3HAUCHHS JIJIs 3a0€3MEUeHHS
YIPaBIiHHS MIANPUEMCTBOM; KEPIBHUKH BUKOPUCTOBYIOTH CTHJIb JIIIEPCTBA, SKHUM
BIIMOBIA€ X 1HAWBIIYaJbHUM XapaKTEPUCTHKAM Ta I[IHHOCTSAM; PI3HI MOKOJIIHHS
MaloTh pi3HI1 LIHHOCTI, @ OTK€ — OOHUpalOTh PI3HI CTHII JIAEPCTBA; B MPOLECT 3MIHU
MOKOJIIHb MOX€E 3’SIBUTHCh TPAH3UTUBHUN CTWIb JIAEPCTBA; ICHYIOTh J1OAATKOBI
(akTOpM BIUTMBY Ha CTWJIb JIIEPCTBA: HAI[IOHAIbHA KYJIbTypa Ta CTais >KUTTEBOTO
MUKy TMIOPUEMCTBA, [0 3yYMOBWJIM BH3HAYCHHS CIICHMIAIBHOI TPOLEIYPH
dbopMyBaHHS BIIMOBIAHOTO CTUJIIO JIAEPCTBA, sIKa JAa€ 3MOTY IMEPEeUTH J0 HOBOTO
CTIITIO Oe3nocepeiHbo abo uepes NepexigHui nepioj, o0 J0NOMOITH KEpPIBHUILITBY
HiIMPUEMCTBA JIOCATTH OCHOBHUX ITUICH.

VY3araJlbHeHO OCHOBHI BHMOTH, SIKi BHCYBAIOThCS JIO POOOUYOT0 CepeoBHINA
st 3a0e3neyeHHsT  €(QEeKTMBHOT KOMYHIKallii IMOKOJIHb TMpPH  BIPOBAKEHHI
TPAH3UTUBHOI'O CTHIIIO JIIIEPCTBA, SIK1 3rpYMOBAaHO HACTYITHUM YHHOM: CTaBJIEHHS J10
poboTH, opradizaimiiiHa CTPyKTypa MiANPUEMCTBA, MOTHUBAIiHI  (akTopw,
TEXHOJIOTisI, CITIBITpaIlsi, KOMYHIKaIlii Ta TEXHOJIOT1i, CTaBlieHHs 10 podotu. Lle mano
3MOTY HaJlaTH CIIBCTABJICHHS XapaKTEPUCTHUK IMOKOJIHb 1 (paKkTOpiB, MOB’S3aHUX 3
iXHIM CHIBpOOITHUIITBOM Ha pOOOYOMY MICIII.

PosrnssHyTO BiIMIHHOCTI MK CTHJISIMH JIJIEPCTBa, IO IPUTaMaHHI Pi3HUM
HaIllOHAJTFHUM KYJbTypaM 3 BHKOPUCTaHHSAM InecTudakTopHoi wmoxeni [epta
Xodcrene, Ta MPOBEICHO TOPIBHAHHSI OCHOBHUX XapaKTEPHCTHUK aBCTPIMCHKOI Ta
YKpaiHChKOi HaIllOHAJBHUX KYJIbTYP 1 BHUSBIECHO CTWUJII JIJEPCTBA, AKI IMAHEHTHO
MpUTaMaHH1 IIUM HaI[lOHATBHUM KYJIbTYpaM.

[IpoananizoBaHO OCHOBHI MIAXOAHM IOAO KiacHdikamii CTagiil KUTTEBOTO
UKy TATPUEMCTBA. TakKoX, 3 ypaxyBaHHSIM XapaKTEPUCTHUK TPAH3UTUBHOTO Ta
TpaHCPOPMAIIfHOTO CTUJIIB JIACPCTBA, SKi MPUTAMaHHI HAIlIOHATHHUM KYJIbTypam
VYkpainn ta ABCTpii, 3ampONOHOBAHO MATPHUIIO BiIMOBIMHOCTI KOXKHOTO 31 CTHIIB
migepcTtBa pisHMM (a3zaM PO3BUTKY MIANPHEMCTBA, a caMe: CTBOPCHHS, paHHE

3pOCTaHHS, MIBUAKE 3pOCTAHHS, 3pUIICTh Ta 3aHEMNa/l.
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VY nuceprailii mpoaHanai30BaHO Ta BHUSBIEHO (DAKTOpH, SKI BU3HAYAIOTh BUOID
MDK TpaHchopmaliiiHuM a0o TpaH3aKIIMHUM CTHJIEM JIIIEPCTBA HA PI3HUX CTaIIAX
KUTTEBOTO LMKIY MIANPUEMCTBA. TakoX BUSBIEHO OCHOBHI 3B’SI3KM 3MIHHM CTHIIIO
JiiepcTBa Yy BIANOBIAHOCTI /O TOKOJIHCBKMX Ta KYyJIbTYPHUX OCOOJIHMBOCTEN
MEHE/UKMEHTY  MIANPUEMCTBA Ta  JOBEIEHA  HEOOXIIHICTh  (popMyBaHHS
TPAH3UTUBHOI'O CTHIIIO JIAEPCTBA Y BUMAAKY HEMOXIUBOCTI 30€pEKEHHS IOTOYHOT O
CTHJIIO JIiIepCTBa 200 MPsAMOT MOro 3MIHHU.

A poGoTi Oyno BU3HAYEHO BMNOAOOAHHS NPEICTABHUKIB TMOKOJIHHA Z W00
[IHHOCTEH iX MalOyTHIX JinepiB Ta OYiKyBaHb BiA LuX JiaepiB. [dns mporo Oymo
NpOBEEHO aHOHIMHe aHkeTyBaHHA 131 ykpaiHcbkux Ta 157 aBcTpiiichbkux
Npe/ICTABHUKIB TTOKOJIIHHS Z 1I0JI0 iX OYiKyBaHb BiJ iX MailOyTHIX digepiB. B ankeri
PECIIOHJICHTH BIAMOBIAANM Ha CIMHAILSThL TUTaHb, MPU IBOMY iXH1 BIAMOBIII
OILIIHIOBAJIUCh HAa OCHOBI 5-1maroBoi mkanu Jlaiikepra. Lle no3Bonuno cpopmyBatu Ta
HiATBEPJIUTH CiM TIOTE3, 00 MOPIBHATH OYIKYBAHHS YKPATHCHKHX Ta aBCTPIMCHKUX
IpeJACTaBHUKIB TIOKONIHHSA Z 100 CBOiX MaiOyTHix migepi. [lepmia rimoresa
BHU3HAYa€, M0 TpaHCcPOpMAIifHUN Ta TpaH3aKI[IWHUM CTHI1 JIIepCcTBA € OUIBII
BOXJIMBUMH JJIA TIPEJCTABHUKIB TOKONIHHA Z B YKpaiHi, HDK B ABCTpii, Oyna
niaTBepauiacs. [pyra rimoresa jgana 3MOTY BUSIBUTH, IO YKPATHCHKI PECTIOHIEHTH
OIIIHIOIOTh JIIJEPCTBO, OPIEHTOBAHE HA BUPOOHMIITBO, 1 JIIEPCTBO, OpIEHTOBAHE Ha
3MiHHU, BUIIE, HDK aBCTPIMCHKI PECIOHIEHTH, TOJ1 SK aBCTPIMCHKI PECIIOHICHTH
OPUAULIIOTH OUTbIIE yBaru CTWJISIM JIiJEPCTBA, OPIEHTOBAHMM Ha CIIBPOOITHHUKIB.
HactymHi Tpu rinoTesn, M0 cTOCYBAIUCH MOTHBAIIII, TO3BOJIMIIM JIOBECTH, 110 BHUIIA
MOTHBAIll 10 poOOOTH TPHU3BOAWTL JO: OUIBII  BHCOKOTO  OI[IHFOBaHHS
TpaHCPOPMaIIfHOTO, OPIEHTOBAHOTO Ha MPAIlIBHUKIB, Ta OPIEHTOBAHOTO HAa 3MIHH
CTHJIIO JIZISPCTBA, HE3aJICKHO BiJ KpaiHW; OUIBII BHCOKOTO  OIIIHIOBaHHS
TPAaH3aKIIMHUX TPOIIOBUX, Ta TPAH3AKIIMHUX HETPOIIOBUX CTWIIB JigepcTtBa (i3
CWIbHIMUM edeKToM B YKpaiHi, HDK B ABCTpii); aje He Ma€ BIUIMBY HA OIHKY
CTHITIO JIIJICPCTBA, 3aCHOBAHOT'O HAa TPAH3AKI[IHHUX CAHKIIISAX, B 000X JOCIIIKyBaHUX
kpainax. Illogo rimoTe3 mpo HasSBHICTH B3a€MO3B 3Ky MK CTHJIEM JiepcTBa Ta

MPOAYKTUBHOCTI MpPAalIBHUKIB, TO OyJI0 BUSBIEHO, 110 YKPAaiHCHKI PECIOHJICHTU 3
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BUIIUMM pPiBHEM MNPOJAYKTUBHOCTI BIJAAOTh OUIbLIY IepeBary TpaHc(opMaliiiHOMY,
OpPIEHTOBAaHOMY Ha 3MIHH, HI)K OPIEHTOBAHOMY Ha CIIBPOOITHUKIB (TpaH3aKLI1HHOMY)
CTIIIIO JIJIEPCTBA, ajie JUIsl aBCTPIMCHKUX PECIOHACHTIB Pe3ynbTaTH pPoOOTH HE
BIUTMBAIOTh Ha Oa)KaHUM CTUIIB JIiIEPCTBA.

JloBeneHO HEOOXIJIHICTh BpaxyBaHHs BIUIMBY HACTYMHHUX Ipyn (hakTOpiB Ha
dbopMyBaHHS CTUIIIO JIAEPCTBA: KOMYHIKAIlisl JiJepiB Ta CIIBPOOITHUKIB, MOTHUBAIIS,
B3a€EMOJISl Ta CIHUIKYBaHHs, OajgaHC poOOTH 1 OCOOUCTOrO JKUTTSA, TEHJIEPHI
0COOJIMBOCT!.

Y nucepranii po3poOieHo TmpoleAaypy (popMyBaHHS CTUIIIO JTiIEpCTBA B
poiieci 3MIHM MOKOJIIHb, HOBU3HA SIKOi MOJISITA€ Y BU3HAYEHHI B3a€EMO3B’SI3KY MIX
CTUJIEM JIiJIEPCTBA, HAIlIOHAJBHUMH KYJbTYPHUMH BIIIMIHHOCTSIMH, I[IHHOCTSMH Ta
NICUXOJIOTITYHUMHU XapaKTEPUCTHKAMHU IPEJACTABHUKIB PI3HUX IOKOIiHb, a TaKOX
BCTAHOBJICHH] BIJIMIOBIIHOCTEM MiX €TaloM KUTTEBOTO LMKy MIANPUEMCTBA Ta
HAWOLIBIN TONUIBHUM JIJII HBOTO CTHJIEM JiaepcTBa. Pekomenpallii anpoboBaHO Ha
IPUKJIAl TphOX MOKOIIHB (X, Y, Z), Ikl BUKOHYIOTb JIIEPChbKI PYHKITIT HA CydacHUX
nianpueMcTBax. Tak, MPOBENEHO TMOPIBHSJIBHUNA PETPOCTEKTUBHHUMN aHali3 3MIHU
ctuiniB JigepctBa Ha mpotssi ictopii UAS UA Tta XapKiBCBKOrO HalliOHAJBHOTO
ekoHoMiuHoro yHiBepcutery imMeHi CemeHa KysHels, sikuii 1aB 3MOTy pO3pOOUTH
METOAMYHE 3a0e3leueHHs Ta I1HCTpyYMEHTapii (OpMyBaHHS CTHIIIO JIiJEpCTBa B
yIpaBIiHHI MATPUEMCTBOM.

OOGrpyHTOBaHe MeToJMU4YHE 3abe3reueHHs (POpMyBaHHS CTHIIO JIiJIEPCTBAa B
npoliieci 3MIHM TOKOJIIHb B YMPAaBIiHHI MiANPHEMCTBOM, K€ BKIIOYAE MPOICAYPY
dbopMyBaHHS CTWIIO JIiEpPCTBA Ta IHCTPYMEHTapid 3abe3nedeHHs (OpMYBaHHS
CTIJIIO JIiepCTBA HA KOXHIM cTamii Ta eram mnponeaypu. HoBusHoo €
3ampoIOHOBaHa Ju(epeHItiamis y BiAMOBIAHOCTI O CTamli XKUTTEBOTO IHKIY
MIANPUEMCTBA Ta OCOOMMBOCTEH HAIIOHATBLHOT KyJIbTypH KpaiHW CHIBpOOIHHKIB
mignpueMcTBa abo #Woro Jrimepa depe3 OOTpYHTYBaHHS TOOYIOBH MAaTpHII
BIZIIOBIIHOCTI.

PesynpraT mucepTarmii OTpEMaHO 3 BUKOPHCTAHHIM (PyHIaMEHTAIbHUX

MOJIOKEHb CYYacCHOI YHPABIIHCHKOI TeOpii, TeOopil MOKOJIHb Ta HOBUX KOHIIEMIIIH
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JiepCTBa B YNPaBIIHHI MIAMPUEMCTBOM. B SKOCTI OCHOBHUX 3arajlbHOHayKOBHUX 1
CHEellaIbHUX METOAIB OyJiM BUKOPHUCTAHI: METOIM TEOPETHUYHOIO Yy3arajibHEHHS,
aHaji3y, CHUHTE3y, CTPYKTYpPHO-JIOTTYHMI aHami3, CTATUCTUYHUM aHali3, METO]
EKCIIEPTHOTO  ONMWUTYBAaHHS Ta AaHKETYBaHHS, TEOPETUKO-JOTIYHUH  aHaIi3,
IHCTPYMEHTH OIKMCOBOI Ta MAaTeMaTHMYHOI CTAaTUCTUKH, KJIACTEpHMHA aHai3,
rpadiuHuil METOA.

[IpakTnuHe 3HAYCHHS OJCPKAHUX pE3YyJIbTaTIB TOJIATa€E B TOMY, IO
BUKOPHUCTaHHS TEOPETHYHUX I METOAUYHHX ITOJIOKEHD JTUCEPTAIlii TOBEACHI 10 PiBHS
KOHKPETHUX METOJMK 1 pPEKOMEHJallid 100 (GOpMYBaHHS CTHIIIO JIiIEpCTBa B
yMOBax 3MIHU MOKOJIIHb B YNPAaBJIIHHI MIAMPUEMCTBOM, & CaMe: BU3HAYCHHS CTUIIIO
JiAepCTBa B YIPABIIHHI MAMTPUEMCTBOM y BIIMOBIIHOCTI 10 (ha3u JKUTTEBOTO ITUKITY
Ta CTpATEriyHUX LUIeH MIANPUEMCTBA; Mpoleaypa GOpMyBaHHs CTUIIO JiAEpCTBA 3
ypaxyBaHHS — TIOKOJIIHCBKUX Ta KPOC-KYJbTYpHHX  (aKkToOpiB. YHIBEpPCHTET
NPHUKJIAJHUX HayK BepxHboi ABCTpii BIpPOBaJMB TakKi pe3yJbTaTH HAYKOBUX
JIOCHIPKeHb, M0 MalOTh HAyKOBY HOBH3HY: MpOMNO3ullii 3 (OpPMYBaHHS CTUIIIO
JiepcTBa B Mpolieci 3MIHU TOKOJIIHb Ha PI3HUX PIBHSX YIPABIIHHSA YHIBEPCUTETOM
(moBinka Bix 12 Bepecus 2023 p.).

MetoauuHe 3a0e3MeueHHs] Ta IHCTpyMEHTapiid GopMyBaHHS CTHIIIO JIiJIEPCTBA
B YIIPaBJIiHHI MIJMPUEMCTBOM B IPOIECl 3MIHM MOKOJiHb ampoOOBaHO Ha MPHUKIIAJI
TppoX MOKOJiHb (X, Y, Z), sSKi BUKOHYIOTh Jiepchki (YyHKII Ha CydacHHX
HiAIpUEMCTBaX. 3a3HaUYCH1 peKOMEH/Iallli Ta MPOIO3HUIlii BIIPOBAKEHO Y JISUIBHICTD
XapKiBChKOTO HalllOHATBLHOTO EKOHOMIYHOTO YHiBepcuteTy iMeHi Cemena Ky3ners B
2022-2023 poxkax (moBimka Ne 23/86-02-53 Bin 11 Bepecus 2023 p.).

MeronuuHi TOJOXKEHHA JUCEPTaliifHOI poOOTH IMOA0 OOTPYHTYBaHHS
TEOPETUYHUX MOJOKEHb CYJaCHUX MPOIIECIB 3MIH B TEOPii JIiIEPCTBA, 3 BpaXyBaHHIM
rpyn KOMIIETEHTHOCTEH, HEOOXITHUX /I PI3HUX CTWIIB JigepcTBa (mpodeciiiHi,
METOJIOJIOTIYHI Ta «M’sIKi» HaBUYKH), Ha OCHOB1 4Oro Oyno cpOpMOBAHO MATPHIIIO
KOMIIETEHTHOCTEH JtimepiB, nudepeHmiiioBany y po3pi3i pI3HUX TMOKOJiHb Ta
0COOJNIMBOCTEH HAIIOHABHOT KYJIBTYpHU Ta po3polseHa mporenypa (GopmyBaHHS

CTWJIIO JIJIEPCTBA B MPOILIEC] 3MIHU TOKOJIIHb, HOBU3HA SIKOi TOJISATa€ y BH3HAYCHHI



B3a€EMO3B’SI3Ky ~ MK  CTWJIEM  JIJIEPCTBA,  HAUIOHAIBHHUMHU  KYJIbTYPHUMU
BIIMIHHOCTSIMHU, IIIHHOCTSIMU Ta TICUXOJIOTTYHUMU XapaKTEPUCTUKAMU MPECTABHUKIB
PI3HUX TMOKOJIIHb, @ TaKOX BCTAHOBJIEHHI BIJMOBIAHOCTEN MIX €TamoM >KUTTEBOIO
UMKy TIAOpUEMCTBA Ta HaWOUIbII JOUUIBHUM JUIsi HBOTO CTUJIEM JIIepCTBa
BIIPOBA/PKEH1 B HABUaJIbHUM mpouec XapKIiBCHKOI0 HalllOHAJBbHOTO E€KOHOMIYHOI'O
yHiBepcutety imeHl Cemena Ky3Heuss migroroBku OakanaBpiB Ha (aKynbTeTi
MeHekMEHTY 1 MapkeTuHTy 3a creuianbHicTio 073 «MeHeaKMeHT», OCBITHBOIO
KOMIIOHEHTOI0 «OCHOBM JiIepCTBAa Ta OpraHizaliiiHOi AMHAMIKW» Ta MaricTpis 3a
III€I0 K CHEI[IANIbHICTIO 32 OCBITHHOIO KOMIIOHEHTOIO «MEHEIKMEHT OpraHizaiii»B
Ipoleci MPOBEACHHS JICKI[IMHUX Ta MPaKTUYHUX 3aHATh y 2022-2023 H. p. (IoBiaka
Ne 23/86-02-54 Bin 18 Bepecns 2023 p.).

Knwouosi cnosa: ninepctBo, CTWJl JIJAEPCTBA, YIPABIIHHS MIANPUEMCTBOM,
TEOpis MOKOIIHb, KPOC-KYJbTYPHHM MEHEIKMEHT, KpPOC-KYJIbTYpPHE CEpEeOBHIIE,
KPOC-KYJbTYpHI KOMIETEHTHOCTI, HalllOHaJbHA KYJIbTYypa, TPYMH KOMIETEHTHOCTEMH,
MaTpHIlsd SKOCTEH JiepiB, J>KUTTEBUN LMK ITANPUEMCTBA, TOKOJIHHS, 3MiHA

IIOKOJI1Hb, I[IHHOCTI.

ABSTRACT

Zehetner-Hirtenlehner D. Formation of leadership style in the process of
generational transition in enterprise management. — Qualifying scientific work on the
right of the manuscript.

Thesis for degree a Doctor of Philosophy (Ph.D.) in specialty 073 —
Management. — Simon Kuznets Kharkiv National University of Economics,
Kharkiv, 2023.

The dissertation is devoted to the deepening of the theoretical provisions and
the justification of methodological support for the formation of a leadership style at
enterprise management in the process of generation transition of managers.

The object of research is the phenomenon of leadership in enterprise

management.
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The research subject is a set of theoretical provisions, methods, methodological
approaches, and methodological support for the formation of the leadership style at
an enterprise management in the conditions of cultural diversity and generation
transition.

The interpretation of the definitions of “leadership” and “leadership style” is
generalized wusing content analysis and morphological analysis. A refined
interpretation of the concept of “leadership” is proposed, the novelty of which is the
consideration of both the processes of generation transition in enterprise management
(and, therefore, based on generational values), as well as cross-cultural aspects
inherent in the global nature of organizational processes. The classification of
leadership styles is distinguished and summarized, and a description and comparative
analysis of the relevant leadership styles are given.

The theoretical provisions of modern processes of transition ge in the theory of
leadership have been improved, the novelty of which is the consideration of groups of
competencies necessary for different styles of leadership (professional,
methodological, and “soft” skills), which made it possible to form a matrix of
competences of leaders, differentiated in terms of different generations and
characteristics of national culture.

Provisions regarding the formation of a leadership style at enterprise
management in the process of generation transition have been formulated, which
include the following theoretical aspects: leadership style is of decisive importance
for ensuring enterprise management; managers use a leadership style that corresponds
to their characteristics and values; different generations have different values, and
therefore choose different leadership styles; in the process of generation transition, a
transitive style of leadership may appear; there are additional factors influencing the
leadership style: national culture and the stage of the enterprise's life cycle, which led
to the definition of a special procedure for the formation of an appropriate leadership
style, which allows you to switch to a new style directly or through a transition period

to help the management of the enterprise achieve its main goals.
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The main requirements that are put forward to the work environment to ensure
effective communication between generations when implementing a transitive
leadership style are summarized, which are grouped as follows: attitude to work, the
organizational structure of the enterprise, motivational factors, technology,
cooperation, communication and technology. This made it possible to compare the
characteristics of the generations and the factors related to their cooperation in the
workplace.

The differences between the leadership styles inherent in different national
cultures were considered using Gert Hofstede's six-factor model. The main
characteristics of the Austrian and Ukrainian national cultures were compared and the
leadership styles immanently inherent in these national cultures were identified.

The main approaches to the classification of the stages of the life cycle of the
enterprise were analyzed. In addition, taking into account the characteristics of
transitive and transformational leadership styles inherent in the national cultures of
Ukraine and Austria, a matrix of correspondence of each of the leadership styles to
different phases of enterprise development is proposed, namely: creation, early
growth, rapid growth, maturity, and decline.

The factors that determine the choice between a transformational or
transactional leadership styles at different stages of an enterprise’s life cycle were
analyzed and identified in the dissertation. In addition, the main connections of the
change of leadership style following the generational and cultural characteristics of
the management of the enterprise were revealed, and the need for the formation of a
transitive leadership style in the case of the impossibility of preserving the current
leadership style or its direct change was proved.

The preferences of representatives of Generation Z regarding the values of
their future leaders and expectations from these leaders were revealed in the work.
For this, an anonymous survey was conducted of 131 Ukrainian and 157 Austrian
representatives of Generation Z regarding their expectations from their future leaders.
In the questionnaire, respondents answered seventeen questions, and their answers

were evaluated based on a 5-point Likert scale. This made it possible to form and
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confirm seven hypotheses to compare the expectations of Ukrainian and Austrian
representatives of Generation Z regarding their future leaders. The first hypothesis
determines that transformational and transactional leadership styles are more
important for representatives of Generation Z in Ukraine than in Austria, which was
confirmed. The second hypothesis revealed that Ukrainian respondents rate
production-oriented leadership and change-oriented leadership higher than Austrian
respondents, while Austrian respondents pay more attention to employee-oriented
leadership styles. The following three hypotheses related to motivation made it
possible to prove that higher motivation to work leads to a higher evaluation of
transformational, employee-oriented, and change-oriented leadership styles,
regardless of the country; higher evaluation of transactional monetary and
transactional non-monetary leadership styles (with a stronger effect in Ukraine than
in Austria); but has no effect on the evaluation of the leadership style based on
transactional sanctions in both studied countries. Regarding the hypotheses about the
existence of a relationship between the leadership style and employee productivity, it
was found that Ukrainian respondents with a higher level of productivity give more
preference to a transformational, change-oriented, than to an employee-oriented
(transactional) leadership style, but for Austrian respondents, work results do not
affect the desired leadership style.

The need to consider the influence of the following groups of factors on the
formation of leadership style is proven: communication of leaders and employees,
motivation, interaction and communication, the balance of work and personal life,
and gender characteristics.

The procedure for the formation of the leadership style in the process of
generation transition, the novelty of which consists in determining the relationship
between the leadership style, national cultural differences, values, and psychological
characteristics of representatives of different generations, as well as establishing
correspondences between the stage of the enterprise's life cycle and the most
appropriate one for it leadership style is developed in the dissertation. The

recommendations are tested on the example of three generations (X, Y, Z), who
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perform leadership functions in modern enterprises. Thus, a comparative
retrospective analysis of the change in leadership styles throughout the history of the
University of Applied Sciences Upper Austria and Simon Kuznets Kharkiv National
University of Economics was conducted, which made it possible to develop
methodological support and tools for the formation of leadership styles in enterprise
management.

The methodical support for the formation of the leadership style in the process
of generation transition in the management of the enterprise, which includes the
procedure for the formation of the leadership style and the toolkit for ensuring the
formation of the leadership style at each stage and stage of the procedure, is
substantiated. The novelty is the proposed differentiation by the stage of the life cycle
of the enterprise and the characteristics of the national culture of the country of the
enterprise's co-workers or its leader through the justification of the construction of the
correspondence matrix.

The results of the dissertation were obtained using the fundamental provisions
of modern management theory, the theory of generations, and new concepts of
leadership in enterprise management. The main general scientific and special
methods were used: methods of theoretical generalization, analysis, synthesis,
structural analysis, statistical analysis, expert survey and questionnaire method,
theoretical analysis, tools of descriptive and mathematical statistics, cluster analysis,
and graphic method.

The practical significance of the obtained results is that the use of the
theoretical and methodological provisions of the dissertation has been brought to the
level of specific methods and recommendations for the formation of a leadership
style in the conditions of a change of generations in the management of an enterprise,
namely: the definition of a leadership style in the management of an enterprise in
accordance with the phase of the life cycle and strategic goals of the enterprise; the
procedure of forming a leadership style taking into account generational and cross-
cultural factors. The University of Applied Sciences Upper Austria implemented the

following results of scientific research, which have a scientific novelty: proposals for



12

the formation of a leadership style in the process of generation transition at different
levels of university management (dated September 12, 2023).

Methodological support and tools for the formation of the leadership style at
enterprise management in the process of generation transition are tested on the
example of three generations (X, Y, Z) who perform leadership functions in modern
enterprises. The specified recommendations and proposals have been implemented in
the activities of Simon Kuznets Kharkiv National University of Economics in 2022-
2023 (certificate Ne 23/86-02-53 dated September 11, 2023).

Methodological provisions of the dissertation work on the substantiation of the
theoretical provisions of modern processes of change in the theory of leadership,
taking into account the groups of competences necessary for different styles of
leadership (professional, methodological and “soft” skills), on the basis of which the
matrix of competences of leaders was formed, differentiated in terms of different
generations and features of national culture and developed a procedure for forming a
leadership style in the process of generation transition, the novelty of which consists
in determining the relationship between the style of leadership, national cultural
differences, values and psychological characteristics of representatives of different
generations, as well as establishing correspondences between the stage of the life
cycle of the enterprise and the most expedient leadership style for it are introduced
into the educational process of Simon Kuznets Kharkiv National University of
Economics in the preparation of bachelors at the Faculty of Management and
Marketing, specialty 073 “Management”, educational component “Fundamentals of
Leadership and Organizational Dynamics” and master’s degrees in the same specialty
under the educational component “Management of organizations” in the process of
conducting lectures and practical classes in 2022—2023 s.y. (Certificate Ne 23/860254
dated September 18, 2023).

Keywords: leadership, leadership styles, enterprise management, generational
theory, cross-cultural management, cross-cultural environment, cross-cultural
competencies, national culture, competency groups, leadership qualities matrix,

enterprise life cycle, generation, the transition of generations, values.
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INTRODUCTION

Relevance of the research. The modern operating conditions of enterprises are
characterized by uncertainty, turbulence, and the presence of crisis phenomena,
which in Ukraine are particularly complicated by military operations. This
determines the complexity, inconsistency and tension of communications in the
enterprise management system. All this requires changes in the leadership models
inherent in enterprise managers to ensure the harmonization of people's interests and
relationships in the process of production. These processes are very complex and
contradictory, especially taking into account the change of generations of enterprise
managers. The modern concept of leadership means, first of all, the creation of a
new world in which people want to work, and not just have to work.

Consequently, the people who grew up in these changing environmental
conditions have also changed a lot: a new generation, the so-called “Generation Z”,
has emerged and is starting to enter the labor market. Companies are facing new
challenges and expectations, including those that rely on managers and leaders. For
companies to remain competitive, they need good and motivated employees who
become part of a global workforce that brings a different dimension of change,
adapting to a different cultural environment. Therefore, managers have to revise
their leadership strategies and concepts, trying to adapt to new environmental
conditions [2].

Generational transition entails the evolution of basic leadership constructs
based on the characteristics of Generation Z and national culture. Leaders need to be
aware that different generations will value their leadership skills and styles
differently, and cultural differences play a role in the internationalization and
mobility of the workforce, making the phenomenon of digital leadership a reality.

In such a context, the transition of generations of leaders in modern enterprises
acquires weight and significance as a central problem of ensuring the stability of

management in conditions of uncertainty. In this regard, the task of developing
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approaches to the formation of leadership style in the process of transition of
generations of managers, filling with new content of tools and essential
characteristics of transition stages, becomes relevant and important.

The conducted analysis proved that in the scientific literature, a fairly wide
range of problems related to leadership both in general and in terms of various
aspects (generational, cultural) in particular is investigated.

Among foreign and Ukrainian scientists, the problem of leadership was
studied by R. Griffin, J. Phillips, S. Gully, J. Maxwell, T. EImore and others. The
issues of cross-cultural leadership were paid attention to: S. Arefiev, T. Blyznyuk, T.
Vlasenko, T. Lepeyko and others. E. Abashkina [37], B. Kukhta [38], M. Logunova
[39], V. Mishchyshyn [40] and others are engaged in the study of generational
theory issues. The works of such scientists and researchers as L. Antonov [41], V.
Bodrov [42], M. Dzevelyuk [43], O. Kilievich [44], V. Tertychka [45] and others are
devoted to the study of the essence and features of changes in the style of leadership
in the context of the development of the economic system and its relationship with
the external global environment in which modern enterprises function and new
management tools are being improved and implemented.

The results of the analysis of the scientific literature show that in domestic
studies of the problem of the formation of a leadership style in management in the
current conditions, a fragmentary approach prevails, which does not allow for
analyzing the multifaceted nature of these issues. In scientific works, there are no
unified views on the priorities of the formation of leadership style in a global,
multicultural and multigenerational environment. The peculiarities and essential
characteristics of leadership during the change of generations in the management of
the enterprise are also not fully disclosed. The analysis of recent publications proved
the relevance of studying the global experience of shaping the style of modern
leaders at enterprises.

Therefore, the a need to conduct research on the formation of leadership style
during the transition of generations of managers and the need to apply new

approaches and procedures in Ukraine and Austria in the conditions of the transition
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of functioning in the global information environment and determine the need for
further research on this issue, the choice of the goal and scope of research tasks.

Connection of work with scientific programs, plans, topics. The dissertation
work was carried out by the research plans of the Poltava State Agrarian University
on the scientific and applied topic “Management of national security in the context of
globalization challenges: macro-, micro-regional and sectoral levels” (state
registration number 0118U1005209), which confirms the relevance and value of the
work research and which presents several developments regarding the development
of general theoretical provisions and methodical provision of solutions to the issue of
leadership style formation in the conditions of generational change at enterprises.

The purpose of the study is the development of theoretical and methodological
provisions regarding the formation of a leadership style in enterprise management in
the process of generational transition of managers.

To achieve the goal, the following tasks were set:

to summarize the definitions of the concepts of “leadership” and “leadership
style”;

to improve the theoretical provisions on the formation of leadership style,
generalize the classification of styles and competence inherent in each of them;

to reveal the peculiarities of generational values and psychological
characteristics for managers of modern enterprises;

to identify cultural differentiation of leadership styles in the global
environment;

to develop the conceptual principles of leadership style formation in the
conditions of changing generations of managers at the enterprise;

to offer methodical support for the procedure of forming a leadership style at
various stages of the enterprise's life cycle;

to justify the matrix of competencies of leaders, differentiated in terms of
different generations and features of national culture.

The object of research is the phenomenon of leadership in enterprise

management.
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The subject of the study is a set of theoretical provisions, methods,
methodological approaches, and methodological support for the formation of a
leadership style in enterprise management in the conditions of cultural diversity and
generational transition.

The following research methods were used: to improve the definition of the
concepts of “leadership” and “leadership style” — methods of theoretical
generalization, analysis, synthesis, structural-logical, content and morphological
analysis; to substantiate the conceptual provisions of the formation of the leadership
style in the conditions of the change of generations of managers — methods of
theoretical generalization, analysis, synthesis, structural analysis; for a comparative
retrospective analysis of changes in leadership styles during the life cycle of the
enterprise — theoretical analysis and expert survey; to compare the expectations of
Ukrainian and Austrian representatives of generation Z regarding their future leaders
and hypotheses about the existence of a relationship between leadership style and
employee productivity — an expert survey based on a 5-step Likert scale and the
method of cluster analysis; for visualization of research results — graphic method.

Special software tools were used for modeling and calculations: statistical
software, SPSS, v. 27.

The information basis of the study was made up of legislative and regulatory
documents on management issues, official statistical data from the statistical
information databases of the State Statistics Service of Ukraine, the results of
international studies, GLOBE, Hofstede Insights, official statistical data on the
functioning of industrial enterprises, published on their official websites; scientific
works of domestic and foreign scientists, materials of periodicals, Internet resources,
results of the author's research.

As a result of the goal of the research realization and task completion we
obtained results whose scientific novelty lies in the improvement and development of
theoretical provisions and methodical approaches to the formation of a leadership
style in enterprise management in the conditions of generational transition of

Mmanagers.



21

for the first time:

conceptual provisions for the formation of a leadership style in the conditions
of the transition of generations of managers are proposed, based on taking into
account the value orientation and cultural characteristics of representatives of the
modern generation of managers, the difference of which is the differentiation of the
choice of leadership style depending on the stage of the life cycle of the enterprise,
which determines the main management tasks and will allow to identify the main
competencies, which a leader should have at each stage of the life cycle;

have been improved:

definition of the concepts of “leadership” and “leadership style”, the feature of
which is the complex simultaneous consideration of both the processes of
generational transition in enterprise management (and, therefore, based on
generational values) and cross-cultural aspects inherent in the global nature of
organizational processes, which is the basis for the main methodological principles of
its formation;

a list of groups of competencies inherent in different leadership styles
(professional, methodological, “soft” skills), which made it possible to form a matrix
of competencies of leaders, differentiated in terms of different generations and
national culture features;

have been further developed:

summarizing the main requirements for the work environment to ensure
effective intergenerational communication when implementing a transitive leadership
style, which is grouped as follows: attitude to work, organizational structure,
motivational factors, technology, cooperation, communication and technology,
attitude to work, it allows provide a comparison of generational characteristics and
factors related to their cooperation in the workplace;

the procedure of forming a leadership style in the conditions of a change of
generations, which is based on determining the relationship between the leadership
style, national cultural differences, values and psychological characteristics of

representatives of different generations, as well as establishing correspondences
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between the stage of the life cycle of the enterprise and the most appropriate
leadership style for it, which includes nine stages and allows you to substantiate the
matrix of correspondence of leadership styles at different phases of the organization's
development (creation, early growth, rapid growth, maturity and decline).

The practical significance of the obtained results is that the use of
theoretical and methodological provisions of the dissertation work is brought to the
level of specific methods and recommendations for the formation of a leadership
style, which to the greatest extent corresponds to generational values and the main
psychological characteristics of personnel and managers of enterprises. The
theoretical, and methodological provisions, conclusions and recommendations
substantiated in the dissertation can be used by owners and managers of enterprises in
the process of forming a leadership style under the conditions of transition of
generations. The practical value of individual results is confirmed by their
implementation in the activities of enterprises, namely: practical recommendations
for the formation of a leadership style in the process of generational transition at
different levels of management have been implemented in the activities of the
Austrian university University of Applied Sciences Upper Austria, as evidenced by a
certificate dated 12.09.2023; methodological support and tools for forming a
leadership style in enterprise management in the process of generational transition
have been introduced into the activities of the Simon Kuznets Kharkiv National
University of Economics, which has been tested on the example of three generations
(X, Y, Z) performing leadership functions in modern enterprises, as evidenced by
certificate Ne 23/86-02-53 dated September 11, 2023. In the study process of Simon
Kuznets Kharkiv National University of Economics, during the teaching of the
discipline “Fundamentals of Leadership and Organizational Dynamics” for bachelors
at the Faculty of Management and Marketing, specialty 073 “Management” in the
educational component “Fundamentals of Leadership and Organizational Dynamics”
in the process of conducting lectures in the academic year 20222023, the following
achievements of Daniela Zehetner-Hirtenlehner were introduced: theoretical

provisions of modern processes of transformation in the theory of leadership, taking
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into account the groups of competencies required for different leadership styles
(professional, methodological and “soft” skills), on the basis of which a matrix of
leadership competencies was formed, differentiated by different generations and
national culture; in the course of teaching the discipline “Management of
Organizations” for the preparation of masters at the Faculty of Management and
Marketing, specialty 073 “Management” in the educational component “Management
of Organizations” in the process of conducting practical classes, the following
achievements of Daniela Zehetner-Hirtenlehner were implemented: the procedure for
forming a leadership style in the process of generational transition, the novelty of
which is to determine the relationship between the leadership style, national cultural
differences, values and psychological characteristics of representatives of different
generations, as well as to establish correspondences between the stage of the
enterprise life cycle and the most appropriate leadership style for it, as evidenced by
the certificate of implementation Ne. 23/86-02-33 dated June 13, 2023.

Personal contribution of the recipient. The dissertation is an independent
scientific work, all the results of which were obtained by the author personally and
were reflected in scientific publications. The author's contribution to the works
performed in co-authorship is listed in the list of published works by the topic of the
dissertation.

Approbation of the dissertation results. The main provisions and results of
the dissertation work were presented by the author at international scientific and
practical conferences: International scientific forum “NEW ECONOMICS - 2019~
(Kyiv, November 14-15, 2019 p.); Proceedings of the 49th International Academic
Conference (Dubrovnik, Croatia, 2019); 48th Annual EMAC (European Marketing
Academy) conference (Hamburg, Germany, May 24-27, 2019); 11th Rigional
EMAC Regional conference (Zagreb (online), September 16-19, 2020); 49th Annual
EMAC Conference (Budapest: EMAC, Budapest, Hungary, 2020); Global Business
Conference (Zagreb, Croatia, 2021).

Publications. The scientific results of the dissertation are reflected in

4.5 credited scientific publications of the recipient, namely: 3 articles in scientific
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publications included on the date of publication in the list of specialized scientific
publications of Ukraine; 1 article in a periodical scientific publication indexed in the
Scopus databases; 1 individual chapter in a collective monograph. In addition to the
above, the results of the conducted research are illustrated by other publications:
2 articles in scientific journals indexed in international scientometric databases,
6 materials of all Ukrainian and international scientific and practical conferences. The
total volume of publications is 8.23 conditionally printed sheets; the author
personally owns 3.6 conditionally printed sheets.

The structure and scope of the dissertation. The dissertation consists of an
introduction, three chapters, conclusions, a list of references with 230 titles on 22
pages and 4 appendices on 45 pages. The total volume of the dissertation is laid out
on 268 pages of typewritten text (11,1 auto. sheets), contains 16 figures (1 figure
takes up 1 full page), 28 tables (7 tables take up 15 full pages). The main text of the
dissertation is 171 pages (7,125 auto. sheets).
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CHAPTER 1
THEORETICAL ASPECTS OF LEADERSHIP STYLE
TRANSITION IN THE ENTERPRISE MANAGEMENT

1.1. The essence leadership and leadership style classification

Appropriate leadership should motivate employees and is designed to make
them perform at their best and thus make a positive contribution to the company’s
success. Many variables determine the performance of a company. A general model
to explain occupational performance is offered by Boyatzis’ [3] contingency model of
performance. He describes essential factors that lead to occupational performance.
According to him, maximum performance is achieved when a person’s competencies
and skills match the job requirements and the organizational environment. In an
update of his contingency model “Competencies in the 21st Century” [4, p. 5-12],
social variables are included in the model as a component of individual skills and
competencies (fig. 1.1).

“There are three clusters of competencies differentiating outstanding from
average performers in many countries of the world [...] (1) cognitive competencies,
such as systems thinking and pattern recognition; (2) emotional intelligence
competencies, including self-awareness and self-management competencies, such as
emotional self-awareness and emotional self-control; and (3) social intelligence
competencies, including social awareness and relationship management
competencies, such as work motivation, empathy, and teamwork.” [4, p. 7]. These
competencies can be influenced and improved by appropriate leadership styles.

In the context of this study, the personal variables denote the values, visions,
motivation, competencies, and interests of the employees, which vary according to
generational and cultural background. Job requirements consist of the responsibilities

of the role and the tasks to be performed. The organizational environment includes
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the corporate culture, the leadership styles applied, and the attitudes, experiences, and

motivation of the leaders.

Person

Organisational Requrinemnents of
enironment the profession

Fig. 1.1. Contingency model of performance [4]

The economic psychologist Lutz von Rosenstiel defines leadership as “goal-
related influence” [5, p.3]. Von Rosenstiel differentiates between “leadership
through structures” and “leadership through people”. Examples of leadership
structures are the hierarchy in a company, job descriptions, or performance incentives
such as bonuses or wage increases. However, since not all circumstances and
conditions in a company can be calculated in advance, and since human resources
differ from other resources through individuality, self-determination, and personality,
every company also needs leadership through people. Due to the increasing
complexity of many work processes, people as leaders and management people are
becoming more and more important. Even where leadership is provided by structures,
people determine the extent to which these rules are followed. Leadership therefore
depends on people and the way they interact and communicate with each
other [5, p. 4].
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Back in 1939, a traditional division into the three leadership styles
“authoritarian leadership style”, “democratic leadership style” and “laissez-faire
style” comes from the social psychologist Kurt Lewin [6]. He and his colleagues
showed that each of these three styles has different characteristics and effects on
performance and motivation. Since then, numerous leadership styles have been
presented, discussed, and analyzed. Some of them are discussed in this chapter.

Today, leadership is a managerial and ethical category that has been discussed
by different authors for a long time. Table 1.1 presents the main definitions of the
term “leadership” as found in the academic literature.

First of all, it can be seen from Table 1.1 that there is no common approach to
defining leadership. Most authors use the following keywords: the ability to
influence, process (social, influence), guide people/activities, the function of knowing
yourself, behavior, the system of expectation, vision, and values.

Despite these different approaches, the essence of leadership is mostly the
same, but the authors use different terms and approaches to explain it. Ultimately, all
of them are concerned with shaping cooperation with employees and among
employees in a professional context in such a way that the most ideal and sustainable
performance possible can be achieved for the company. This means leadership is
viewed as guiding people’s activities and influence related to long-term goals and
values, not just behavior or social process.

According to the subject of this thesis, not only theoretical implications but
practical recommendations on leadership style changes under the process of
generation transition and with consideration of different cultures are to be developed.

Modern enterprises are confronted with a complex and constantly changing
environment, and increasingly challenging work processes. People as leaders and
management people are becoming more and more important. Even where leadership
Is provided by structures, people determine the extent to which these rules are
followed. Leadership therefore depends on people and the way they interact and

communicate with each other [5, p. 4].



Table 1.1

Morphological analysis of the definition “leadership” (compiled by the author based on relevant literature)

Authors

Definition

Keywords

Griffin, R. W. and Phillips, J. M. et
al. [7]

“leaders are individuals, who can influence others’ behavior without resorting to force, and those who are
accepted by others as leaders”

ability to influence

Davis, K. [8] “leadership is the process of encouraging and helping others to work enthusiastically toward objectives” process of encouraging
Van Fleet, D. D. and Griffin, R. W. | “leadership is an influence process directed at shaping the behavior of others” infl
[9] influence process

Maxwell, J. C. [10]

“leadership is influence, nothing more, nothing less”

influence

Barnard, C. I. [11]

“leadership is the quality of behavior of the individuals whereby they guide people or their activities in
organized efforts”

guide people or their activities

Bennis, W. [12]

“leadership is a function of knowing yourself, having a vision that is well communicated, building trust among
colleagues, and taking effective action to realize your leadership potential”

the function of knowing yourself

Koontz, H. D. and O’Donnell, C.
etal. [13]

“leadership is the process of influencing people so that they will strive willingly towards the achievement of
group goals”

Striving willingly toward group
goals

Keys, B. and Case, T. [14]

“leadership is the process of influencing and supporting others to work enthusiastically towards achieving
objectives”

process of influencing people

Handy, C. [15]

“a leader shapes and shares a vision which gives point to the work of others”

shapes and shares a vision

Hemphill, J. K. and Coons, A. E.
[16]

“leadership is the behavior of an individual when he is directing the activities of a group toward a shared goal”

the behavior of an individual

Jaques, E. and Clement, S. D. [17]

“leadership is that process in which one person sets the purpose or direction for one or more other persons and
gets them to move along together with him or her and with each other in that direction with competence and
full commitment”

the behavior of an individual

Buchanan, D. and Huczynski, A.
[18]

“leadership is a social process in which one individual influences the behavior of others without the use of
threat or violence”

social process

Drucker, P. F. [19]

“leadership is not a magnetic personality that can just as well be a glib tongue. It is not “making friends and
influencing people”, that is flattery. Leadership is lifting a person’s vision to higher sights, the raising of a
person’s performance to a higher standard, the building of a personality beyond its normal limitations”

lifting a person’s vision to
higher sights

Prentice, W. C. H. [20]

“leadership is the accomplishment of a goal through the direction of human assistants. A leader is one who
successfully marshals his human collaborators to achieve particular ends”

accomplishment of a goal

Cribbin, J. J. [21]

“leadership is an influence process that enables managers to get their people to do willingly what must be done,
do well what ought to be done”

influence process

Batten, J. D. [22]

“leadership is a development of a clear and complete system of expectations to identify evoke and use the
strengths of all resources in the organization the most important of which is people”

system of expectations

8¢
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Traditional leadership theories emerged in the age of machine mass production
(mostly in the first half of the 20th century) and corresponded to the mechanistic
picture of the world: the low-skilled workers were considered cogs in the factory
system and had to be instructed, controlled and monetized by (all) knowing
managers, controlled and driven by monetary incentives. The leadership theories of
the time were primarily concerned with the factors of success on the part of the
manager — his or her characteristics, behavior, or leadership styles.

Table 1.2 presents an overview of traditional leadership theories.

Table 1.2

Overview of traditional leadership theories [23-25]

Leadership

theory Central contents Keywords

Trait theories | Certain traits of the leader are decisive for the success of the
leadership. For example: intelligence, social competence, | Certain traits
willpower, openness to new experiences

Behavioral Leadership success depends on the concrete behavior of the Concrete
theories leader (task-, employee- and participation-orientation). behavior
Situational There is no universally valid leadership behavior but depending | Depending on
theories on the situation a specific leadership style is necessary. the situation

As stated in the works of Lang and colleagues, Peters, and von Rosenstiel [23—
25], depending on which determinants are in the foreground, a distinction is made
between trait, behavioral, and situational theories of leadership.

For a long time, the cause of success was sought solely in the personality of the
leader. Both in social science research and in everyday psychology, people thought
primarily of the extraordinary qualities of the leader and his or her charisma. The
personality psychology approach by Bass and Bass [26] has attempted to identify the
characteristics that distinguish successful leaders from less successful ones.

The best-known and still internationally universally recognized model to this
day is the (culturally stable) five-factor model developed in the work of John,
Naumann and Soto, Wanous and Keon, and Latack [27, 28].

Commonly, the factors are denominated as the “Big Five” and they present the
five factors that describe a personality most meaningfully. The factors each comprise

a bipolar field of personality traits: neuroticism versus emotional stability, hostility
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versus agreeableness, lack of goal setting versus conscientiousness, introversion
versus extraversion, and closed-mindedness versus openness to new experiences.
These five factors are each arranged on a continuum. In meta-analyses on the traits of
the Five-Factor Model of Personality, extraversion, and emotional stability, for
example, were found to be particularly relevant. However, as discussed by Bono and
Judge, and by Judge et al., overall only a relatively small proportion of leadership
success can be explained by personality [29, 30].

Another approach is behavioural leadership which forms the foundation of
leadership style research. In contrast to the person-oriented leadership approaches,
which are based on psychology and individual traits and characteristics, leadership
style research focuses on the observable behavior of the leader. It is assumed that the
situation has a decisive influence on whether a certain behavior leads to the desired
success. The notion that there is a list of characteristics or skills that is appropriate in
all situations is rejected.

Also, with this stream of research, the people being led and the relationship
between the leader and the led gained more attention. Attempts have been made to
identify leadership styles that lead to effective leadership in certain contexts. Under
this approach, a lot of classifications of leadership styles have been developed and
tested.

Aside from the traditional division into the three leadership styles
“authoritarian leadership style”, “democratic leadership style” and “laissez-faire
style” by Kurt Lewin and colleagues [6], another approach to classifying leadership
styles goes back to the categorization of Burns [31] who distinguishes between
transactional and transformational leadership. More recently, there are newer
leadership styles, such as authentic leadership or ethical leadership, for instance as
discussed by Anderson and colleagues [32, p. 245]. The aforementioned authors also
accept generational differences when stating “What works for you may not work for
(Gen) Me”. However, the authors related their works towards Generation Y rather
than Z.
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Numerous leadership styles have been presented, discussed, and analyzed. In
the following section, some well-established leadership styles will be elaborated on
more in detail.

The search for common characteristics of leaders was and is important in most
cultures. In 1847, Thomas Carlyle posited that it is the “heroes”, the “great men”,
who are already born leaders and that only personalities endowed with heroic
potential can ever become leaders. He held that great men are born, not made.
Although Carlyle is considered the initiator of this theory, many before him wrote
that a leader is born, not made. Plato, Lao-tzu, Aristotle — and even Machiavelli —
contributed to this way of thinking. However, numerous historical events demonstrate
the moral shortcomings of this concept of leadership.

Leadership theory later evolved from the dogma that leaders are born or
destined by nature to assume their role at a particular time to a reflection of certain
characteristics that foreshadow leadership potential.

The first definition of the transactional style, in combination with the
transformational leadership style, dates back to the 1970s. Both styles were created
by the American political scientist James MacGregor Burns [31].

However, the first to transfer the concepts of transactional and transformational
leadership to the field of business and further develop the approaches was the
organizational psychologist Bernard Bass in his seminal book “Leadership and
performance beyond expectations™ [34].

Table 1.3 presents the results of the leadership style comparison analysis.

Transactional leadership is typified by an exchange relationship between an
executive and his or her employees. Transactional leaders enable their followers to
achieve goals in return for rewards. The rewards can be of economic (e.g., bonus
payments), political (e.g., promotion), or psychological (e.g., praise) nature.
Transactional leadership can be characterized by clarifying expectations, assuring

performance rewards, and sanctions for non-performance.



Table 1.3

Leadership style comparison analysis

Style

Definition

Authors

Comments

Great Man
Approach [33]

“Outstanding leaders were already born as such. This means
that these skills are innate and cannot be learned”

Thomas Carlyle

Herbert Spencer believed that a “great man” is only able to change his society
if society transforms him into it.

Transactional
leadership [34]

“Transactional leadership defines performance targets. These
are rewarded when met (e.g. financial bonus or praise). There
are sanctions for non-fulfillment*

Max Weber
first, Bernard
Bass

The focus is on the basic management process of controlling, organizing, and
short-term planning.

Transformational
leadership [35]

“This style is about paying attention to each staff member
individually and doing justice to them personally, which
should motivate them and enable them to have more fun at
work The leader must develop a special sense for this, where
the abilities of each staff member lie and assigns them exactly
those tasks that fit their abilities. In doing so, the leader
emphasizes above all the meaning that lies in his or her work
and that he or she makes a decisive contribution to the greater
whole”

Bass and Avolio

A catalog of behaviors has been designed to ensure that a leader is particularly
impressive. This is intended to create a feeling of trust, respect, loyalty, and
admiration toward the leader, thus enabling above-average performance.

The relationship between boss and employee is characterized by eye level and
respect. Decisions are explained openly by involving the staff and also
allowing them to take on more responsibility. Finally, the leader should also be
a role model, because what he or she demands of others, he or she also
demonstrates himself or herself, whether it is a matter of moral standards or
work commitment.

Servant “The servant leadership means that there is the duty of leaders | Robert Servant leaders have highly ethical and caring behaviors. They involve

leadership [36] with the power to serve those with less power (employees)” Greenleaf employees in decisions. They also encourage the personal growth of
employees and better working conditions in an organization. They understand
the wishes of other people listen to their inner voice and have periods of self-
reflection.

Supportive “It is a low-directive and high-supportive leader behavior. The | Jaramillo  and | This style enables employees to be more likely to commit to their work when

leadership [37] leader listens to the needs of the employees and encourages | Mulki they feel valued and supported throughout the entire task or project lifecycle.

them”

Situational
leadership [38]

“The model proposes a leadership style that adapts to the
unique circumstances of each workplace.

By evaluating each employee’s ability and experience, leaders
can adapt their leadership methods to encourage professional
development in their employees. It results in a progression of
leadership methods that continuously adapt alongside an
employee’s professional development”

Paul Hersey and
Ken Blanchard

A leader must adapt their leadership methods to the skills and willingness of
their employees. Therefore, the Hersey-Blanchard model outlines four
different leadership styles, each reflecting a certain developmental stage of the
staff. These are the directing style, coaching style, supporting style, and the
delegating style.

Coaching “The coaching leadership style focuses on building strong | Peesker, K. M., | Coaching leaders usually follow a mentor-mentee approach and concentrate on
leadership [39] relationships and attending to the individual needs of each | Ryals, L. J., | abalance of praise, support, and constructive feedback.
team member” Rich, G. A. and
Boehnke, S. E.
Spiritual “The guidance will be based on the spiritual ideals. It is an | Arnold, R. Arnold describes the basis of spiritual leadership as a continuously reflective

leadership [40]

expression of a fundamental attitude to life that permeates all
areas of life”

self-exploration and self-leadership. The spiritual leader often appears similar
to a mentor in his actions: level-headed, thoughtful, and understanding.

43
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Clarification of expectations means that a manager explains what is expected in
terms of work and performance from his or her employees and what they receive in
return for fulfilling these demands. By doing so, managers focus on the individual
needs of their employees. Performance assurance means that a manager assures that
the employees can expect their wanted rewards for their achieved efforts. Penalties
for non-performance occur if an employee does not meet the outlined expectations
and therefore he or she will be sanctioned or will not receive the agreed reward [24].

Transactional leadership is based on extrinsic motivation, which results from a
benefit-oriented exchange of performance and rewards. Thus, transactional leadership
occurs when the manager rewards or sanctions employees depending on the extent to
which they achieve their tasks [24].

Transactional leadership describes an interaction between a leader and his or
her employees based on a bilateral exchange. Transactional leaders support their
employees in achieving their goals and the employees receive rewards for this. The
rewards can be economic (e.g. bonus payments), but also hierarchical (e.g.
promotion) or psychological (e.g. praise). Transactional leadership is based on
clarifying expectations, and ensuring performance rewards, but also sanctions for
non-performance or underperformance. We can agree with Peters that from a
motivational perspective, transactional leadership is largely based on extrinsic
motivation [24].

Within transactional leadership, one can distinguish between the forms of
contingent reward, active management-by-exception, and passive management-by-
exception [41]. Firstly, the contingent reward stands for making the expectations
regarding performance to the employees clear and giving rewards depending on the
level of achievement or sanctioning them, if the expectations are not met [42].

The manager identifies the needs of the employees and tries to meet these if the
employees perform well. The rewarding behavior of the manager is based on the
performance of the employees. This means that incentive mechanisms are utilized to

enhance the attainment of corporate targets by the workforce [41].
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Using incentive structures can be separated into giving employees rewards of
monetary character, like salary increases and promotions, or using rewards of non-
monetary character, like praise and acknowledgment. On the other hand, if
employees fail to achieve the expected performance they will be sanctioned or
deprived of their reward. As a result, a transactional leader uses rewards and
sanctions to maintain adequate organizational processes and to improve
performance [24].

Active management-by-exception means monitoring the performance of
employees and interrupting their processes as soon as deviations or failures
happen [42]. This means a manager continuously controls the work processes of the
employees and focuses on possible negative deviances towards an assigned
objective [24].

Finally, passive management-by-exception means waiting for followers to
make mistakes. The leader therefore waits passively and then intervenes to bring the
mistake to the follower’s attention [42].

Therefore, managers keep away from the tasks of their employees and only
interrupt when mistakes happen to correct them. This can be troublesome for
employees as they are indirectly urged not to do more than is expected of them.
Consequently, employees only do what is explicitly expected and this can prevent
them from developing innovative approaches to solve their tasks [43].

Transformational leader not only identifies the needs of their employees, but
the executive also tries to exceed the level of these needs to a higher level. The
transformational leader tries to transform the employees’ motives, values, goals, and
trust. The transformation occurs by empowering employees to have decision-making
authority in the decision-making process [43].

By being persuasive and having inspiring values, the executive is perceived as
a role model. By having a high willingness to cooperate and having strong
communication skills, the transformational leader promotes fundamental change
processes. By stating a clear vision, the transformational leader communicates

challenging expectations. By supporting employees in various ways to realize the
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stated vision, the executive intends to increase the employee’s self-confidence.
Consequently, employees identify with the goals of their leaders and their
organization [44].

The transformational leader appeals to the collectivistic good of the
organization and thus, employees are motivated intrinsically to commit themselves to
these corporate goals and want to perform beyond their expectations. Employees
align their values and self-interest in favor of the organization [24].

Transformational leader, on the other hand, not only recognizes the needs of
their employees, but they also try to raise these needs to a higher level, to “transform”
them. The transformational leader tries to change the motives, values, goals, and trust
of the employees positively. Employees are given the power to make decisions in the
decision-making process. Through their persuasiveness and inspiring values, the
leader is perceived as a role model. By being highly participative and communicative,
the transformational leader promotes fundamental change processes [24].

For the transformational leader, the focus is on the individual: he or she sees
each employee as an individual and recognizes his or her needs. Other scholars
mentioned that leader becomes a mentor and focuses on learning opportunities for
their employees to foster their personal growth [45].

Wegner [46] highlights positive leadership as an emerging leadership concept
that builds on transformational leadership: “It is based on entrepreneurship, an
optimistic attitude, an atmosphere of trust between leaders and followers, fairness and
justice among employees, and, of course, hope” [46, p. 92-93].

Furthermore, a transformational leader also needs to have the following four
behaviors idealized influence, inspirational motivation, intellectual stimulation, and
individualized consideration. Idealized influence means that leaders are seen as role
models by their followers, which creates trust and admiration through the leader’s
exemplary practice. Inspirational motivation suggests that the leader has clear
expectations towards the employees and their behavior motivates employees to
achieve corporate goals. Intellectual stimulation means that in contrast to the

transactional leadership style, transformational leaders encourage their employees to
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find innovative solutions and to have creative ideas. They want their employees to
scrutinize traditional approaches and question the current status.

Thus, novel and creative approaches are encouraged and mistakes resulting
from these innovative actions are not penalized. Finally, individualized consideration
stands for transformational leaders seeing each employee as an individual and
identifying their separate needs. They become mentors and focus on learning
opportunities for their employees to encourage personal growth [45].

The first time the servant leadership theory was mentioned and defined was in
Robert Greenleaf’s seminal work from the 1970s [47]. According to him, there is a
duty of leaders with power to serve those with less power, meaning the employees.
Greenleaf’s view that legitimate authority should come from meeting and serving the
needs of employees sparked a movement in leadership research.

In contrast to the transformational and transactional leadership styles, the
servant leadership style places the leader on the same footing as the employees and
has its main focus on subordinates and ethical behavior [48]. Servant leaders involve
employees in decisions and display highly ethical and caring behaviors. Furthermore,
they encourage the personal growth of employees and better the working conditions
in an organization [49].

Due to a tremendous increase in research in the field of leadership and
leadership development at the beginning of the 21st century, various researchers
defined and developed different characteristics for the servant leadership style.
However, the publications lack agreement on specific characteristics to define servant
leadership uniformly [50].

Harrison [45] shares the same opinion and also mentions that there are many
publications about the servant leadership style, but until today not enough empirical
evidence has been published to prove the validity of this theory.

Therefore, the findings from Larry C. Spears [49], who served as the president
and CEO of the Robert K. Greenleaf Center for servant leadership from 1990 to
2007, are used to describe the main characteristics of the servant style for this

chapter. The identified ten character traits of servant leaders are listening, empathy,



37

healing, awareness, persuasion, conceptualization, foresight, stewardship,
commitment to the growth of people, and building community. According to Spears
leaders are valued for their communication and decision-making skills. In addition to
these important skills, the servant leader needs to commit to listening attentively to
others. By doing so the servant leader attempts to understand the needs of a
counterpart and assists in clearly formulating their desire. Servant leaders pay
attention to what is being said and what is not being said. In addition to
understanding the wishes of another person, listening further regards listening to a
servant leader’s inner voice and having periods of self-reflection. Next, servant
leaders need to have the character trait of empathy, which means possessing the
ability to understand and share the feelings of another.

Spears mentions that leaders need to welcome individuals as they are and that a
servant leader sees good intentions in people’s actions. Furthermore, a good servant
leader does not foster averted feelings towards colleagues, although one might be
compelled to disapprove of some behaviors or performances. The characteristic of
healing indicates servant leaders possess the ability to heal themselves and their
relationships with others. Throughout life it is normal to encounter emotional
suffering, thus, servant leaders see every meeting with other individuals as a chance
to impact and beneficially help them. According to Spears awareness strengthens the
servant leader and supports the leader in the comprehension of questions concerning
morals, authority, and values. The characteristic of persuasion means that servant
leaders convince people instead of using their position of power to make decisions in
an organization.

Therefore, the leader seeks to find consensus within groups instead of being
authoritative. Servant leaders want to accomplish high achievements and “dream
great dreams”. Thus, servants take a conceptualizing perspective, which means they
see passed daily operational activities and think of solving problems or even how to
lead an organization abstractly. As a result, one can say that servant leaders need to
be able to perform conceptual thinking, which is commonly known as thinking

outside of the box. Next, the characteristic of foresight means being able to predict
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the most probable result of an event. Foresight itself is hard to define, however,
foresight does not mean having the ability to predict the future. Foresight refers more
to being able to reflect on lessons from the past, realizing signs in the present, and
then making a decision for a better future. The next characteristic defining servant
leaders is stewardship. According to the Cambridge Dictionary, stewardship is
defined as a person having stewardship over something or somebody, and it describes
the way this individual controlling or organizing them [51].

Spears interprets stewardship in the context of servant leadership as
committing to being attentive to the needs of other individuals. Therefore, being open
to the wishes of others and being persuasive is appropriate rather than controlling
them. In addition, servant leaders see their employees as more than workers
contributing to an organization. Therefore, servant leaders are dedicated to improving
personal growth within their employees. Even if this commitment does not bring
personal value to the servant leaders. “In practice, this can include (but is not limited
to) concrete actions such as making funds available for personal and professional
development, taking a personal interest in the ideas and suggestions from everyone,
encouraging worker involvement in decision-making, and actively assisting laid-off
employees to find other positions” [49, p. 29].

Furthermore, as organizations become bigger and bigger, servant leaders notice
that the feeling of community is lost. Thus, servant leaders try to look for ways to
develop and increase community feeling within an organization [49].

In the following, the supportive leadership style is described as part of the path-
goal theory. Additionally, supportive leadership is also mentioned in the situational
approach paradigm in the leadership literature.

The path-goal theory appeared in the leadership literature in the 1970s and
describes how leaders can motivate their followers to achieve assigned goals. The
main authors who wrote about the path-goal theory were Evans, House, and
Mitchell [52, 53].

The path-goal theory aims to maximize followers’ performances and

satisfaction. This is achieved by shifting the focus to followers’ motivations and the
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characteristics of work tasks. In the beginning, the path-goal theory was seen as
highly innovative because it focused on followers’ needs and motivations, which was
in contrast to the main focus on tasks and relationships [54].

Compared to the situational approach, which in brief emphasizes that a leader
needs to adjust to the so-called development level of a follower, the path-goal theory
focuses on the relationship between a leader’s behavior, the characteristics of work
tasks, and the characteristics of a follower. The three characteristics of a work task
are the creation of a followers’ task, the formal authority system of an organization
(hierarchy), and the primary work group of a follower.

These three characteristic features can motivate salespeople on their own and
in some cases do not require a supportive leader. For example, if in a sales
organization, there are strong norms within a sales group present and an established
hierarchy system exists, then a situation that requires a clear and logical approach
will be experienced as easily feasible by salespeople and they will not require a
supportive leader who clarifies the obvious goals. Thus, sales leader followers are
motivated, because they sense that they can achieve their tasks and that their work
efforts are of value to the selling organization.

However, the task requirements of followers that are unclear to them or can be
interpreted ambiguously require support from the leader and structure. Also, work
tasks that are recurring require input from supportive leaders, as they have to
motivate their employees and keep their motivation going.

Next, supportive leadership is well-suited for tasks that are structured, but
perceived as unsatisfying or frustrating by followers. The supportive style therefore
tries to complement these deficiencies by providing followers with humanity and
identifying what will motivate followers. Additionally, in work settings where the
primary work group of followers lacks team spirit, the supportive leader intervenes,
encourages group cohesion, and creates role responsibilities. The characteristics of
the followers define how the behavior of a leader is understood by the followers in a

particular work environment.
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According to Northouse research has concentrated on the followers’ needs for
affiliation, preferences for structure, the desire for control, and the self-perceived
level of ability to perform a task. These characteristics define to which extent
followers perceive a leader’s behavior as satisfactory or as crucial for their future
contentment. Followers’ need for affiliation can be described as salespeople wanting
to connect or associate themselves with a selling organization or their sales leader.
This is the only follower characteristic that fits the supportive leadership style.

Therefore, the path-goal theory suggests that followers who have a profound
need for affiliation favor being led under the supportive leadership style. This is
because the friendly and concerned behavior of the leader is a source of satisfaction
for the sales employees. This means, that a leader has to make use of a leading style
that fits the motivational needs of a follower. To motivate employees to reach their
assigned goals leaders provide their followers with needed information or use
incentive structures in the work setting. The path-goal theory emphasizes that leaders
can be highly effective if their behaviors complement perceived deficiencies by their
followers. This means that a leader’s behavior is decisive for an employee’s job
satisfaction and job performance. In other words, the path-goal theory assigns leaders
great responsibility for creating and enabling a beneficial, productive, and safe
working environment to facilitate followers to reach their targets [54].

Jaramillo and Mulki also state that the supportive leadership style is an
important element of the path-goal theory and that it is the sales leaders’
responsibility to formulate clear goals, remove obstacles from the followers’ path to
reach the assigned goal and provide rewards if the expected target is reached [55].

The famous leadership author Bass states that leaders clarify the followers’
roles, which means they elucidate exactly which outcome and performance is
expected from the employees. Additionally, leaders can give rewards to subordinates
upon the achievement of goals. These inducements can then be made dependent
according to the satisfactory performance, meaning the size or value of the rewards

can be changed to increase the motivation of the employees [26].
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A major component of the path-goal theory is the behavior of the leader. The
primary four leadership behaviors mentioned by Northouse are directive, supportive,
participative, and achievement-oriented. As the directive, participative, and
achievement-oriented behaviors are not important for this chapter, they are not
explained in further detail. However, the supportive style means being friendly and
accessible as a leader. It includes caring for the well-being and needs of followers.
Leaders who choose supportive behavior strive to make the work pleasant for their
followers, which in return gives the devotees the necessary confidence for achieving
designated goals. Furthermore, supportive leaders consider their followers as people
of equal status and respect their employees [54].

Reasons given by Jaramillo and Mulki, why supportive leaders succeed, are
their abilities to actively listen, to reply effectively to employees’ concerns, and being
able to create a demanding working atmosphere, which in the end benefits the
employees. Furthermore, sales leaders inspire their salespeople, who in return reply
with their best efforts to achieve better results and put in special efforts to meet
customers’ requirements [37].

The situational approach by Hersey and Blanchard does not focus on one or
more optimal leadership qualities, but rather on the respective situations that leaders
encounter with their employees. In Blanchard’s opinion, there is not one exact
leadership style that fits best to every employee. Therefore, he developed together
with Hersey the situational approach [56].

This theory argues that certain situations demand different requirements, which
leaders must recognize and adjust their behaviors accordingly to achieve leadership
success. Thus, the given situation determines the appropriate kind of leadership, and
to be an effective executive, a sales leader has to adapt his or her form of leadership
to the situational context [24, 54].

The situational leadership Il model is a refinement of the first model and is
built up by the dimensions of directive and supportive behavior. The dimension of
directive behavior assists group members in achieving objectives by providing

instructions and directions, setting goals and forming evaluation methods,
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establishing time schedules, defining roles and, indicating how the assigned
objectives are to be fulfilled. Directive-based behavior allows clarification of what
needs to be carried out, how it needs to be carried out, and who is accountable for
carrying it out. Three keywords that can be used to define directive behavior are
structure, control, and supervision. Next, the dimension of supportive behavior assists
group members in feeling comfortable with their associates, themselves, and a given
situation. The aspects of social and emotional support are important within the
supportive behavior dimension. Thus, supportive behaviors displayed by leaders
mentioned by Northouse are considering employees for input, solving or assisting in
solving problems for employees, giving praise to employees’ performances, sharing
personal information, and listening. Three keywords that can be used to define
supportive behavior are praise, listening, and facilitating [54, 56].

Contrarily to the path-goal theory, the situational approach discusses that
leaders must evaluate their employees’ competencies and degrees of commitment
regarding an assigned goal. By doing so, leaders can find out what is required in a
certain situation and which behavior is appropriate to meet the needs of the
employees. In more detail, the situational leadership approach assumes that the skill
sets and motivation of employees vary over time. This means, that situational leaders
have to constantly asses their employees’ needs and adapt their levels of supportive
or directive behavior accordingly. Effective sales leaders, therefore, can judge
situational requirements accurately and choose a leadership style that will meet those
necessities [54]. The defined leadership approaches of the situational leadership
model are the directing style, coaching style, supporting style, and the delegating
style (fig. 1.2).

As depicted in the situational leadership model on the previous page, the
leadership styles, which are defined as S1, S2, S3, and S4, of a leader, depending on
the development levels of the employees or the person in charge of the task, which
are defined as D1, D2, D3, and D4 in the model. The directing style (S1 — D1) is a
high-directive and low-supportive leader behavior and the leader clearly explains to

an employee what has to be done, how the goals should be achieved, and by when.
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The directing leader knows the solution, directs what has to be done to the employees
and supervises their implementations. Furthermore, directing leaders find themselves
setting timelines and goals for their followers [56].

The development level of the follower is low and therefore the employee can
be defined as low in competence, but highly committed. Thompson and Glase

characterize employees at this development level as enthusiastic beginners [57].

S3

Supporting

S1
Directing

D3
Abile
Unwilling

D1
Unabile
Unilling

Fig. 1.2. Hersey-Blanchard Situational Leadership Model 11 [56, 57]

The coaching style (52 — D2) is a highly directive and highly supportive leader
behavior and the leader still provides direction but increases two-way
communication. This means, that a leader should listen to an employee’s feelings and
suggestions, and consider ideas for their appropriateness. However, the leader is still
in charge and makes the decisions. The development level of the follower is on the
second level and the employee is still to some sort of extent inexperienced and lacks
commitment to take responsibility. Therefore, the coaching style is considered to be
appropriate, because the leader still guides the employee, and builds confidence and
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motivation by giving support [56]. Thompson and Glasg characterize employees at
this development level as disillusioned learners [57].

The supportive style (S3 — D3) is a low-directive and high-supportive leader
behavior and the leader provides recognition accompanied by listening to employees’
needs. The leader encourages followers and gives them the feeling of being heard.
The employees led by a supportive leader are competent, but still do not fully commit
to solving tasks or want to take full responsibility for decisions. This is due to a lack
of motivation or confidence. Thus, leaders try to slowly encourage their followers by
giving them control over day-to-day decisions or by improving their skills needed to
solve a task successfully and confidently [56]. Thompson and Glasg characterize
employees at this development level as capable, but cautious performers [57].

The last leadership style defined in the situational theory is called the
delegating style (S4 — D4). Leaders display low-directive and low-supportive
behavior and allow their employees a great sense of autonomy. The leader does not
have to direct or support employees, since they are highly motivated and highly
competent in achieving their assigned tasks. A minimal level of delegating, meaning
offering little direction and support, is considered to be effective. When leaders find
themselves engaging in the delegating style, they know their employees are highly
experienced and can answer questions regarding how to solve a task, by when they
will have it finished, and do not require supervision by their leaders [56]. Thompson
and Glasg characterize employees at this development level as self-reliant
achievers [57].

Important aspects of the coaching style have already been presented as part of
the situational leadership model Il by Hersey and Blanchard. However, Peesker and
associates [39] additionally define the coaching leadership style with a more recent
approach and outline a specific relevance for sales. Coaching leadership is defined as
the provision of individual, practical support and guidance to help salespeople
identify unknown areas where they can enhance their work performance.

Furthermore, two subthemes concerning the coaching style were identified in their
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qualitative study, which was carried out together with sales leaders and
salespeople [39].

The first subtheme mentioned focuses on coaching as a tool to enable
individual employee development and opportunities for personal growth. Sales
leaders raised the significance and highlighted the importance of interactive coaching
meetings, comprising both consultation and feedback, which can be used for
individual employee development. In addition to that, the majority of the questioned
salespeople expressed a desire to contribute to coaching sessions, where the leader
asks coaching questions and productive two-way communication occurs. Thus,
important skills for sales leaders willing to practice a coaching leadership style are
being able to attentively listen, ask followers the right questions, and provide
constructive feedback.

The second subtheme mentioned by Peesker and colleagues is called coaching
the sales process, which contains two important aspects. First mentioned is the art of
selling, incorporating strategically coaching customer opportunities. In second place
Is the science of sales, which includes the usage of “leading and lagging” indicators
as a means of coaching. The art of selling is defined as coaching the sales staff on
creating a sales strategy, making deals, deals, and further developing customer-
related topics. On the other hand, the science of sales focuses on the definition and
measurement of sales activities using metrics. An example of a lagging metric is a
sales result, as it can only be evaluated after sales activities have been completed.

Examples of leading metrics are measurements around sales activities and
behaviors of employees like performed product demonstrations, sales calls or needed
coaching sessions. Compared to lagging indicators, leading indicators have the
advantage that they signal, for example, when sales staff deviate from their targets or
have problems and therefore allow in-time intervention by the leader. Sales leaders
then question their salespeople about how they perform certain tasks or which
approaches they choose and why. Again, by asking the right questions the employee
discovers possible ways to solve the current situation and becomes conscious of

things which were unaware before. Ultimately, the leader becomes a facilitator of
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self-coaching for the employees. However, providing too much coaching as a leader
can be accompanied by the risk of hindering effective sales performances of sales
representatives and by being perceived as distracting and annoying. For example, if
sales leaders insist on sales employees achieving a certain amount of sales calls,
meaning fulfilling a leading indicator, or exhibiting too corrective behaviors, like
demanding weekly reports of customer meetings, negative feelings could be built up
and cause adverse reactions of sales employees [39].

Authentic leadership is a style that made its appearance in recent leadership
studies and publications about leadership in general [39, 54, 58]. A reason why this
leadership style has gained popularity is due to corporate scandals related to sales and
thus, individuals demanding credible leaders who act honestly and with good
intentions. Although there is no uniform definition for the authentic leadership style,
researchers agree on the definition of authenticity. Authenticity is defined as referring
to personal experiences that an individual has, such as thoughts, emotions, wants,
likes or convictions, which are often expressed by the term “to know oneself” or to
become aware of one’s true self. Authenticity also means that authentic people truly
express themselves how they feel, and act according to their real inner thoughts or
feelings, and that this expression cannot be falsely exhibited [59].

Since there is no common agreement on how to define authentic leadership,
Northouse mentions different viewpoints that can be used to describe the authentic
paradigm and each viewpoint has a separate significance. The viewpoints referred to
are the intrapersonal perspective, the perspective of authentic leadership being an
interpersonal process, and the developmental perspective. The intrapersonal
perspective puts the main focus on a leader’s self and how he or she feels.
Furthermore, this perspective comprises a leader’s self-knowledge, self-regulation
and self-concept. Northouse refers to leaders displaying convincing and natural
behavior and that the intrapersonal perspective puts special importance on the
experiences that have been made in the course of the life and career of a leader. The
interpersonal perspective emphasizes the built relationship between a leader and a

follower. The relationship was not just built from leaders’ efforts, but also from the
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responsive reactions from followers. Thus, authenticity arises from the cooperation
between a leader and his or her followers. It is a two-way process, meaning that
leaders influence their followers and the followers influence their leaders [54].

Lastly, the developmental perspective describes that authentic leadership can
be evoked in a leader and, therefore, nurtured. This view believes that authentic
leadership develops in people throughout their lives and is triggered by significant
life events, such as a serious illness or a new career. Using a development-based
perspective, Walumbwa and associates conceived authentic leadership as patterns of
leadership behavior that grow out of, and are based on, positive psychological
qualities and strong ethics of a leader [60].

A practical approach to how to apply the authentic leadership style is defined
by Northouse according to Bill George’s authentic leadership approach. Based on
George's research findings and their own experience as a CEO, Northouse outlined
five main characteristics of an authentic leader in five dimensions. The dimensions
are purpose, values, relationships, self-discipline and heart. The dimensions mean
that authentic leaders demonstrate the characteristics of having “a strong sense of
purpose”, having “strong values about the right thing to do”, establishing “trusting
relationships with others”, demonstrating “self-discipline” and acting “on their
values” and, finally, being “sensitive and empathetic to the plight of
others” [54, p. 459].

A theoretical approach to the authentic leadership is given by Walumbwa and
associates who performed expert interviews to determine which elements are
essential to authentic leadership and to establish a proper conceptual construct. The
research conducted by Walumbwa and associates unveiled four components that are
essential for the authentic leadership theory: self-awareness, internalized moral
perspective, balanced processing, and relational transparency [60].

According to Northouse [54], self-awareness relates to personal perceptions
made by a leader. Self-awareness is also the first domain of emotional intelligence,
which has been formulated by Ingram and associates as a valuable construct for sales

leadership research [61].
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Goleman [62], famous for his publications on the topic of emotional
intelligence, defines self-awareness as having a thorough understanding of personal
emotions, strengths, weaknesses, needs and drives. Self-aware people can be
characterized as knowing their emotions and how these can affect themselves, others
and their work performance. In a sense, they are honest and true about their feelings
to themselves and fellow human beings. By experience, highly self-aware individuals
know how their emotional states can influence their actions and how they could affect
other people. Goleman also states that individuals who are self-aware deeply
understand their values and goals and know where they are heading in life and why.
The decisions made by self-aware people are consistent with their beliefs and values.

Thus, Northouse says that self-aware leaders know their true selves and this
enables them to have strong foundations for their decisions and actions. As a result,
leaders with high levels of self-awareness are perceived as authentic by their
followers. The internalized moral perspective describes authentic leaders as being in
control over a so-called self-regulatory process. This process refers to leaders
utilizing their values and ethical standards to lead their behavior instead of being
controlled by external influences, like peer pressure or societal pressure. Self-
regulatory means that the leaders are in charge of controlling to which extent they are
affected by exterior pressures. Therefore, leaders who act in line with their expressed
values and morals are perceived as authentic by their followers [54].

Balanced processing refers to leaders’ skills to analyze information objectively,
to examine others’ viewpoints and to consider those before making a decision.
Balanced processing additionally means avoiding favoring certain matters and
remaining impartial. Listening to the opinions of counterparts who do not agree with
the leader’s judgment and taking full consideration of their viewpoints before taking
action also apply to the view of balanced processing on authentic leadership. Finally,
relational transparency means that leaders present themselves to others honestly and
truly as they are. This can be controlled by the leaders and it can be decided to which
extent transparency of their true self is shown. Relational transparency arises when

leaders disclose their feelings, values, motives and beliefs to others. It is about
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displaying positive and negative aspects of one’s character and about being able to
openly express oneself in relationships that involve others [54].

The servant leadership theory was presented by Robert Greenleaf [63]. Dealing
with power is an essential element of servant leadership theories. Leaders have to
serve those with less power (i.e., employees). In contrast to transformational and
transactional leadership styles, the servant leadership style places the leader on an
equal level with the employees and focuses on the subordinates and his or her ethical
behavior towards them [64]. Servant leaders involve employees in their decisions and
demonstrate a high level of caring behavior. They support employees’ personal
development and improve working conditions in an organization [49]. This style
acknowledges the need to be authentic in interactions with employees, but the
motivation of servant leaders is more philanthropic, “[...] because they are driven by
either a sense of a higher calling or an inner conviction to serve and make a positive
difference for others” [65, p. 113]. Harrison [45] however criticizes the lack of
empirical evidence that has been published to prove the validity of this theory.

The supportive leadership style is described as part of the path-goal theory and
is also mentioned in the paradigm of the situational approach in leadership literature.
The path-goal theory appeared in the leadership literature in the 1970s. It generally
describes the process of how leaders can motivate their employees to achieve the
goals assigned to them. The path-goal theory seeks to maximize employee
performance and satisfaction. This is achieved by shifting the focus to employee
motivation and job task characteristics.

Schuetz [66] presents four types of leadership behavior within the framework
of the path-goal theory: directive leadership, supportive leadership, participative
leadership and performance-based leadership. However, the author warns that all
types are context-dependent and should be used by the same leader in different
situations. This is also particularly important concerning generational and cultural
differences.

Coaching leadership_is defined as the provision of individual, practical support

and guidance to help employees identify unknown areas where they can improve
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their work performance. However, if the manager provides “too much” coaching,
there is a risk that it can hinder effective employee performance and even be
perceived as distracting and annoying. For example, if the manager insists that
employees make a certain number of sales calls to meet a leading indicator agreed
upon in the coaching, or if he or she is too corrective in behavior, for example, by
requiring weekly reports on customer meetings and a discussion about them, this can
create negative feelings and lead to undesirable reactions from employees [67].

The path-goal theory of leadership by Evans [68] is the first theory to consider
the motivation of the leader in the sense of a situation variable [69]. This theory
postulates that leaders, as enablers, can influence the motivation of those they lead
through appropriate leadership behavior by making the achievement of goals easier or
more attractive for the employees. The task of the leader is to: explain the goal; set
relevant goal incentives; show the way to achieve the goal; support the employees in
this way and remove organizational obstacles.

The core of the model is formed by four possible behaviors of the leader:
directive, supportive, participative and performance-oriented leadership was also
mentioned by House and Mitchell [70]. These behaviors influence the expectations of
the employees, which are determined by the situation variables “characteristics of the
led” and “characteristics of the work task”. The “characteristics of the led” are the
need for personal attention from the leader, the need for clear structures, the urge for
self-control and the confidence in one’s abilities). The “characteristics of the work
task” are: the organization of the workgroup, the organization of the company, the
structure of the task, the level of stress and risk, and the variety or monotony of the
work.

The basic idea of the paradigm shift in leadership is that the leader should give
the employee what he or she in the situation needs to motivate them.

Situational leadership approaches are criticized for the fact that central basic
concepts of the theory are formulated in such a way that they cannot be (precisely)

measured or operationalized and thus cannot be empirically tested. Nevertheless, the
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merit of these theories is the realization, which is still valid today, that not every
situation must be managed in the same way.

Since neither trait- nor behavior-oriented approaches could exhaustively
explain leadership success or failure researchers in the 1960s began to look primarily
for situational variables that influence leadership outcomes. The view is that the
effect of a certain leadership style on leadership success depends on the leadership
situation. The following approaches can be distinguished.

The situational leadership theory of Hersey and Blanchard [38] recommends
different leadership styles depending on the work-related and psychological maturity
of the employees. From the two basic directive, task-oriented and supportive,
employee-oriented leadership behaviors four possible combinations of task
orientation and employee orientation are derived:

1) instructing (“telling”). This represents communication in one direction,
namely from the supervisor to the employee. The supervisor tells his employee (or
his team) what tasks, how, why, when, and where to perform them.

2) arguing (“selling”). Again, the supervisor gives direction, but the
communication is now two-way, and the employee communicates the task in such a
way that he or she takes ownership of it.

3) participating. Here there is a shared decision-making process about the
work. The supervisor is less likely to give direct work instructions and more likely to
make an effort to build a relationship with the employee.

4) delegating. While the supervisor remains involved in decision-making, the
employee or group now has the task and responsibility for execution. The supervisor
continues to monitor execution and results.

The two authors assume that no leadership style is best for all situations and all
conditions. According to their theory, the leader must adapt to each given situation to
be successful. Situational variables include the employee’s ability concerning the task
to be accomplished, i.e., the level of expertise, skills, and experience, and the
willingness or motivation to accomplish the task. The appropriate management style

Is determined based on the employee’s maturity level.
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Building on the maturity model of Hersey and Blanchard [38], the situational
(contingency) theory of leadership effectiveness by Fiedler [71] recommends that the
leader should be brought into a situation in which he or she can achieve the best
leadership performance according to to to to his or her natural leadership style.

To determine a person’s task- or employee-oriented leadership style,
Fiedler [72] developed his measurement scale, the Least Preferred Co-worker Scale
(LPC). To describe the situation — three variables that together determine the
“favorability” of the situation are highly important for leadership success. These are:
the relationship between leader and led, task structure, and positional power.

A high degree of power and influence is given if all three variables are
positive. The variable “relationship between leader” and “relationship between leader
and led” has the strongest effect and the variable “positional power” has the least
effect on situational “favorability”. The contingency theory postulates that by
determining the leader’s style of leadership and the “favorability” of the situation, it

Is possible to predict leadership success.

1.2. Theoretical analysis of the contemporary process of change in leadership

theory

Many scientists talk about megatrends that will trigger a process of change in
organizations and companies. Successful managers should recognize these
megatrends for successful change and use them as an opportunity to lead
organizations successfully into the future.

An example of a new demand on leadership can be seen in the “double aging”
of the Western industrial nations: people are getting older, while at the same time, the
birth rate is falling. In the long term, this leads to dramatic consequences for

organizations, managers and employees [73].
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The challenges to be overcome lie in adapting work processes and content to
the needs, competencies, and skills of an aging workforce, to counteract stereotypes
against older employees, maintaining the health of employees to support them in their
work, and encouraging them to remain active in the organization. Demographically
leadership — also given the talent shortage — is described as a fundamental
competence for future successful leaders [73].

Another challenge is the growing complexity that companies are facing today —
and even more so in the future. The complexity and the challenges this situation
poses for managers and companies are very important to know. In addition, the
dangers of reducing complexity and typical mistakes in dealing with complexity and
the requirements for good complexity management are a challenge for companies and
managers [74].

Another challenge is seen in dealing with uncertainty. While organizations are
geared toward mastering uncertainty, leadership is to manage uncertainty [75]. The
special feature: Elbe describes uncertainty, if it is not to be mastered, as a resource
and source of innovation for leadership. A central task for the future of leadership is
the promotion of resilience and salutogenesis [75].

The Israeli sociologist Aaron Antonovsky coined the term salutogenesis,
meaning the emergence and maintenance of health. In the 1970s, salutogenesis
represented a new approach to health. The Antonovsky model [76] describes the
metaphor “life is a river”. Unlike classical medicine, in which the question of what
keeps a person healthy does not occur. Classical medicine focuses primarily on the
physical symptoms. Antonovsky vividly depicted the different perceptions of his
model and classical medicine in a metaphor. In this metaphor, he describes life as a
river in which man must assert himself by swimming. The river causes always new
situations and possible sources of danger. The speed of the flow is constantly
changing. The water glides along sluggishly in places and it also comes to dangerous
rapids again and again. Turns require the swimmer to decide in which direction to
continue. Classical medicine sees its role in this picture as pulling the swimmer out of

the river whenever he is in danger of drowning. When he is released into the stream
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after recovery, however, he has not learned how to deal with the dangers better. The
same threatening situation can come up again and again. It refers to the individual
development and maintenance process of health. According to this concept, health is
not to be understood as a state, but as a process.

The manager of the future should say goodbye to the idea that traditional
management techniques and management systems are unchangeable. With concepts
from the last century alone, it is hardly possible to implement sustainable changes in
companies. A ‘“continuous improvement process of leadership” is required. This
means that the change of leadership instruments should be regarded as a guarantee of
success as naturally as the new development of products and services.

Task- and relationship-oriented leadership theories were among the first
conceptual approaches underlying today’s interpretations of leadership
styles [71, 77]. The addition of aspects of change-oriented leadership by Ekvall and
Arvonen [78] to this dual concept represents a significant extension. This is based on
their argument that the two-dimensional model of leadership (task versus relationship
orientation) may not be sufficient for companies to be competitive in a rapidly
dynamic environment. Leadership orientations can thus be divided into three
dimensions, employee orientation, production orientation, and change
orientation [78] (Ekvall and Arvonen, 1991). These have become known as the CPE
model (Table 1.4).

Although employee orientation and production orientation reflect the essence
of relational and task-oriented leadership styles respectively, change orientation has
been empirically demonstrated to be a valid construct and independent of the other
two factors [79, 80].

When Bernard Bass became aware of the book “Leadership” by the political
scientist James M. Burns [31], the development of the concept of transformational
leadership began. Burns analyzed the phenomenon of leadership in the context of
political upheavals in history and the behavior of the leaders associated with it and
came to the conclusion that particularly successful leaders transform their followers.

Transforming means convincing the followers of a higher goal, to inspire and
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mobilize them, instead of — as less successful leaders do — only motivating them to
behave in the desired way (e.g., jobs in exchange for votes). Bass [34] developed the
concept of characteristics of behavior for management which opens up the possibility
of training transformational leadership.
Table 1.4
Ekvall and Arvonen’s [78] CPE model description
(summarized by Othman et al. [81])

Dimensions Definition Relevant Underplr!nlng
Concepts/Theories

Change- “A leader is interested in innovation, | Developmental culture (Denison and

orientation | creativity, and new ways to | Spreitzer, 1991), openness to experience
accomplish tasks. By learning and | (Costa and McCrae, 1992), double-
adapting to change the status quo, the | looped learning (Argyris, 1976)
leader is also a risk taker as well”

Production- | “Leader concentrates effort on | Rational culture (Denison and Spreitzer,

orientation achieving goals, thus engaging | 1991), concern for production (Blake
subordinates win ork activities in task | and ~ Mouton, 1964), need for
accomplishment roles” achievement (McClelland, 1961), and

Theory X (McGregor, 1960)

Employee- | “Leader is sensitive to subordinates’ | Group culture (Denison and Spreitzer,

orientation needs, thus the focus is on maintaining | 1991), concern for people (Blake and
friendly and supportive relationships | Mouton, 1964), need for affiliation
through friendship, mutual trust and | (McClelland,  1961), Theory Y
respect” (McGregor, 1960)

Bass and Riggio [44], for example, point out that transformational leadership
has stronger effects in times of crisis, in dynamic markets or in times of major change
than in stable and secure environments. This can certainly — as Weber [82] already
suspected — be attributed to a greater of employees in such situations. Such so-called
situations are characterized by a lack of structure, uncertainty and indeterminacy.
They contain only a few cues for appropriate behavior. Behavior is therefore not
determined by the situation but is rather subject to individual design. Weak situations
give employees only a few clues for appropriate or expected behavior. In such
situations, employees actively look for cues to decide how they should behave [83].

And it is precisely this search for cues that provides managers with a favorable

opportunity for transformational leadership [84].
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The principles of transformational leadership have been defined by Bass and

Avolio [35]. Table 1.5 depicts the main principles.

Table 1.5
Bass and Avolio’s principles of transformational leadership [35]
Main principles Content
Idealized Acting as a role model, building trust (being clear, unambiguous, reliable and
influence socially competent), conveying enthusiasm, and acting as a person of
identification.
Inspirational Motivates through a vision/mission, agrees on ambitious goals, conveys
motivation meaning and confidence, and establishes team spirit.
Intellectual Stimulate creative and innovative abilities of employees, promote independent
stimulation problem-solving behavior and critical questioning of habits, and support
learning and rethinking processes.
Individual Knowing the individual needs of employees, responding to them and
consideration developing the skills and strengths of employees in a targeted manner.

The developments in leadership approaches reflect the same ongoing changes
within and outside the organizations. The ever-increasing complexity of leadership
due to global and dynamic changes describes the situation best. The change in values
has had and continues to have a major influence. The term “value change” is used
and commented on in different ways. There is a change in priorities in people’s value
systems. The change is marked by a decrease in the importance of so-called duty and
acceptance values on the one hand and a rise in the relevance of self-development
and autonomy values on the other [85].

Even though the change in values has been observed in all walks of life, the
most areas particularly affected by the change in values are attitudes towards work
and career [86]. However, this change in values is not to be equated with a refusal to
perform: Performance and career and the “need to achieve something at work is
greater than ever” [87, p.195]. Rather, “the work that is experienced as
meaningless (...) is questioned, not the work itself” [88, p. 35]. This requires an
understanding of leadership by the dimension of conveying meaning.

With the modern understanding of leadership, interaction and relationship-

oriented approaches as well as transformational leadership came to the foreground of
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consideration. These shed light on the interactions and relationships of the leader(s)
with the led, the group and the organization.

A very well-known interaction- or relationship-oriented leadership approach is
the leader-member exchange theory (LMX) [89, 90]. The LMX approach postulates
that the quality of the exchange relationship (expressed on an LMX scale) between
the leader and the individual led can vary in each case — the led are no longer seen as
a collective, but their individuality is recognized. Depending on the quality of the
relationship, those being managed can be divided into two different groups: in-group,
I.e. employees who have a good relationship with the leader and take responsibility
beyond their role, and out-group, who fulfill only the role that the formal job
description provides for them. It has been shown that employee turnover is lower
among in-group members and that they receive more positive performance appraisals
and promotions. Accordingly, proponents of LMX theory argue that leaders should
seek to build in-group relationships with all those they lead. Fairness and open
communication are seen as the foundations of these relationships. The result is a
partnership relationship between leader and led based on mutual trust and respect.
Gerstner and Day (1997) in their meta-analysis underline significant positive effects
between LMX and subjective assessments by leaders and employees of satisfaction
with leadership, general satisfaction, commitment and existing role clarity of
employees within their organization [91].

The correlations between LMX and objective performance indicators, such as
innovation performance are significantly lower [92]. Moreover, the LMX theory does
not provide detailed suggestions on how leaders can build complex, high-quality
relationships with their leaders.

The concept of systemic leadership is based on Luhmann’s concept of the self-
organization of social systems [93]. Here the controllability of systems is
fundamentally doubted since a high complexity of the systems is assumed. Systemic
leadership sees social systems as networks of actions and effects with multiple
feedback mechanisms that are interrelated. Leaders have therefore attributed only

very limited effectiveness. This is justified on the one hand by the fact that managers
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themselves are exposed to the influences of the system because they are not outside
the system. On the other hand, there is influence on employees through existing and
created structures which can sometimes exert a stronger and more effective influence
on the led than direct control by managers.

The systems theory includes three guiding differences [94] which are shown in
the following Table 1.6.

Table 1.6
Three parts of the system theory [94]
Part Essence
1. Part: Whole Each system is seen as a whole, with the parts of the system being networked and

connected. The whole is more than the sum of the parts. There are properties of
the system that cannot be predicted even though knowledge of the individual

elements
2. Part: Environment Every system is delimited from its environment as a realm of its organization and
of the System structure. However, there is a relationship of adaptation and exchange relationship
with this environment.
3. Part: Identity — Closed systems distinguish themselves from their environment by drawing
Difference boundaries and thus constitute identity. These systems are not directly controllable

from the outside; inputs of any kind are controlled according to the system's laws
(self-organization/autopoiesis).

In the future, ideas, values, and ethics will play a very important role in the
economy, and consumers will also be guided by them. So it is about a more mental,
spiritual attitude — not in the esoteric sense, but in such a way that we become aware
that we have a responsible role in this world, which is more and more interconnected
and moving more and more towards a crisis [95].

Questions of values and health are becoming more and more important in times
of an increasingly tense situation. As a result, to reduce stress and find solutions to a
difficult situation. “Soft” leadership approaches are being confirmed and revitalized
by neuroscientific findings or further developed.

Active attention to intra-psychic and external processes plays an essential role
in human well-being, as active attention provides for chemical and physiological
changes in the brain [96]. In addition, actively directing attention would lead to

personality development. So is mindfulness an important leadership competence [97].
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Spiritual leadership is an approachable, clear and powerful leadership of people
and organizations. It thrives on 2 balances. On the one hand the balance between
emotionality and objectivity and on the other hand the balance between commitment
and determination [40].

To generalize all approaches classification of contemporary leadership styles
was built (Table 1.7).

Table 1.7
Leadership style classification (developed based on [31, 35, 38, 39, 44, 45,
49, 52-54, 58, 63-66, 69-71, 77, 81, 84, 89-95, 102-106])

(agglfggéﬁlses) Basic assumption Leadership style
Trait theories Leadership success is based on certain traits of a | charismatic
person.
Behavioral Leadership success depends on certain leaders’ | transactional
theories behavior. transformational
servant
supportive
coaching
Contingency Leadership style brings success in a certain situation. instructing
(situational) selling
theories participation
delegation
Path-goal theory | Leadership success is based on influence by | directive
motivation. supportive

participative
performance-oriented

Cultural Leadership success is based on cultural values and | value-based
leadership differences. (charismatic)
differentiation team-oriented
approach narcissistic
participative
humane
autonomous
Interaction Leadership success is based on the quality of the | trust
approach (LMX | exchange relationship between leaders and followers. | high interaction
theory) formal relationship
Social Leadership success is based on personal features and | authoritarian
psychology values. democratic
liberal
Systemic Leadership success is based on a set of skills and | agency
leadership capacities that any individual can use to catalyze, enable | professional (core)
approach and support the process of systems-level change. communion
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The aspect of dissent management has so far been given too little consideration
in leadership debates and leadership teachings [98]: Sustainable organizational
development “lives” from discussion, controversy and dissent, not from a soft culture
of harmony [99].

In an interview in the magazine “Personal und Fiihrung”, Thomas Vasek
criticizes “the softeners” among managers and states: “Softeners try to avoid conflict
at all costs. That is why they do not take a clear stand; they do not allow themselves
to be pinned down to anything.

The problem is that the desire for harmony undermines rational, fact-based
discourse. Such a culture fosters conformism, blocks necessary change and prevents
innovation. Right decisions need dissent and controversial discussion — in other
words, conflict instead of harmony.

Moreover, cultures of harmony tend to overburden managers. In addition to all
other tasks, one is now constantly busy managing emotional resources in the best
possible way. My criticism is not directed against an empathic style of leadership. No
one wants a return to the old, authoritarian command system. What | am criticizing is
a behavioral model that amounts to nothing more than emotional self and relationship
management. The consequence is, for example, a meeting culture in which it is only a
matter of being nice to each other. People sit together for two hours without
decisions. No one wants to hurt the other, problems and conflicts are swept under the
carpet. In the end, this is not only unproductive. The fatal thing about softening
cultures is their ambiguity. Under the harmonious surface usually bubbles with
intrigue and malicious gossip” [99, p. 84-85].

The demands on managers — as already explained — are becoming more and
more demanding. In addition to technical and methodological competencies, they are
expected to possess a variety of novel strategic, social and personal competencies.
Good leaders are visionaries, analysts and forward thinkers in the development of
strategy. They are role models and coaches for their employees and teams and can
perceive and promote their employees individually. Franken [100] distinguishes

between professional, methodological, and social competencies (Table 1.8).
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Table 1.8

Competence groups and competence requirements of leaders [100]

Competence groups

Managerial competencies

Professional
competencies

Specific technical competence for the area to be managed

System competence

Understanding of interrelationships

Innovation competence

Change competence

Methodological
competencies

Strategic, logical and critical thinking

Ability to work interdisciplinary and interculturally

digital, media and networking skills

Social competences

Coordination and facilitation skills

Ability to communicate values and visions

Motivational competence

Ability to participate and delegate

Team competence (interactive and virtual)

Communication competence (oral and written)

Feedback skills

Appreciation of diversity

Ability to recognize the potential and talents of others

Personal competences

Values and principles

mature personality

high integrity and willingness to trust

self-awareness and reflectiveness

Willingness to learn and change

Whilst in the literature mostly causal relationships of leadership and

motivation/performance are analyzed, where leadership styles serve as predictors, and

motivation and performance are considered as outcome variables, this study reverses

the cause-effect direction. We consider work motivation and actual performance as

predictors of the appreciation of various leadership styles. Work motivation is an

important determinant of personal and organizational accomplishments [101].

Although being disputed [102], dualistic theories distinguish between intrinsic and

extrinsic motivation. Concerning expected leadership styles, intrinsic motivation

might be more related to transformational, employee, or change-oriented styles, while

extrinsic motivation is rather connected to transactional (reward and punishment)

oriented styles of leadership.
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1.3. Main statement of leadership style formation in the process of generational

transition

1. Leadership is an important part of enterprise management and the style of
leadership influences its effectiveness.

The phenomenon of leadership has a long history and is studied in many
interdisciplinary works [101]. In a general sense, leadership is a mechanism of
integration of group activity, in which a single individual or part of a group (team,
team) unites and directs the actions of the entire group. As a rule, the leader is the
member of the group who occupies a leading position in it (formally or informally).
As for the organization, leadership can be defined as a managerial relationship that
arises between the leader and his followers, which is aimed at motivating team
members to achieve common goals, which are based on an effective combination of
different sources of power for each situation.

Thus, leadership in the organization is an authoritative status of an individual
in the work team, which allows him to lead people to a certain goal, a prerequisite for
this is the presence of a certain power in the team.

The main elements of leadership that determine his style are the personal
characteristics of the leader, his values, skills and experience; the presence of
followers with certain psychological characteristics; a situation that arises at a certain
moment in the organization's development; group dynamics, which determine the
interaction between team members.

The effectiveness of leadership is directly related to the ability of leaders to
manage organizational and interpersonal communication, influencing its nature. The
strategy of the organization’s development and the effectiveness of leadership is
related to the objective and subjective capabilities of the leader, his ability, firstly, to
manage coalitions, and secondly, to create and strengthen relations of cooperation
and partnership with organizations, interaction with which becomes a significant

factor effective operation of the organization.
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Leadership issues are key to achieving organizational effectiveness. On the one
hand, leadership is seen as the presence of a certain set of qualities that are inherent in
those who successfully influence others, on the other hand, leadership is a process of
non-forceful influence in the direction of the organization's achievement of its goals.
For a complex organization to effectively perform its tasks, it is necessary to ensure
the performance of all management functions.

Leadership is the type of activity that permeates the entire management system.
It is impossible to effectively perform the functions of planning, organization,
motivation and control, if there is no effective management and leaders who can
encourage other employees, positively influence them and lead them, thereby
achieving favorable final results.

Summarizing the main works in this field [101], it can be stated that leadership
style affects the following areas of management: organizational culture,
communications, personnel, external relations and changes.

2. Leadership style connected with individual characteristics and values of
managers

Many modern scientists [101] adhere to the synthetic concept of leadership.
According to her, leadership is a way of organizing relations between a group of
people, where the leader is its curator. The concept is based on a comprehensive
approach to management processes based on 3 components. The presence of
leadership qualities. Personal characteristics of guided people. The nature of the
situation. Not only the leader himself influence the people he leads and tries to model
the situation. The manifestation of leadership qualities of a certain individual is also
influenced by the situation itself and the surrounding people.

The world has entered the post-industrial stage of its development. The
characteristics of this stage should be considered as it concerns not only the applied
technologies but also the way of thinking, creativity and the system of defining life
values.

Together with the complications of social life, scientific, technical and social

progress and the wide use of high technologies, this significantly increases the need
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for real effective leaders. Secondly, the complexity, importance and wide variety of
functions that a leader has to perform, put forward several socio-psychological
requirements for his professionalism and personal qualities. This applies both to the
influence on people, with the help of which he can perform his tasks and functions,
and to his determination, entrepreneurship and demandingness in combination with a
sense of personal responsibility not only for his decisions and actions but also for his
actions, including false ones, of their subordinates. Therefore, a manager does not
become an effective leader just because he has some set of personal qualities.

The results of recent studies show that certain personality traits may indicate
the ability of their bearer to be a leader [104]. The “Big Five” model [105] defines
basic personality characteristics, among which extroversion and emotional stability
should be noted, which include, in fact, the totality of all previously identified
personal qualities of effective leaders. Extraversion is the most important trait of a
leader. Extroverts are usually sociable, sociable and persistent. Extraversion reflects
the comfortable level of a person's relationships with other people. People who are
characterized by high emotional stability are usually calm, self-confident and
balanced. Emotional stability indicates a person’s ability to withstand stress. Practice
shows that personality traits predict a person’s ability to become a leader, but the
presence of these traits does not yet guarantee the effectiveness of this person's
leadership.

3. Different generations have different values so they accept different
leadership styles.

Modern enterprises are confronted with a complex and constantly changing
environment, and increasingly challenging work processes. People as leaders and
management people are becoming more and more important. Even where leadership
Is provided by structures, people determine the extent to which these rules are
followed. Leadership therefore depends on people and the way they interact and
communicate with each other [1, p. 4].

Traditional leadership theories emerged in the age of machine mass production

(mostly in the first half of the 20th century) and corresponded to the mechanistic
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picture of the world: the low-skilled workers were considered cogs in the factory
system and had to be instructed, controlled and monetized by (all) knowing
managers, controlled and driven by monetary incentives. The leadership theories of
the time were primarily concerned with the factors of success on the part of the
manager — his or her characteristics, behavior or leadership styles.

Generational changes (from X to Y to Z etc.) could have considerable
influences on the working environment in all sectors and at all stages of working life.
Gen Z, for instance, is highly influenced by internationalization and digitalization.
This can also be seen as an opportunity for organizational transition and leadership
development, which ultimately needs to transform the way they do business to
compete. Although leadership plays a central role in this transformation process,
there is little research on the relationship between leadership theory and “Gen Z”.
The same is true for knowledge about what an effective leader should include about
the new generation. The aim of this thesis is to contribute to the debate on effective
leadership of the new generation by exploring how prospective workers perceive
leadership styles and competencies.

Generational differences in organizations affect the transmission of important
information from managers to employees at different hierarchical levels. This can be
attributed to differences in the values, views and opinions of different generations.
The way leaders perceive and deal with these generational differences and how each
generation views their leaders can lead to problems in the workplace [106].

This manifests itself in a need for different leadership styles. Zemke et al. go
even further and explain that different leadership styles are necessary to be able to
perform management tasks in an environment with generational differences. Other
authors claim that there is no standardized leadership style [107] and that successful
leaders need to adapt their leadership style to the needs of their employees [108].

These differences, which relate to values, attitudes and beliefs, require a
leadership style that should be flexible and able to adapt to all generational
differences, as presented by Meredith and colleagues [109]. The leadership style used

should include a veteran structure that emphasizes delegation, an individualistic
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approach that encourages self-development among baby boomers, an energizing style
that gives X-ers a sense of making a difference, and a team goal that is relevant to the
later generations’ values of achieving larger societal and business goals [110].

The basis of the theory of generations, which was developed in the 90s of the
twentieth century by N. Howe and W. Strauss independently [111] is the statement
that the definition of belonging to the appropriate generation is based on the
dominance of the relevant basic values inherent in this generation. They studied the
history of society in the United States from the 16th century to the present and
concluded that every 20 years a new generation appears in society with different
values. Later in [111], it was proved that the behavior patterns of people belonging to
one generation are not at all similar to the behavior patterns of members of another
generation, even at the same age. Sickness of scientists [112-115] agree that each
generation has signs of distinctiveness, based on the diversity of values of each
generation, which determine the further behavior of this generation, and the defining
characteristic of each generation is a list of basic values of this generation. N. Howe
and W. Strauss [111] believe that the social generation is a set of people born in one
twenty-year period, which meets three general criteria:

1) age in history, i.e., the experience of the same historical events at about the
same age;

2) common, unified beliefs and patterns of behavior inherent in the
representatives of this generation;

3) a sense of belonging to this generation.

There is a constant interaction between the generations because each previous
generation through its actions (progressive or regressive) forms the next generation,
and this process is constant. In the context of this theory, most scientists
value [112, 114, 115] understanding the significance of phenomena and objects of
reality in terms of their compliance or non-compliance with the needs of society,
social groups and individuals. Therefore, the values of each generation should not be

considered individually, but only based on group behavior, because the behavior of
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each individual is determined by a system of values, in addition to generational
national and individual levels of values.
The main postulates of the theory of generations, formulated by N. Howe and
W. Strauss [111] are shown in Table 1.9.
Table 1.9

Main statements of generation theory

Statement of theory | Explanation | Reflection on generation transition
Theory based on values and foundations of the society
Take into account | 80-90 years, 20-25 years | This leads to the generation conflict
cycle of the society's | stages (recovery, development,

development decline, crisis).
Each generation has its | Generation is formed every | Formed based on social, economic,and
inherited set of values | 20-25 years. political conditions in which they are going

The duration of the generation | through the process of socialization
is the same as the duration of
the human life.

There are 4 archetypes | Archetypes  are  repeated | Archetypes by their social orientation are
that exist: hero, artist, | because the new generation | divided into dominant generations, i.e.,
prophet, nomad wants to correct or compensate | brought up in periods of ups and downs
for those traits of the older | (prophets and heroes); recessive generations,
generation that seem | brought up in periods of development or crisis
unacceptable to them. (nomads and artists)

For our research, an important insight is that archetypes are repeated because
the new generation wants to correct or compensate for those traits of the older
generation that seem unacceptable to it. Thus, representatives of one archetype form
generations of the opposite archetype. Significant influence on the formation of each
generation influences two opposite periods of transformation of society: crisis and
recovery. Well known that periods of crisis stimulate society to unite when people
face common danger or enemy, form an ethic of self-sacrifice and pursue order.
During the crisis, the values of individualism prevailed, and state institutions, like the
entire institutional order as a whole, were criticized in terms of new social and
spiritual ideals.

Archetypes are repeated because the new generation wants to correct or
compensate for those traits of the older generation that seem unacceptable to it so we
need to take into account that during generation transition there is a conflict of

generation between representatives of one archetype from generations of the opposite
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archetype. Significant influence on the formation of each generation influences two
opposite periods of transformation of society: crisis and recovery. Periods of crisis
stimulate society to unite in the face of common danger and form an ethic of self-
sacrifice and the pursuit of order. During the upsurge, the values of individualism
prevail, and state institutions, like the entire institutional order as a whole, are
criticized in terms of new social and spiritual ideals.

The time frame of each generation is quite conditional, and at the junction of
generations, there are borderline, so-called “echo” generations, whose representatives
are the bearers of the values of both generations and act as a kind of mediator between
generations. In the process of growing up, members of the borderline generation
sometimes join one of the adjacent generations. The change of generations sets in
motion the cycle of transformations of society and determines the periodicity of this
process. When a generation enters the next phase of life (and a new social role), the
mood and behavior in society change fundamentally, allowing the new generation to
express itself.

The connection between archetypes, generation, and societal conditions is
generalized and presented in Fig. 1.3.

Initially, the ability of this theory of generations was confirmed by N. Howe
and W. Strauss [111] only on the example of the history of US society, which was the
empirical basis for research to form this theory. That is why its validity in its original
form for other regions and countries has been questionable, despite the general
universality of many key aspects of the theory.

However, in further studies of the characteristics of the generations of the
United States, Canada, South Africa, some countries in Asia and Europe N. Howe
and W. Strauss [111] proved that there is a need for minor adjustments to the list of
values taking into account the development of individual territories. war, etc.). But in
general, the values of one generation in different countries are universal.

The results of the study of the features of modern generations in Western

Europe and the United States, namely the generation of baby boomers (born 1943
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1960), generation X (1961-1981 years of birth) and generation Y (1982-2000 years
of birth) are presented by the author in [112, 114, 115].

Generations

Alternative categories

Switches&values

Hero

e G.1. 1908-1929, Civic
dominant

* Millenials, 1984-2004
Adaptive (recessive)

Artist

\/

« Silent 1929-1949,
Adaptive (recessive)

« Homeland 2004-?

\Y

Prophet

» Boomer 1946-1964,
Idealist (dominant)

Nomad

« Gen X 1964-1984,
Reactive (recessive)

|
]
}
1

Millennials:

Gen. Y 1980-1995,
Digital native;

Gen. Z 1995-2010,
iGeneration

Gen. Alpha 2010 - ?
Augmented reality

Crisis 1929-1946
(war and
recession). Values:
community,
technology,
protection

Gen Jones 1954-1964,
Stuck in the middle

Aweikening 1964-
1984
(consciousness
revolution).
Values: civil
rights, gender
equality,
spiritualism

Crisis 2008-2020
(recession).
Values:community
, technology,
protection

Fig. 1.3. Generation characteristic (1901-1925) — developed based on [111,
112,115, 116]
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Also proved in [112, 114, 115, 117, 118], that under the influence of
globalization processes, the representatives of modern generations in Western Europe
and the United States, and Ukraine have almost the same generational values. Thus,
starting from Generation Y, Austrian generations are formed more under the
influence of general world events than regional factors. However, an important aspect
of the theory of generations remains the study of the process of formation of value
characteristics of national generations, which were formed before the globalization
process, because this process should be considered only based on specific historical
features and local socio-economic and political situation.

Some issues of the theory of generations were adapted by Ukrainian researchers
such as T. Lepeyko [114, 116], A. Yermolenko [119], T. Blyznyuk [112, 115, 118], and
others. For some countries, such as Ukraine, was determined that the time limits of birth
of generations differ significantly from the corresponding generations of US society,
which were studied by N. Howe and W. Strauss [111], for 3-5 years. Because in
Western Europe and the United States, several generations begin several years earlier
than in Ukraine, due to the effects of World War 11, later social changes in the institution
of the family, and the time and speed of Internet penetration, studied in [106, 112, 114,
115].

The main criterion for determining the time limits of each generation are the
features of the environment (political and economic events in society), which affect
the formation of the relevant values of this generation.

Based on this criterion, the time limits and main characteristics (values and
events that formed these values) of modern generations in Ukraine were determined,
namely: the silent generation; the generation of baby boomers; generation X;
generation Y; and generation Z.

These characteristics were studied in detail in [106, 112-118]. Consider the
peculiarities of the formation and basic values of each of these generations in Austria
(Table 1.10).



Table 1.10

Comparative analysis of main characteristics of the current generation who occupied working places

Character Generation BB Generation X Generation Y Generation Z
Period of birth 1946 — 1964 1965 — 1979 1980 — 2000 2000 — 2015
Imprint period 1957 — 1979 1976 — 1994 1991 — 2015 2011 - 2030
Current age 55 — 73 years 40 — 57 years 19 — 39 years 4 — 19 years

Education Work enthusiasm Triggering of rigid hierarchies Long protective phase Overprotective by parents; Dangers are
Insistence; Rules Early independence Protected by the parents tried to be averted; Supported in
Clear division of hierarchy Relaxed parenting making decisions

Formative First moon landing Reunification of Germany in 1989; | Global financial and economic | Events around

events Oil crisis Disintegration of the Soviet Union crisis 2008 Haiti and Fukushima
Cuba crisis 1991; Watergate scandal USA; Climate change and Terrorist attacks

Assassination J.F.Kennedy
nuclear danger

Cold War

rising prosperity

growing stability

Arms race of the Great Powers;
Events of the Cold War; Rise of the
VW; Golf in 1974; Continuing
economic crisis Explosion of the
Challenger 1986; Reactor accident
Chernobyl 1986

environmental disasters
Terrorist attack

11.09.2001 in NY

War in Afghanistan

Joining the European Union
Introduction of the Euro

and environmental crisis

Time of economic upswing.
Progress in technology Growing
stability Political protests
Changing social order Developing
education policy

Environment

Increase in divorces; Open protests;
Possible freedom of expression;
Trend toward individuality

Digital time; crisis; Wars in
Irag and Afghanistan;
Environmental disasters;
Terrorist attacks; Uncertainties
unemployment

Ongoing crisis; Environmental crisis;
The age of digitalization; Climate
change; Raw materials and energy
crisis

Helpful high social competence;
Able to work in a team; High
career ambitions; Ready for
action; Performance-oriented
Career-oriented

Leadership quality

Characteristics

Loner; Works consciously; Self-
reflective; Egocentric; Rebellious;
Cheeky; Complaining; Impatient;
Lazy

Questioning; Selfish; Thinking
about the future; Self-
confident; Disoriented;
Overwhelmed; Independent
Changeable and adaptable;
Fickle;Well educated
Demanding; Willing to learn;
Spoiled;

Critical of modern technology; Personal
relationships important; Critical of
politics; Demanding; Respectful;
Trustworthy Impatient; Individualistic;
Tolerant; Self-confident; Creative
Cheerful; Environmentally aware;
Intelligent; Innovative; Project-oriented

Setting Optimistic

Pessimistic

Optimistic

Realistic

*Developed based on [88, 89]

TL
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Many companies are run with a logic from the 1920s and 1930s, Rother [120]
criticizes. “GM’s approach proved successful during the period of growth and
oligopolistic isolation from global competition until the 1970s. It became a role
model as well as an accepted management practice and is still taught in business
schools today” [120, p. 82].

The founders of highly innovative companies like Gore or Google have never
been to business schools where “orthodox management principles” are taught. “But
just like managers, business schools often cling to old ways of thinking. They train
people to run organizations as if they have structures from the middle of the 20th
century” [121, p. 103] — Why this is no longer sufficient is shown in the following
subchapter.

Effective employees lead to effective productivity, thus, the greatest resource
available to companies is their human capital [122]. Individuals undergo a
generational change. Every generation has its unique story, be it Generation X,
Generation Y, or,Generation Z. “No generation is a monolith, but there are growing
trends of expectations and preferences that change as culture and worker demands
change” [123, p. 288].

Generally, the term “generation” can be defined as a group of people born at
the same time and consequently presumed to have similar aging experiences and life
trajectories, with belonging group members showing identifiable characteristics
[124]. Generations are a dynamic social foundation as their transition from one
generation to the next is a continuous process with constant interaction with previous
generations. There is no consensus about clear thresholds for when one generation
ends and another one starts. Based on recent sources [125-127], in this contribution
Gen Z consists of members of the society born in 1996 and onwards. This means that
Gen Z is currently making its way into the workforce. Whilst the majority of research
continues to shed light on Generation Y, nevertheless, HR managers and leaders have
the first Gen Z’ers already in their teams.

Generations and their distinct characteristics are often described as an

organizational phenomenon that is strongly related to generational identity. This term
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defines the individual’s knowledge of belonging to a generational group and feeling
emotionally attached as a member. Due to the shared events in their formative years,
generational identities emerge in the workplace based on collective memories, rather
than being strictly tied to birth membership. Shared identities result in common work-
related expectations, whereas a violation of these contracts may lead to
dissatisfaction, increasing lack of commitment, or leaving the company [128].

Generation Z, sometimes referred to as the “iGeneration” [129] presents unique
challenges and opportunities that irretrievably change the way of working [123].
Gen Z differs in characteristics, mindsets and expectations compared to previous
generations [130]. Already in the early stages of their development, Gen Z is
encouraged to participate in discussions and debates, which provides them with
opportunities to present their opinions. They continue to do so when entering the
corporate world, thereby questioning other perspectives and arguing for their way of
accomplishing tasks. Further, this generation is very ambitious when it comes to
achieving their set goals and believes that education is the key to reaching them. Gen
Z is a cohort that can be multitasked and prefers to work on more than a single task.
Hence, it is the duty of their supervisor to identify their strengths, follow them closely
and keep them motivated and energized at work [2]. They are adapted to team spirit
and greatly value the social environment of an organization, which forms the
company culture for the community. Additionally, they expect job security, as well as
a high level of independence and an aversion to authority [123]. Gen Z prefers to be
loyal to their profession rather than to an organization. They are quick, efficient and
can easily adapt to various types of assignments. Growing up with continuous
technological advancements, they expect work-life to be fast and instant [131].

As Gen Z enters the workforce, companies need to be ready to address new
Issues and expectations that could arise. Managers need to redesign their strategies
and policies to sustain and be competitive in the upcoming war for talent [132]. It is
becoming increasingly important for companies to acknowledge the impact of
generational demographics on the way an organization is managed. A successful

company must establish an employee value proposition that offers a concrete answer
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to the question of why talented people would desire to work for their company.
Therefore, the prospects and their drivers of what makes a great company, jobs,
compensation, and lifestyle have to be fully understood [133]. Existing HR policies
and practices have been created by older generations and may not reflect
contemporary requirements. The result can be a shortage of skilled workers.
Therefore, employers need to find the right combination of HR tools and strategies to
attract young talents and retain the older workforce at the same time [134]. Growing
up with smartphones in Gen Z’s hands, technology has merged seamlessly into their
lives. Consequently, companies face increasing complexity of engaging with the
target audience through numerous media channels. Meret et al. [135, p. 246-47]
summarize seven traits that characterize Gen Z members: “Regardless of any
consideration on the fundamental impact of digitization on this generation, [...]
identify seven personality traits, [...]: (a) they feel special, firmly believing in their
ability to address the future trends and becoming builders of their destinies; (b) they
are protected, not only by their families but also by their superiors; (c) they are
confident and optimistic about the future; (d) they are quite conventional; (e) they are
team-oriented, because of their increased possibility of connection with others,
primarily related to the level of technological sophistication they bring. This might
imply a greater propensity to cooperation; (f) they aim to feel blessed and achieve
greater personal fulfillment in the future, relying on a higher level of education; and
(g) they feel under pressure and believe that success in the future is based on choices
made today”.

Anecdotes from the popular business press indicate that the Gen Z cohort will
revolutionize the job market as it is known, also concerning leadership
requirements [136]. “Gen Z” might have a significant impact on the organizational
environment, in all industries, and at all levels of the organization. “Gen Z”, is highly
influenced by globalization and digitalization. They may expect different leadership
styles. Leaders have to be ready to cope with the psychological differences of Gen Z,
with their high expectations, difficulties with criticism, job-hopping, and high need

for praise, as stated by Waal, Peters and Broekhuizen [137], to name just a few.
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Zemke et al. [106] indicate that different leadership styles are needed to lead in an
atmosphere of generational diversity. There is no uniform style of leadership [107].
Arsenault also underlines this when stating: “[...] these differences require all leaders
to have a style that is broad and flexible. The style should include a structured style
for Veterans that emphasizes delegation, an individualist approach that values self-
expression for Baby Boomers, an excitement style that makes Xers feel like change
agents and a team one that is relevant to Nexters’ values of accomplishing greater
societal and corporate goals” [110, p. 129].

To date, little is known about the expectations of Gen Z members from their
leaders. There exist conceptual papers, but only scant empirical knowledge has been
reported in the scientific literature. Concerning communication behavior, Meret et al.
[135] found that Generation X is familiar with personal computers, but they use
technology mainly for convenience purposes. Generation Y, who already grew up
with wireless devices is more technology-savvy. They are used to social networks
and online environments. Gen Z, also referred to as digital natives, grew up being
highly interconnected with people from all over the globe and are technological
professionals. This generation considers technology as their sixth sense, which has
effects on leader-follower communications as well. Being acquainted with very fast
and direct peer-to-peer communications, Gen Z also prefers quick and direct person-
to-person communication with company leaders and desires feedback with more
frequency than any previous generation [123].

Chillakuri [138] emphasizes the requirement for timely feedback about Gen Z
members’ performance so they can focus on the improvement areas instead of
waiting for the year-end review. While emphasizing the need for instant feedback, the
participants also underlined the need for candid feedback. Lanier [123] found that
Gen Z is even more entrepreneurial than the Millennials, therefore, managers and
leaders can motivate these talents by implementing and cultivating entrepreneurial
goals at work, such as supporting a sense of agency at work and supporting

innovation, autonomy, and project ownership.
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Furthermore, Schroth [139] revealed that Gen Z has an idealistic perspective
that their work is meaningful and exciting and that their ideas will be implemented by
their managers. Leaders should help employees understand their contribution and
how it is important to the success of the organization [140].

Klein [141] reports that Gen Z members tend to separate between the
professional and private worlds, and flexible working hours are not only seen
positively, as this is suspected to be beneficial for the company only. The assumption
of management responsibility is playing a minor role [142].

Ozcelik [143] reminds leaders to provide Gen Z members opportunities for
challenging assignments, job enrichment, customized leadership styles such as
reserve mentoring and training programs as well as ,[...] giving personal
acknowledgment, ongoing training, and consistent frequent feedback as well as
recognition of achievement [...] drive[s] employee engagement and
retention* [143, p. 103].

Concerning differences in work values and attitudes, there is an indication that
the cohorts prefer distinct types of leaders and leadership styles [128]. In a
study [144] participants were asked to select and rank their preferred leadership
qualities. They found that attributes such as credibility, persuasiveness and delegation
rank lower in the eyes of the younger generation. Contrary to that, characteristics
such as dedication, optimism, trust, and support rise in gain importance with every
evolving generation.

The scientific knowledge so far suggests that these generational differences
may call for adaptations to our current theories of leadership [32]. To better
understand the magnitude and the direction of these adaptations, this contribution
provides empirical evidence on how younger workers expect their leaders to provide
a working environment that supports individual fulfillment as well as puts a focus on
tasks and organizational goals [128].

Criteria that have been investigated in academic research on factors affecting
job choice may be classified into three categories [145]:

1) job characteristics;
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2) location characteristics;

3) individual characteristics.

The first group consists of attributes that are related to the position and
function in the company (i.e., salary, benefits packages, or duties, among others).
Within the second group, location characteristics, criteria such as job climate,
duration of commuting to and from the job, or cultural amenities can be found.
Lastly, the third group, individual characteristics, collects personal factors such as
gender, relationships with family and friends, mobility affinity, or plans. The
literature review provides insights into important criteria for job applicants
considering a potential job offer, however, this literature is mainly based on
Generation Y [143, 146, 147].

Only a few studies have focused on the traits and characteristics of Generation
Z so far, whereas the findings are not consistent, leaving the potential attitude toward
organizations  quite  unexplored [135]. GfK  Austria  Sozial- und
Organisationsforschung conducted a study with 2,000 Austrians, to identify factors
that were decisive when choosing between two job offers. The participants stated that
a pleasant corporate culture is the most important factor, followed by company values
and products that they can identify with (Austrian recruitment platform Karriere.at
(www.karriere.at, 2019).

Furthermore, gender-specific research revealed that it is more important for
women to have information such as contact and infrastructure details provided,
whereas men are more attracted by additional benefits and employee evaluations. Job
candidates highly value the opinions and experiences of previous or active
employees, as they are considered entirely trustworthy so employee opinions can
greatly influence potential employees in their decision to apply for a position or not.
For entry-level workers especially, the transparency provided by such evaluations
delivers valuable insights into a company. If the communicated statements are not
true, employees might start looking for a new career move right after starting this

new job (Austrian recruiter StepStone, 2017).
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For this reason, the attention of employer branding is shifting towards the field
of employee experiences, describing how employees interact with the employer brand
in their daily operations. Online websites, such as Glassdoor and Indeed provide an
anonymous platform for previous or active employees to share their experiences and
knowledge about companies [148]. Deferential contacts with the employees, a
comfortable working atmosphere, nice colleagues, and a competent boss are elements
that distinguish attractive employers from unattractive ones. Employees who provide
their labor for a company’s success, want to feel appreciated and taken seriously.
Next to regular feedback and appraisal, companies must value the employee as a
person and move away from a perspective where employees are easily replaceable.
Besides their wealth, people are working for the good of their team and colleagues,
hence, a good working atmosphere and team spirit are key. These aspects can be
encouraged by providing an informal framework for colleagues that supports the
creation of connections and relations (Austrian recruiter StepStone, 2017). Being
constantly exposed to the fear of losing the job results in decreased productivity and
the desire for a change of the workplace, therefore it is of great importance for
employees, independent from the economic situation of a company, to feel they
possess a secure job.

4. In the process of generation transition can appear specific leadership styles.

4.1. Working Conditions for good cooperation among the four generations.

There are some differences and similarities between the four generations
currently in the labor market that are important for cooperation. To determine what
demands are made on the work environment and what attitudes towards the employer
are present, the following topics are considered:

— attitude towards work;

— organisational structure;

— motivational factors;

— technology;

— cooperation;

— communication and technology.
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4.2.1. Attitude towards work.

According to the 2014 study, Gen. BB is significantly more likely than Gen.X
to have the freedom to conform at work while Gen. X has a higher need for
authenticity and balance. It was also found that the three generations BB, X, and Y
place less emphasis on intrinsic motivation at work than previously thought. It was a
widespread assumption that Gen. X is inquisitive and places great value on being able
to learn at work. Gen. X's attitude to work is inspired by social change in the
company if it matches their passion and commitment. Whereas Gen. BB is more
likely to be influenced by major social or political change [149]. Gen. BB people are
seen as committed, MAs who enjoy working [150], and who are willing to work hard
and do overtime. This was confirmed by a study [149].

If we now compare the generations on operational readiness, we can see that
this has changed significantly over the generations. Since the BBs were brought up in
a time of discipline and obedience, they are ready to show full commitment in the
field of work, because they are fixed to their professional success and the
achievement of their personal goals. In return for payment,t they are also prepared to
work overtime. The attitude of Gen. X, on the other hand, is somewhat different.
Gen. X is also characterized by a high level of commitment, but for whom time with
family and friends is also important. Since they spent little time with their parents in
their childhood, as they spent a lot of time working, it is important for them not to
repeat these mistakes. For these MAs, the flexible organization of working hours is
important to be able to organize their private life freely. For Gen. Y, the motivation to
work is characterized by opportunities for personal development. Young people are
interested in finding personal fulfillment in their professional lives and in having
professional success. However, unlike the Baby Boomers, they have little interest in
fully committing themselves to professional life. They are eager to complete the tasks
assigned to them, but they want to determine the implementation and time allocation
themselves. Compared to previous generations, Gen. Z is anxious to complete their

tasks in a fixed working time, not to work overtime, and to have a clear separation
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between work and private life. In exceptional cases, they are also willing to work
overtime, but in return, they demand a free working day [151].

In terms of loyalty to the employer, Gen. X is inclined to keep the job because
of the positive relationship with colleagues. For them, unlike Gen. BB, it is not the
opportunity for development that is in the foreground, but the atmosphere of the
team. Gen. Y is comfortable with the idea of having several employers in their
professional lives. Due to the economic volatility, loyalty toward the employer has
employer has decreased [149]. Gen. BB MAs are described as loyal, committed, and
competitive workaholics [152]. Due to their good education, Gen. Z is not dependent
on a specific employer and thus also has the freedom to change jobs if the working
conditions or well-being no longer suit them. This flexibility is an advantage for
young adults, but a great challenge for companies and managers [153].

Gen. BB is part of the understanding of their work ethic when taking on
responsibility and because of their good leadership skills, they currently make up the
majority of managers [152, p. 79-80]. Gen. X does have career success as a goal,
However, due to their openness to a quick change of job, this is often not only
possible with their current employer [154]. Compared to their predecessors, Gen. Y
and Gen. Z have no ambition to take on major responsibilities. Gen. Z in particular
clearly shows an increase in rejection of taking on responsibility, because fewer and
fewer young people want to take on leadership positions even though they have a
better level of education [153, p. 23]. Gen. BB has a clear idea of how the younger
generations a clear idea of how work is to be done and how assigned tasks are to be
completed. how assigned tasks must be completed. An understanding of other
attitudes is often not present due to the lack of knowledge about the younger
generation. The younger ones want to organize and organize the completion of the
tasks assigned to them themselves (cf. and organize the completion of the tasks
assigned to them themselves [151]. Transparency, autonomy, and flexibility are
particularly important to Gen. Z in their professional environment and are considered
non-negotiable. Without consideration of these factors, morale and commitment will

be significantly reduced [155].
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4.2.2. Motivational factors.

The personal motivation of the generations is shaped differently. Whereas the
Baby Boomers tend to act out of personal interest, Gen. X cares about the impression
they make on their environment. Gen. Y, like Gen. BB, has personal motivating
factors such as luxurious status symbols and clothing. Gen. Z, on the other hand, is
anxious to satisfy the wishes and ideas of their parents and to make them proud [151,
p. 14-23]. Whereas Einramhof-Florian writes about identified a total of seven factors
that contribute significantly to the work motivation of Gen. Y [156, p. 61-65]:

— challenge in the workplace;

— remuneration for work performance;

— collegial working environment;

— company location;

— career opportunity;

— work-life balance;

— further training opportunities.

According to a 2014 study, Gen. X is less patient than their Gen. BB
predecessors, as they are not willing to wait long for promotions, and they are more
dissatisfied with their career progression. They usually demand immediate
recognition for their work efforts through praise, promotion, or higher salary. Gen. Y
feels neglected in the recognition of their performance and feels that the respect they
receive is too little [149, p. 144-145]. Job stability, interesting tasks, and the
possibility of a fast career progression are strong motivating factors for Gen. Y, as
they are willing to commit to their professional success [157, p. 7]. For them, success,
career, and money are the most important things to get ahead in the consumer society.
For Gen. Z, on the other hand, career is not at the forefront of their motivation. They
want to change the world and place more value on job stability. However, it is also
important for them to develop their talents, to receive recognition or even a
promotion [158, p. 93-94]. For Gen. BB and Gen. X, a high salary, as well as stability
and security in the workplace are the most important motivating factors [154, p. 85-

87]. The main motivators for Gen. Z are fun, passion, and also money.
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4.2.3. Organisational structure.

Gen. X wants to be independent and self-reliant and sees hierarchical levels
mainly as a career goal. To achieve these goals, they prefer to work for themselves
and require very little management control. However, they expect to be told exactly
what is expected of them so that they can work efficiently on the realization of their
goals. Due to the lack of role models, due to their resignation because of the
economic crisis, they are distrustful of the leaders and often question the existing
authorities [151]. Gen. Z, on the other hand, needs mentors as leaders to be able to
share their ideas openly and to satisfy their desire for recognition. Whereas Gen. Y
would rather be independent and prefer freedom of development [160]. Gen. BB has
grown up under clear hierarchies, subordinates itself to the existing structures and can
work well with them. They want to adhere to the structures so that they can move up
their career goals [151]. In comparison to other generations, they perceive flat
hierarchies as very important. The following generations are more skeptical about
strict hierarchies. The younger generations were found to reject being subordinated
by hierarchical structures. They prefer subordination based on performance or
expertise, which in turn reduces acceptance of the seniority principle. Gen. Y wants
performance to have significantly more weight than age and work experience and
therefore disagrees with the seniority principle practiced in many companies for the
most part. As the figure below, Gen. Y is primarily against preferential treatment
according to the seniority principle [161]. The younger generations have no
understanding of hierarchies, based on seniority and not on experience and
knowledge.

4.2.4. Technology.

When it comes to the introduction of new technologies, older people are often
cited as the cause of conflict. It is said that they do not know what to do with it
because of their age. Often, they are unable to understand the application due to short
learning times [161]. Due to age, they are often described as technology-phobic,
which can be attributed to the increasing skepticism in old age. However, this conflict

can be used for improvements and adaptations [162]. Gen. BB is often assumed to
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have a low willingness to learn. Gen. BB have often come a long way in professional
life without technical aids, but they have now also recognized the advantages of
modern technologies and are willing to learn how to use them. The younger
generations are often confronted with digital tools from an early age and have learned
to use them. They already know how to use the digital advantages. Gen. X likes to
use new tools to organize their lives efficiently. They are tech-savvy and have learned
to deal with technology from scratch. As a result, they readily use new technological
tools and digital communication media. Unlike Gen. Y who can use any new
technology but lack an understanding of it. Gen. Z is also very well acquainted with
the use of technology and is considered to be constantly connected, which means that
their attention span is considered to be strongly influenced [151].

Table 1.11 presents the summary of the generational characteristics and factors
related to the cooperation of generation representatives at the workplace.

Today, employers and managers have to show flexibility, which requires large-
scale systemic changes: cultural and operational, together with the adoption of a new
way of thinking, openness in demonstrating socially responsible behavior, creating a
new corporate culture that would support cultural diversity, recognition, development
and opportunities for alternative employment.

With Generation Z, a completely new type of employee enters the labor
market. Unlike previous generations who worked hard and made a commitment to
their company, Generation Z does not want to give too much of themselves to the
company. It tries to separate private life and work, to which it does not want to
devote too much time. To organize the best interaction of different generations in the
workplace, it is necessary to understand what employee behavior the company needs
to achieve its goals, identify the “pain points” of employees that prevent them from
being effective, and work with the problems of each generation, taking into account
their needs, which, having the same source of the problem can be completely
different.
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Table 1.11

The summary of the generational characteristics and factors related to the

cooperation of generation representatives at the working place

Character

Baby Boomer

Generation X

Generation Y

Generation Z

Characteristics

team-oriented
communicative
promotion-oriented
performance-oriented

individualistic
family-oriented
solution-oriented
ready for action

team-oriented
communicative
career-oriented
goal-oriented

team-oriented
communicative
project-oriented
critical

professionally self- impatient self-confident ready for action
sacrificing flexible open-minded willing to perform
ready for action egocentric versatile environmentally
patient self-reflective inquisitive aware
sensitive to criticism | independent adaptable questioning
structured money-motivated | questioning virtual
social promotion- committed innovative
helpful oriented money-motivated intelligent
committed
money-motivated
responsible
Motto for life live to work work to live First live then work | Work is only one part
of life
Work-relevant characteristics of the generations
Motivation intrinsic extrinsic intrinsic extrinsic
(personal success) (expectation of (materialism) (social environment)
parents)
Attitude Loyalty Ready for action, universally Loyalty
towards Willingness to but not self- applicable Striving for
the employer sacrifice sacrificing Values & Goals Self-realization
High work ethic Effective at work | must be part of the | in private life
High commitment to | critical of existing | personal attitude
work structures fit personal
fulfillment
Expectations Stability Stability Stability Stability
of the Fairness Open to criticism | demands regular, demands regular,
employer Value stability and feedback constructive constructive
Appreciate justice Local proximity Feedback Feedback
Opportunity for and good Opportunity for Meaningful activities
advancement accessibility further training Project work
Possibility of Opportunities for Development
further training promotion opportunities
Opportunities for Freedom of
promotion decision
Interesting tasks
Behavior Authority is Authority is Authority questions | Authority is ignored
towards recognized accepted existing structures Breaks structures at
hierarchy Structures are adhered | critical of
to authority

5. There are some factors that influenced leadership style

culture and stage of enterprise development

choice (national




85

While the life of all beings is determined by nature, only in the case of humans
Is culture added — at least in the elaborate and multifaceted form as we know it.
Culture is determined by the collective values and ideas that prevail in our social
environment.

It is well-known that cultures differ and therefore perception of the same
message by different nationalities varies a lot. Different methodological approaches
to structure and classify cultures have been presented over time.

To make culture more objectively tangible, various approaches aim to capture
the underlying values and value differences. Two approaches have proven to be
significant for the economic sphere: on the one hand, the classic cultural dimensions
of Hofstede [163] and, on the other, the GLOBE study [164].

Geert Hofstede’s pioneering research about cross-cultural groups has given
birth to numerous discussions about intercultural management and marketing. Culture
theories describe the effects of a society’s culture on the values of its members, and
how these values relate to their behavior.

For Hofstede, culture is like the mental software for humans, which processes
our ways of feeling, thinking, and acting. Culture is learned and experienced by
individuals in the family, at school, and in the workplace [165].

Hofstede developed his dimensional model as a result of a factor analysis to
examine the outcome of a worldwide survey of employee values by IBM [166].

In this research, Ukrainian and Austrian culture will be distinguished from the
perspective of six of Hofstede’s cultural dimensions and their effects on leadership
and expected leaders’ behavior by Generation Z representatives.

The chart below (Fig. 1.4) was designed with the help of Hofstede’s Country
Comparison tool [167]. It depicts 6 cultural dimensions of Ukraine and Austria,

compared to each other.
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Fig. 1.4. Country comparison through the 6-dimensional Hofstede’s
model [167] (March 2023)

As shown in the graph, the biggest difference between Ukraine and Austria lies
in the “power distance” dimension. Ukraine has a very high power distance, in
Austria, the power distance is very low.

Power distance is the strength of societal social hierarchy — the extent to which
the lower-ranking individuals of a society accept and expect that power is distributed
unequally [168]. Concerning “leadership”, this dimension is of high importance.

Ukrainian employees would demand more expressive and self-explanatory
orders, where everything matters from the shade of the background to the very small
details depicted. Or, if coming to discussions between leaders and subordinates, the
voice tempo, gestures, and all tiny contextual details of the conversation would
matter a lot.

This situation would differ for Austrian representatives, whose power distance

Is much lower, and uncertainty avoidance rates are slightly smaller, too, meaning that
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this is a lower context culture, than Ukraine. The low-context cultures tend to expect
an explicit communication style. The focus lies on information [169].

Also, other dimensions of Hofstede’s framework differ a lot between the two
countries, which might have implications for the leader-subordinate relationship
discussed in this contribution.

Cultural dimensions characterize the attitude to leadership in national cultures
and determine the degree of encouragement of leaders to use their power, interaction
with employees, and trust and risk-taking of both parties.

In the case of large power distance, employees might expect the leader to take
control, take responsibility for decision-making and direct their actions. The leader is
used to following a course of action focused on the final result (direct, structured,
purposeful line of conduct), and avoiding focusing on subordinates (providing
assistance, caring for subordinates, as well as forming personal relationships with
them), as well as not caring much about the degree of participation of subordinates in
decision-making. Demonstration of power is encouraged, and it is taken for granted
by subordinates because a leader who does not demonstrate power can be perceived
as weak and reluctant. Attempts to erase the differences between leaders and
employees are not accepted, because culture is characterized by authoritarian,
hierarchical social order. The leader demonstrates the maximum power that
corresponds to reality.

In cultures with low levels of power distance, the leader might pay less
attention to the actual process of achieving goals, and trust across hierarchies is
higher. Efficiency gains can be achieved by focusing behavior on interaction with
subordinates and their involvement in the decision-making process and other
processes related to enterprise management. Demonstration of power is considered
ethically unacceptable, and relations between employees are formed based on
emphasized social equality and partnership. The leader uses it only in exceptional
cases. Leader transfers the impression that he (she) has less power than is, and

leadership is based on the choice of the majority.
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In individualistic cultures, leaders focus their behavior on individual
employees, rather than on the team as a whole. Leadership is based on the
management of the individual in the group, with considerable attention to the
management structure.

In collectivist cultures, leaders prefer to focus on the team rather than on
individual members of the team. An effective leader must lead subordinates while
ensuring agreement between team members. Leadership is based on the management
of a group of individuals, with considerable attention to the relationship in the
management structure.

In a masculine culture, the leader values strength, speed of decision, scale of
approaches, determination, toughness and expertise. Actions of the leader, focused on
obtaining results or increasing the degree of participation of employees in
management, can get the approval of representatives of such cultures, if in their
perception; these actions can lead to increased earnings.

In a feminine culture, the actions of the leader, which result in improved
quality of life, are acceptable in this culture. For the leader important values are the
ability to organize conflict-free group work, reach a consensus, develop a fair
motivation, and build relationships.

A leader’s actions focused on building relationships with subordinates can be
effective in cultures with both masculine and feminine cultures to the extent that
these actions can make employees feel satisfied with their work and the activities of
the organization as a whole.

In cultures with high levels of uncertainty avoidance, employees expect order
from the leader when they are set specific goals and objectives, results-oriented
behavior is more effective, and interaction with subordinates may be less productive.
In this culture, the leader might be loved or hated, and he/she strives to do the right
thing. Low levels of uncertainty avoidance might lead to more active self and risk-
taking of employees, in contrary.

The dates of 8,841 managers and employees of organizations from 43 countries

were collected. The range of countries included corresponded to many of those
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studied by Hofstede [163], but large samples from former communist countries were
also included. The present findings suggest that the dimensions defined by Hofstede
as individualism-collectivism and power distance are better defined as different
orientations towards continuity of group membership (loyal commitment/utilitarian
commitment) and different orientations towards engagement in social relations
(conservatism/egalitarian commitment) [170].

A cultural model was developed that shall give an insight into the largest
differences between cultures and how organizations are affected by them. The name
of this classification is Trompenaars Cultural Dimensions. It classifies 7 dimensions
of culture [171]:

1) Universalism versus Particularism;

2) Individualism versus Communitarianism;

3) Neutral versus Emotional;

4) Specific versus Diffuse;

5) Achievement versus Ascription;

6) Sequential versus Synchronous time;

7) Internal direction versus External direction.

Universalism vs. Particularism: These two points differ to what extent the same
rules apply in all situations or are they different according to circumstances.

Individualism vs. Collectivism: The individualistic approach is that it is more
important to focus on the individual way of people and that it relies on individuals to
make decisions. In collectivism, people regard themselves as part of a group and seek
consultation and mutual consent before making decisions.

Neutral vs. Emotional: The question is if the expression of emotions is
acceptable or not. On the one hand, there are cultures in which emotions are held in
check. People try not to show their feelings. On the other hand, there are cultures in
which emotions are expressed openly and naturally. People smile, talk loudly, and
greet each other with enthusiasm.

Specific vs. Diffuse: When the full person is engaged in a business

relationship, there is a genuine and personal connection rather than the specified
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relationship dictated by a contract. In many countries, a diffuse relationship is
necessary to do business. One example: An American firm was trying to conclude a
contract with a South American client. The American businessmen disregard the
importance of the relationship. This led to the failure of the deal. The American
enterprise made a well-thought-out presentation. They expected that would make its
superior product and lower price explicit. The Swedish counterpart took a week to get
to know the customer. The Swedes spoke about everything but the product. On the
last day, the product was shown. Although it was a little less attractive and a little
more expensive, the Swedish company received the order.

Achievement vs. Ascription: Achievement means people are given status based
on how well they perform their tasks. Ascription means status is based on who or
what a person is. For example, status can be awarded based on birth, kinship, age,
gender, or social relationships but also by the educational record. “What did you
study?” could be the first question in an achievement culture. In a more ascriptive
culture, the question could be “Where did you study?”. The second one is better to
keep face.

Time: There are two different ways to approaches to time. The sequential
approach to time means people do one thing at a time, they keep appointments strictly
and follow plans to the letter. The synchronous approach means people do more than
one thing at a time and think appointments are approximate.

Environment: The attitude to the environment is another important cultural
difference. The inner-directed way is that people believe that they can control
environmental outcomes. The motivations and values come from within the person.
The outer-directed way is that people are allowing things to take their natural course.
They believe that the world is more powerful than the person. They fear or emulate
nature.

Having identified the type of dimensions that have evolved from the survey
data, we can now explore how these dimensions may relate to characterizations of the
nations in question and their defining cultural values that are based on data available

from other sources. There are groups defined which are named Trompenaars’
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Cultural Groups. These groups of countries are similar to each other in terms of the
five dimensions and the orientations toward time and the environment [170], clusters
with similarities towards time and environment:

1) Anglo Cluster;

2) Asian Cluster;

3) Latin American Cluster;

4) Latin European Cluster;

5) Germanic Cluster.

The study will help to recognize and respect other cultures. Reconciling the
differences is the first step. The manager shows her/his thinking that his way of doing
things and his values are not the best. Another way of reaction is to abandon her/his
orientation and go a native. This is the adaption of the style “when in Rome, do as the
Romans do”. But this style lets the manager look like an amateur. People from other
countries will mistrust the manager. The manager won’t be able to keep her/his
strength [172].

The GLOBE research is also called the Manhattan Project. One hundred and
seventy researchers from 62 cultures worked on this study. Data from 17300
managers om 951 organizations were collected [164]. Different cultural groups may
have different conceptions of what leadership should entail. Some earlier studies
show that in Europe various cultural clusters can be [173, 174]. The GLOBE project
discusses similarities and differences in culture and leadership dimensions from
different countries in Europe. The results show that two main clusters of cultural
values can be distinguished, namely the North-Western and Southeastern parts of
Europe. Within these clusters, differences in leadership prototypes to a certain extent
mirror differences in culture.

Based on these findings, it is hardly possible to speak of a single typical
European culture or a unique European leadership style. However, in some
dimensions at least, European values differ from those of some other regions of the
world [175]. The Globe study defined 9 society culture scales as described

below [52, 176]. Table 1.12 presents society's culture scales.
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Table 1.12
Society culture scales [52, 176]

Society culture scale

Explanation

Achievement, Performance
orientation

Encouraging and rewarding performance improvement and
excellence

Future orientation

Planning, investing in the future, and delaying gratification

Assertiveness

The degree to which individuals are assertive, dominant and
demanding in their relations with others

Collectivism

The degree to which individuals are integrated into groups within a
collective

Gender egalitarianism

The degree to which a collective minimizes gender inequality

Human orientation

Such as being fair, altruistic, generous, caring, and kind to others

Power distance

The extent to which power in a society is unequally shared

Family collectivism

The degree of integration of individuals within the family

Uncertainty avoidance

The extent to which society relies on social norms and procedures to
alleviate the unpredictability of future events

To answer the question of which leadership traits and behaviors are generally

accepted and considered effective and which are country or culture specific, we look

at the results of the second-order factor analysis. This analysis revealed 6 factors (for

more debating see [177].

Table 1.13 presents these society culture scales.

Table 1.13

Society culture scales [177]

Leadership

Explanation

Charismatic/value-based
leadership

Visionary, inspirational, self-sacrificial, integrity, decisive, and
performance orientation

Team-oriented leadership

team orientation, team integration, diplomacy, malevolent (reversed
score), and administrative competence

Narcissistic leadership

self-centered, status-conscious, conflict inducer, face saver, and
procedural

Participative leadership

autocratic and nonparticipative

Humane leadership

modest and humane orientation

Autonomous leadership

individualistic, independent, autonomous and unique

Ukrainian and Austrian cultural peculiarities. Based on above mentioned

cultural dimensions, Ukrainian and Austrian peculiarities will be discussed.
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According to the UN International Office for Migration (https://www.iom.int/),
Ukraine is a migration (out) as well as an immigration (in) country. There is an active
exchange of students, graduates and workers between Austria and Ukraine.
Therefore, it is interesting to understand young people’s expectations of leadership
and to analyze possible differences in these perceptions.

Historically, Austria and (at least the western part of nowadays) Ukraine had
some commonalities, but the societies have developed very differently since that
time. Ukraine as a post-Soviet culture is characterized by collectivism and a low level
of self-organization [178]. Groups are important, they care for each other and receive
loyalty in return. Relationships have priority over the accomplishment of tasks.
Ozaralli and Rivenburgh [179] note that in more collectivist cultures, the interests of
the group take precedence over personal needs. Group loyalty and group decisions
are rewarded, while individual decisions and dissenting opinions or behaviors are not
encouraged. Austria, on the other hand, has a moderately high score for
individualism. In such cultures, individuals are expected to take care of themselves
and hiring and promotion decisions are made based on merit, as shown by
Hofstede [167].

In Ukraine, the degree of power distance is high. Power distance reflects the
extent of unequal distribution of power in social structures (family, organizations,
institutions, or society as a whole) and tolerance of inequality. Ukrainian culture has a
higher perception of internal inequality and more pronounced hierarchical
structures [180]. Austria ranks among the lowest in the world for the dimension of
power distance. Unequal distribution of power is less tolerated, and hierarchal hies
are seen as less important [167]. There are a few studies examining the relationship
between power distance and marketing. E.g. Tu et al. [181] found a relationship
between power distance beliefs and cognitive vs. affective appeals in higher
education marketing.

Uncertainty avoidance reflects the extent to which members of a society
minimize the risk of making wrong decisions. Studies looking at the relationship

between uncertainty avoidance and leadership styles suggest that transformational
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leadership styles have a stronger impact on several performance indicators when
higher levels of uncertainty avoidance are present as researched by Watts and
colleagues or Afsar and Masood [182, 183]. Ukraine has a very high score on
uncertainty avoidance, meaning that Ukrainians feel threatened by ambiguous
situations. To minimize anxiety, people resort to traditional social patterns and place
great value on the basic components of their occupations, such as job security,
benefits and permanence [184]. Austria ranks lower in uncertainty avoidance but still
has a certain preference for avoiding uncertain situations.

Long-term orientation refers to a society's inclination towards maintaining a
connection to its past when facing the challenges of the present and the future [167].
Concerning leadership, Jung and Avolio [185] found that long-term-oriented
individuals perform better under a transformational leadership style. Ukraine scores
very high in long-term orientation. It is believed that it is difficult to understand the
complexity of the present because it is very much tied to the past. Austria is also
oriented toward the long term, albeit to a lesser extent than Ukraine.

To generalize all above mentioned cultural characteristics we can propose a
matric of differentiation generation leadership style by the national cultural values
and features (Table 1.14).

At the nascent stage, the main processes are the development and
implementation of a business plan, obtaining initial financing, entering the market,
creating a client base, and recognizing the company’s brand among buyers of goods
or services. More than 70% of respondents believe that the person leading the
organization is a leader who creates a strong team of followers and promotes the
brand.

According to more than 80% of respondents, his relations with employees are
mainly informal, there is no clear division of responsibilities, and, most employees

are involved in all processes of the organization's activities.



Competencies differentiation by the national culture and generations of leaders

Table 1.14

Group of ) , . Generation National culture
competencies | List of leader’s competencies BB X Y z Hofstede model Ukrainian | Austrian

Professional Technical in the management H* H M L/M Masculinity/feminity 26 79
field
System H M L M Masculinity/feminity 26 79
Relation understanding M H M M/L Masculinity/feminity 26 79
Innovation M M H H Uncertainty avoidance 95 70
Change L M M/H | H Uncertainty avoidance 95 70

Methodological | Strategic, logical and creative | H M H H Long-term/short term 86 60
thinking orientation
Cross-cultural and L L/M M H Indulgence/restraint 14 63
multidiscipline skills
Digital, media, and network L M H H Masculinity/feminity 26 79
skills

Soft (social) Coordination and facilitation H M H H Individualism/collectivism 55 25
Communication M H M L Individualism/collectivism 55 25
Motivation Money as motivation Time as Individualism / 55 25

motivation | collectivism
Teamwork M L H H Individualism / 55 25
collectivism

Feedback M/L H H H Masculinity/feminity 26 79
Diversity acceptation L M H H Individualism/collectivism 55 25
Personal values and principles | M M H H

Leader’s orientation Promotional | Family | Team | Team

* H — high level, M —medium level, L — low level

g6
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When moving to the stage of growth, the main thing for the company is the
creation of business processes, the formation of a bureaucratic structure, the
expansion of business, the implementation of significant new investments, and the
increase in the number of employees, clients, and geographical connections.
According to more than 60% of respondents, the tasks of the leader who is at the head
of the company at this stage include building a new organizational structure, creating
a new motivation for employees, and establishing external relations.

Relations between employees and the first persons are becoming less close,
which is evidenced by a decrease to 58% of the number of answers acknowledging
the presence of informal ties, a clear hierarchy and division of responsibilities (49%
of respondents’ answers).

As the company moves to the next stage (maturity), leadership is gradually
replaced by formal management (80% of respondents). The main processes taking
place in the company are a clear distribution of responsibilities between employees
and refined business processes (more than 70% of respondents), a hierarchical
structure of the company (more than 50% of respondents), and a well-thought-out
employee motivation system. The head of the company becomes isolated 23 from
ordinary employees (59% of respondents) and communicates mainly with his direct
subordinates. The place of the “ideological inspirer” (leader) is replaced by a
manager, an administrator who monitors the precise performance of all their
functions and responsibilities (76% of respondents’ answers).

The main signs of the beginning of decline are a decrease in demand for the
organization's traditional products and/or services, a change in strategy, a greater
likelihood of mergers, and a reduction in the size of the company’s staff to ensure the
organization’s survival. To keep the company, the manager is again replaced by a
leader who listens to the ideas of certain employees (60% of respondents) and tries to
find something new in them that can lead the organization out of the crisis. He
restores a close relationship with subordinates (40% of respondents), listens to their
ideas and inspires them to take measures to get the company out of the crisis (69% of

respondents).
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Lex Sisney in [100] writes that all lifecycles exist within a dynamic between
system development and system stability, we can try to optimize the path or slow the
effects of aging, but ultimately every system makes this progression. He writes about
product, market, and execution lifecycles, we are interested in the last one. The focus
within the execution lifecycle should be to have the right mix of organizational
development and stability to support the stages of the product and market lifecycles.
The stages of the execution lifecycle become easier to understand with a little pattern
recognition. Every business must shape or respond to its environment and it must do
so as a whole organization, including its parts and subparts. If it doesn’t do so, it will
cease to exist. Recognizing this, we can call out four basic patterns or forces that give
rise to individual and collective behavior within an organization. They are the
Producing, Stabilizing, Innovating, and Unifying (PSIU) forces. Each of these
expresses itself through a particular behavior pattern. The combination of forces
causes the organization to act in a certain way (Table 1.15).

Table 1.15

Connection between leadership style and stage of enterprise development

Leadership style
Stage of enterprise Transactional
development Transformational Peculiarity Non-peculiarity .
Sanctions
reward reward

Emergence V V
Early growth \J V
Rapid growth VvV V
Maturity VvV \Y/
Decline \ V V

6. A special procedure for appropriate leadership style formation can be created
to change the leadership style of enterprise management directly or through the

transition period to help the ruling enterprise toward the main goals.
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Conclusions to chapter 1

In the first chapter of the research, the main theoretical aspects of the
leadership style formation at the enterprise’s management were examined.

Thus, the author based on the morphological analysis of the definition
“leadership” (compiled based on relevant literature) concluded that there is no
common approach to define leadership, The main keywords used are the ability to
influence, process (social, influence), guide people/activities, the function of knowing
yourself, behavior, a system of expectation, vision and values. Despite these different
approaches, the essence of leadership is mostly the same, all of them are concerned
about shaping cooperation with employees and among employees in a professional
context in such a way that the most ideal and sustainable performance possible can be
achieved for the company. The author proposed to view leadership as guiding
people's activities and influence related to long-term goals and values, not just
behavior or social process.

Having analyzed the evolution of the leadership theories author defines that
traditional theories emerged in the age of machine mass production (mostly in the
first half of the 20th century) and corresponded to the mechanistic picture of the
world: the low-skilled workers were considered cogs in the factory system and had to
be instructed, controlled and monetized by (all) knowing managers, controlled and
driven by monetary incentives. The contemporary leadership theories of the time
were primarily concerned with the factors of success on the part of the manager — his
or her characteristics, behavior or leadership styles.

Within the framework of behavioral and situational approaches, classification
of the leadership styles was developed based on comparison analysis in combination
with the leadership model analysis leading to defining the modern approach and list
of competencies of modern leaders as well as features of the leadership style.

The author concluded an analysis of modern tendencies and megatrends in

organizational development and found that the most suitable in this condition are
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transactional and transformational leadership styles. Therefore the theoretical
provisions of modern processes of change in leadership theory have been improved,
the novelty of which is the consideration of groups of competencies necessary for
different styles of leadership (professional, methodological, "soft" skills), which
made it possible to form a matrix of leaders’ competences, differentiated later
according to different generations and characteristics national culture.

Further analysis specifies that causal relationships between leadership and
motivation / performance: leadership styles serve as predictors, whilst motivation and
performance are considered as outcome variables, the cause-effect direction. It was
found that work motivation is an important determinant of personal and
organizational accomplishments, dualistic theories distinguish between intrinsic and
extrinsic motivation. Concerning expected leadership styles, intrinsic motivation
might be more related to transformational, employee, or change-oriented styles, while
extrinsic motivation is rather connected to transactional (reward and punishment)
oriented styles of leadership.

Conceptual provisions regarding the formation of a leadership style in
enterprise management in the process of generational transition have been
formulated, which include the following theoretical provisions: leadership style is of
decisive importance for ensuring enterprise management; managers demonstrate a
leadership style that corresponds to their individual characteristics and values;
different generations have different values, and therefore choose different leadership
styles; in the process of changing generations, a transitive style of leadership may
appear; there are additional factors influencing the leadership style: national culture
and the stage of the organization's life cycle, it is necessary to define a special
procedure for the formation of an appropriate leadership style, which allows you to
switch to a new style directly or through a transition period to help the enterprise
achieve its main goals.

Based on the cross-cultural management concepts the differences between the
leadership styles inherent in different national cultures were considered based on

Geert Hofstede's six-factor model, a comparison of the main characteristics of
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Austrian and Ukrainian cultures was made, and leadership styles immanently inherent
in these cultures were identified. To generalize all above mentioned cultural
characteristics matric of differentiation generation leadership style by the national
cultural values and features was proposed and grounded.

The main approaches to the classification of the stages of the organization's life
cycle were analyzed and, taking into account the characteristics of transitive and
transformational leadership styles inherent in the national cultures of Ukraine and
Austria, a matrix of correspondence of each of the styles at different phases of the
organization's development (creation, early growth, rapid growth, maturity, and
decline) is proposed.

Based on the morphological analysis author defines the transition leadership
style evaluated as a set of leadership style combinations relevant to the cultural
environment, values, and features of the employee’s and leader’s generation together
with the mission, vision and objectives of the current enterprise’s lifecycle stage.

As a result, requirements that will be put forward to the work environment to
ensure effective communication between generations (leaders as well as followers)
while implementing a transitive leadership style are summarized and group grouped
as follows: attitude to work, organizational structure, motivational factors,
technology, cooperation, communication and technology, attitude to work. This made
it possible to compare the characteristics of the generations and the factors related to
their cooperation in the workplace.

The author proposed to consider the influence of the following groups of
factors on the formation of leadership style: communication of leaders and
employees, motivation, interaction and communication, balance of work and personal
life, and gender characteristics.

The main provisions of the first chapter of the dissertation are published in the
author's works [218-221, 222—-230].

References: [1-3; 5; 6; 8-18; 20; 21; 23-25; 27-36; 38-51; 53-55; 60-64; 66; 67;
69; 70; 72-77; 79; 81, 83; 84; 86-92; 94; 95; 101-103; 106; 112-117; 119-121; 123-
125; 127-132; 135-143; 153; 155-160; 163; 164; 166].



101

CHAPTER 2
ANALYSIS OF FACTORS INFLUENCING LEADERSHIP FOR DIFFERENT
GENERATION

2.1. Main hypothesis about differentiation of expectation from a leader

The research design provides the scientific framework for data collection and
analysis. It determines the methods by which the data are collected and provides a
guideline on how to solve the research problem. The research problem is defined by
the main research questions, as have been presented earlier. Those are:

What expectations do the representatives of Generation Z have of the
leadership skills of their managers?

What “ideal” leadership styles can be derived from this for the representatives
of Generation Z who will soon be entering companies?

Are there cultural differences in terms of collectivism / individualism, high /
low power distance, masculine / feminine, and more / less uncertainty-avoiding
cultures?

Based on the cultural and economic differences between the countries in the
previous section, several hypotheses will be tested to shed light on the different
expectations of Ukrainian and Austrian Gen Z representatives of their future leaders.

Fig. 2.1 shows the proposed research model. Existing leadership dimensions
should be viewed and reassessed through two “lenses”. First, through the lens of
Generation Z compared to previous generations, and second, through the lens of
cultural differences. While generational cohorts can be easily distinguished through
the demographic variable of “age”, cultural differences need to be considered through
cultural dimensions. The intention is to include two countries in the study that have
very different manifestations of key cultural dimensions. Austria and Ukraine were

selected as target countries for the study.
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Fig. 2.1. Conceptual model of the analysis

Transformational leadership, three types of transactional leadership (pecuniary,
non-pecuniary, sanctions), and three expected orientations of leaders (employee
orientation, production orientation, change orientation) were employed in the study.

The research hypothesizes that: the main differences in leadership preferences
vary for different countries and motivation is connected with the leadership style.

As a collectivist country with high levels of power distance and uncertainty
avoidance, it is expected that expectations from leaders are higher in Ukraine than in
Austria. The authors assume that this holds for transformational as well as for
transactional leadership styles. When considering the different economic situations of
the countries, transactional leadership styles that are based on pecuniary (monetary)

rewards may show the largest difference between the countries.
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H1: Transformational and transactional leadership styles (pecuniary, non-
pecuniary, sanctions-based) are all more important in Ukraine than in Austria. For
transactional leadership with pecuniary rewards, the differences are the largest.

Considering employee / production / change-orientated leadership styles, it is
assumed that employee-oriented leadership styles are more highly valued in Austria
than in Ukraine because individualistic and low power-distant cultures expect
managers to be more attentive to them as individuals. For production-oriented
leadership, which is related to giving clear tasks and applying a hierarchical structure
higher levels are expected for Ukrainian respondents because this leadership style
tends to decrease uncertainty through a higher assessability of results and task
fulfillment. Change-oriented leadership includes dimensions of transformation,
motivation, intellectual stimulation and adaptation to changing conditions. Ukraine as
a European country is increasingly influenced by Western attitudes and behaviour. As
such, change is an ambivalent construct. On the one hand, change is related to
uncertainty, on the other, hand it includes opportunities for improvement and
personal development. Regarding Gen Z as the subject of this study, the authors
weigh the attraction of change higher and assume that change-oriented leadership is
more attractive in Ukraine than in Austria.

H2: Ukrainian respondents weigh production-orientated leadership and
change-oriented leadership higher than Austrian respondents, while Austrian
respondents put more emphasis on employee-orientated leadership styles.

Concerning transformational leadership-, change-, and employee-oriented
leadership, we expect that higher levels of motivation lead to higher expectations
regarding these leadership styles, independent of the country, because intrinsically
motivated people expect from their leader’s inspiration, willingness to adapt, and
commitment to their employees. Concerning transactional leadership styles,
especially monetary and non-monetary rewarded ones, we expect that for Ukrainian
respondents, higher levels of work motivation guide to them gain acceptance and
appreciation. Ukraine has lower income levels and weaker economic conditions. Gen

Z representatives, however, with unlimited access to information, so highly motivated
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people respond to leadership styles that promise any kind of material reward for good
performance. Lastly, we assume that higher levels of work motivation do not increase
the attractiveness of a transactional sanctions-based leadership style, because the
literature suggests that the alternating effect of punishment and motivation is rather
negative than positive [186].

H3: Higher work motivation leads to a higher appreciation of (a)
transformational, (b) employee-oriented, and (c) change-oriented leadership styles,
independent of the country.

H4: Higher work motivation leads to higher appreciation of (a) transactional
pecuniary, and (b) transactional non-pecuniary leadership styles, with a stronger
effect in Ukraine than in Austria.

H5: Higher work motivation does not have an effect on the appreciation of a
transactional sanctions-based leadership style in both countries investigated.

Concerning the effect of work performance and expected leadership styles, we
argue that in high power-distant cultures, high-performers appreciate leadership
styles that reduce power distance, give them room for unfolding capacity, and do not
suppress their willingness to deliver output. As such, we hypothesize that in Ukraine
transformational leadership, change-oriented, and employee-oriented leadership
styles are more expected and appreciated. Additionally, owing to the weaker
economic situation in Ukraine, Gen Z members might strive for economic
improvement, which is especially true for people who can perform. This might lead
to a higher willingness to accept transactional, monetary, or non-monetary rewarded
leadership styles. In individualistic cultures and well-settled economic conditions like
Austria, high-performers might perceive themselves as independent, hierarchically as
well as economically, and as such the effect of performance on expected and
appreciated leadership styles is lower for all types of leadership styles.

H6: Ukrainian respondents with higher levels of performance have an
increased appreciation of (a) transformational, (b) change-oriented, (c) employee-
oriented, (d) transactional pecuniary, and (e) transactional non-pecuniary leadership

styles.
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H7: For Austrian respondents, there is no effect of performance on one or
more preferred leadership styles.

The research design provides the scientific framework for data collection and
analysis. It determines the methods by which the data is collected and provides a
guideline for solving the research problem. A research problem can be solved in
different ways. Consideration must be paid to the nature of the research problem or
subject matter, possible research strategies and methods, and the data sources used to
answer the present question. In addition, the availability and access to the data
required, as well as the resources available for the investigation (time, equipment,
monetary resources).

As outlined by Bortz and Doring [187], frequently used empirical methods of
data gathering in the social sciences domain include observation, exploratory
interviews, quantitative surveys, and experiments.

Experiments, although they constitute a scientifically valid method and allow
the study of causal relationships, are difficult to implement in real-life managerial
settings due to the nature of the present research problem. Experimental research
manipulates at least one independent variable while controlling for others and
measuring the effect on one or more dependent variables. Irrespective of the practical
difficulty of planning and implementing such experiments in the field, the question
arises to what extent behavior within the experimental framework is an indicator of
behavior outside the laboratory.

Observation of respondents’ behavior to reveal leadership appreciation and
responses to different leadership styles is another method to tackle the research
questions stated in this contribution. For example, it could be implemented by
participating in leader-subordinate discussions and daily life operations in businesses.
Here, however, the difficulty of an interviewer's influence arises (in the case of an
open observation), since the behavior of both parties can change due to the presence
of a third (most likely unknown) person. Furthermore, it can be assumed that
discussions between leaders and subordinates, which also might include sensitive

discussions (e.g., consequences for unappropriated behavior or performance, etc.), are
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often confidential, and therefore an open observation would probably not be
accepted. A covert observation, on the other hand, is difficult because of ethical
reasons, but also from a practical point of view, since leader-subordinate discussions
and managerial operations usually take place on the premises of the respective
company or organization. Preparation for covert observation would be extremely
difficult to organize. Thirdly, the research design of this study would require different
observers (as it is a cross-country cross-cultural, and cross-language study). Hence
from a methodological perspective, observations also would yield problems with the
reliability of the results due to different calibrations of the observers.

Exploratory research, often using qualitative methods, aims not to find
conclusive results on existing problems but rather to recognize the nature of a
problem in fields of research where little empirical evidence is available. Leadership
styles and issues related to the leader-subordinate relationship have been studied for a
long time. This contribution’s research questions focus on the influence of interacting
variables and differences between groups (such as cultures and generations). Hence,
little additional gain in knowledge is expected from applying exploratory research
methods only.

Consequently, for the present study, a quantitative survey is the most
appropriate instrument to answer the research questions. Interviews will be conducted
using standardized instruments, administered by an independent researcher, and
analyzed with statistical methods and tools. The method of collecting data using oral
or written interviews is common. It can be assumed that it is known to the intended
respondents and does not create uncertainty. If confidential processing of the
guestionnaires can be assured, answers to sensitive questions can be obtained
efficiently and largely unaffected. The exact procedure of the survey will be
discussed later.

Another aspect within the domain of method variance is the problem of social
desirability in the response behavior of subjects. In empirical social research, this
refers to the tendency of subjects to present themselves in a favorable light in self-

assessments, regardless of the real attitude to a topic [188]. This holds especially if
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relationships between leaders and subordinates are investigated, as there might be an
uncontrollable tendency to either praise (or condemn) the leader’s behavior. Johnson
et al. [189] discuss this phenomenon under the term “impression management”.

Social desirability might be problematic concerning the validity and reliability
of research findings because relationships with other variables can be overlaid or
obscured. Law et al [190] see the problem of social desirability, but they also have
arguments that support the relevance of self-report instruments in social sciences.
They argue, that self-report tools in the field of psychology have been in use for a
long time and there is sufficient evidence on reliability, convergence, discrimination,
and criterion validity of many scales. In the context of this study, “social desirability”
should not be a big issue, because it is the purpose of the investigation to figure out
what the respondents desire concerning their “ideal” leader.

The main study has been administered as a quantitative investigation among
Generation Z members in Ukraine and Austria, having different leadership skills
evaluated by young people born later than 1997. Respondents were recruited from
schools and undergraduate university studies in Ukraine and Austria. An online
questionnaire in German and Ukrainian language is the main measurement
instrument. The data is processed with statistical tools to assure reliability and
validity.

A cross-cultural quantitative survey was conducted in Austria and Ukraine to
find out Gen Z representatives’ expectations of their preferred leadership style. 157
Austrian and 131 Ukrainian students completed an online questionnaire about their
expectations of transformational and transactional elements of leadership. 71% of the
sample were female, 29% were male. Respondents were between 17 and 25 years
old. 26% of the sample had no job experience, 26% up had to one year, and 30% had
experience of one to five years. 18% had more than five years of job experience.

A questionnaire was developed using only existing scales. The questionnaire
was provided to the respondents in German and Ukrainian language. The Ukrainian
version was translated by native speakers with in-depth knowledge of leadership and

cultural matters. There were 17 questions in the questionnaire, including some open
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guestions and demographic questions. The complete questionnaire is attached to this
document in the appendix A.

An online tool (Limesurvey V. 3.25.21) was used to disseminate the
guestionnaire among the respondents in Austria and Ukraine.

One central variable, the dimensions of expected leadership orientation, is
measured using a scale developed by Ekvall and Arvonen [78]. While the original
scale refers to the assessment of the leadership quality of the current supervisor(s),
this study asks a projective question about the “ideal leader. Respondents were asked
to describe their ideal leader on a scale consisting of 17 items. The answers are
plotted on a 5-point Likert scale (ranging from “very important” to “not important at
all”).

According to a factor analysis completed by Skogstad and Einarsen [79], the
instrument measures three dimensions of leadership, “employee orientation”
“production orientation”, and “change orientation”. Example items for employee
orientation are, “shows consideration for subordinates as individuals”, “is
considerate”, and “lets his subordinates make decisions”. Examples from the
production orientation subscale are, “plans carefully”, “is very particular about
following plans”, and “gives clear instructions”. Examples from the change-oriented
leadership subscale are: “offers ideas for new and different ways of doing things”,
“Initiates new projects”, and “experiments with new ways of doing things”.

Internal consistency of the three subscales was sufficient (employee-orientation
leadership a = .819, with items 1 and 4 deleted due to a value below .3 for corrected
item-total correlation; production orientation a = .768; change orientation o = .765).

To measure transformational and transactional leadership expectations, a scale
developed by Jensen and Andersen [41] was used. The instrument contains 13 items,
measuring four factors, (a) transformational leadership (4 items), (b) contingent
nonpecuniary rewards (3 items), (c) contingent pecuniary rewards (3 items), and (d)
contingent sanctions (3 items). Factors (b) to (d) are dimensions of transactional
leadership. Sample items include: “concretizes a clear vision for the organization's

future” (transformational leadership); “rewards the employees' performance when
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they live up to the leader's requirements” (pecuniary rewards); ‘“‘personally
compliments employees when they do outstanding work™ (nonpecuniary rewards);
“gives negative consequences to the employees if they perform worse than their
colleagues” (sanctions). Answers were collected on a five-point Likert-type scale,
ranging from “agree strongly” to “disagree strongly”.

Internal consistency, measured by Cronbach a, was satisfactory, with a= .894
for transformational leadership, a= .786 for contingent nonpecuniary rewards, o=
.804 for contingent pecuniary rewards, and o= .799 for contingent sanctions.

Scientific studies have explored criteria that influence the choice of occupation.
Russell Cropanzano and Citera [191] brought to our attention that relatively few
papers have integrated work motivation into leadership theories. Motivational
theories are focusing primarily on the dynamic processes that underlie behavior. The
dynamic motivational effects are variables of interest in a cross-generational and
cross-cultural study of expected management and leadership styles. For work
motivation, 12 items from Gagné, Forest, Gilbert, Aubé, Morin, and Malorni’s [192]
motivation at work scale. To collect answers a 5-point Likert scale was used,
anchored by “completely true” and “not at all true”. Sample items of this scale are “I
do my current job because I enjoy this work very much” or “... because I have to be
the best in my job, I have to be a winner”. To collect answers, a 5-point Likert-type
scale was used, anchored by (“completely true” and “not at all true’). Cronbach’s a
was at .808.

The connection between leadership and performance is intuitively
understandable since leadership aims to achieve and increase the performance of
employees. Mulki, Caemmerer, and Heggde [193] present a collection of studies
proofing the positive relationship between various types of leadership and
performance. MacKenzie, Podsakoff and Rich [194, p. 129] see transformational
leadership outperforming transactional leadership in its effect on performance, as
“transformational leader behaviors influence followers to perform above and beyond

the call of duty”. McColl and Anderson [195] present the effects of leadership styles
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on performance, which are mediated through frustration and optimism, triggered by
leadership behavior.

Consequently, perceived performance should be a variable in the study of
leadership styles across generational and cultural differences. Performance was
measured by using Azevedo Andrade, Queiroga and Valentini’s [196] short version
of the self-assessment scale of job performance developed by Sonnentag and
Frese [197]. It uses 10 items. Sample items include “I do my job according to what
the organization expects from me” and “I perform hard tasks properly”. Answers
were noted on a 5-point Likert scale anchored by “better than my colleagues” and
“worse than my colleagues™. Scale reliability was appropriate, with Cronbach o =
77,

In addition to the key variables, demographic information was also collected.
These include the highest education completed, work experience, gender, and
education. For age, only participants younger than 26 years were included in the
survey.

Concerning their cultural background, students were asked to make a statement
on the following question: “I spent my childhood/youth in: . Assuming that
childhood and adolescence have a great influence on a person’s cultural imprint
[198], the answer to this question was used as a categorical classification for the

respective cultural background (Ukraine or Austria).

2.2. Analysis of expectations from leaders for different generations in the

cultural dimension

To analyze the dataset, a statistical software, SPSS, v. 27, was used. At first,
bivariate correlations of all leadership factors were calculated (table 2.1). As
expected, the seven factors of leadership style had moderate correlations in both
subsamples. Correlations of factors were not higher than .621; p= .000 and not lower

than .152; p=.000, thus the condition of a moderate correlation of variables was met.



Bivariate correlations of the main variables

Table 2.1

TRANSF |TRANSAC Pecuniary | TRANSACNon-Pec. -Sr;?nﬁ{\ilc?réc Employee orientation |Production orientation |Change orientation |Performance |Work motivation
TRANSF Pear. Corr. |1 6217 515" 216" 155" 229" 300 -0,015 2177
Sig. 0.000 0.000 0.000 0.007 0.000 0.000 0.790 0.000
N 366 302 302 302 302 302 302 302 302
TRANSAC Pear. Corr |.6217 |1 525" 382" 0.028 204" 170" 0,021 250"
Pecuniary Sig. 0.000 0.000 0.000 0.625 0.000 0.003 0.716 0.000
N 302 302 302 302 302 302 302 302 302
TRANSAC Pear. Corr |.515" [.525" 1 1417 0.101 0.068 0.050 0.064 195
Non-Pecuniary |Sig. 0.000  |0.000 0.014 0.078 0.237 0.391 0.265 0.001
N 302 302 302 302 302 302 302 302 302
TRANSAC PearCorr |.216" [.382" 1417 1 -0.085 152" 130" 0.095 1877
Sanctions Sig. 0.000  |0.000 0.014 0.139 0.008 0.024 0.098 0001
N 302 302 302 302 302 302 302 302 302
Employee Pear. Corr |.155~  |0.028 0.101 -0.085 1 0.098 448" 154 206"
orientation Sig. 0.007 |0.625 0.078 0.139 0.088 0.000 0.007 0.000
N 302 302 302 302 302 302 302 302 302
Production Pear. Corr |.2297 [.204™ 0..068 152" 0.098 1 214 286" 263"
orientation Sig. 0.000  {0.000 0.237 0.008 0.088 0.000 0.000 0.000
N 302 302 302 302 302 302 302 302 302
Change Pear. Corr |.3007 [.170" 0.050 130 448" 2147 1 2137 2207
orientation Sig. 0.000 {0.003 0.391 0.024 0.000 0.000 0.000 0.000
N 302 302 302 302 302 302 302 302 302
Performance Pear. Corr |-0.015 |0.021 0.064 0.095 1547 286" 2137 1 3857
Sig. 0.790 |0..716 0.265 0.098 0.007 0.000 0.000 0.000
N 302 302 302 302 302 302 302 302 302
Work Pear. Corr |.217" |.2507 1957 1877 206" 263" 2207 385" 1
motivation Sig. 0.000  {0.000 0.001 0.001 0.000 0.000 0.000 0.000
N 302 302 302 302 302 302 302 302 302

** _ Correlation is significant at the 0.01 level (2-tailed);

* — Correlation is significant at the 0.05 level (2-tailed).

17T
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To test H1 and H2, a multivariate analysis of variance was performed with the
seven styles of leadership style as dependent variables, country as the main factor,
and gender and work experience as covariates. MANOVA is a commonly used
statistical technique for examining groups for mean differences between several
dependent variables that are related to each other [199].

Since it can be assumed that there is some relationship between the leadership
dimensions measured in this study, MANOVA offers an advantage over separate
analysis of variance (ANOVA) tests because it takes into account the relationships
between the dependent variables [200].

Gender and job experience were used as covariates.

Table 2.2 presents the results of a multivariate analysis of variance for Ukraine

and Austria.
Table 2.2
Multivariate analysis of variance for country Ukraine / Austria
Mean 95% Confidence Interval for
Dependent Difference Std. difference
Variable Country (1-J) Error Sig.” Lower Bound Upper Bound

Transformational | Ukraine | Austria | .416 0.078 0.000 0.263 0.570

Austria | Ukraine | -.416" 0.078 0.000 -0.570 -0.263
Transactional Ukraine | Austria | .934" 0.113 0.000 0.710 1.157
pecuniary Austria | Ukraine | -.9347 0.113 0.000 -1.157 -0.710
reward
Transactional Ukraine | Austria | .269" 0.119 0.024 0.035 0.502
non-pecuniary Austria | Ukraine | -.269" 0.119 0.024 -0.502 -0.035
reward
Transactional Ukraine | Austria | .719" 0.144 0.000 0.435 1.003
sanctions-based  "Aystria | Ukraine | -.719" 0.144 | 0.000 -1.003 -0.435
Employee Ukraine | Austria | -.274 0.064 0.000 -0.399 -0.149
oriented Austria | Ukraine | .274" 0.064 0.000 0.149 0.399
Production Ukraine | Austria | 0.009 0.066 0.890 -0.121 0.139
oriented Austria | Ukraine | -0.009 0.066 0.890 -0.139 0.121
Change oriented | Ukraine | Austria | 0.120 0.076 0.118 -0.030 0.270

Austria | Ukraine | -0.120 0.076 0.118 -0.270 0.030

Based on estimated marginal means:
* — The mean difference is significant at the .05 level;
b — Adjustment for multiple comparisons: Least Significant Difference (equivalent to no adjustments).

The univariate F tests (fig. 2.2) present a significant difference between

Ukrainian and Austrian respondents for transformational leadership, transactional
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leadership (pecuniary), transactional leadership (non-pecuniary), transactional
leadership (sanctions), and employee-oriented leadership, concerning how they prefer

the different leadership styles.

Country

B Ukraine

500 .
W Austria

Error bars: 95 % Cl

400

300

Mean

200

1.00

0.00

Transformational Transactional Trangactional non- Transactional Employee oriented  Procuction oriented  Change oriented
pecuniary reward  pecuniary reward sanctions-hased

Leadership style

Fig. 2.2. Preferred leadership styles in Austria and Ukraine

For production orientation leadership and change orientation leadership, no
significant country differences were found. For employee-orientated leadership, the
mean values of Austrian respondents were higher than those of Ukrainian
respondents, whilst, in the case of the other significant differences, Ukrainian
respondents rated higher.

To test the effects of motivation and performance on the preference of
leadership styles, another multivariate analysis of variance was calculated, with
high/low levels of performance/motivation as factors, and for each country

separately.
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MANOVA results indicate significant effects of performance on preferred

leadership styles for transformational, transactional pecuniary, and transactional non-

pecuniary leadership, employee-oriented, production-oriented, and change-oriented

leadership of Ukrainian respondents, whilst there was no significant effect of

performance on transactional sanctions leadership style.

Table 2.3 presents the results of the Multivariate analysis of variance for

different levels of performance.

Table 2.3
Multivariate analysis of variance for different levels of performance
. Sum of Mean . Partial Eta
Country Leadership style Squares Df Square F Sig. Squared
Transformational Contrast 1.402 1 1.402 4.885 | .029 .037
Error 36.166 126 .287
Transactional Contrast 2.404 1 2.404 6.164 | .014 .047
pecuniary reward Error 49.131 | 126 .390
Transactional Contrast 3.237 1 3.237 5.683 | .019 .043
non-pecuniary reward Error 71779 | 126 570
Ukraine Transactional Contrast .050 1 .050 .057 | 811 .000
sanctions based Error 110.640 | 126 .878
Employee oriented Contrast 5.648 1 5.648 5.649 | .019 .043
Error 125966 | 126 1.000
Production Contrast 10.655 1 10.655 |11.751| .001 .085
oriented Error 114.252 | 126 907
Change oriented Contrast 7.280 1 7.280 9.334 | .003 .069
Error 98.273 126 .780
Transformational Contrast .486 1 .486 416 | 520 .003
Error 178.737 | 153 1.168
Transactional Contrast .090 1 .090 110 | 741 .001
pecuniary reward Error 126.053 | 153 .824
Transactional Contrast 672 1 672 520 | .472 .003
non-pecuniary reward Error 197.683 | 153 1.292
Austria Trans_actional Contrast 3.666 1 3.666 4.294 | .040 .027
sanctions based Error 130.642 | 153 .854
Employee oriented Contrast 1.432 1 1.432 1.689 | .196 011
Error 129.741 | 153 .848
Production Contrast 1.906 1 1.906 1.907 | .169 012
oriented Error 152.978 | 153 1.000
Change oriented Contrast 4.542 1 4.542 4.091 | .045 .026
Error 169.848 | 153 1.110
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This test is based on the linearly independent pairwise comparisons among the
estimated marginal means.

For Austrians, transactional sanctions leadership style and change orientation
leadership react significantly to changes in the performance level.

Figure 2.3 and Figure 2.4 summarizes the difference in both countries.

Transformational ~ Transactional Transactionalnon- Transactional Employee orientedroduction oriented Change oriented
pecuniary reward pecuniary reward sanctions-based
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Fig. 2.3. Ukraine: Preferred leadership styles at different performance levels

Results indicate a significant effect of work motivation on transactional
leadership pecuniary, production, employee, and change orientation leadership styles
for Ukrainian respondents, whilst Austrian respondents’ motivation levels had a

significant effect on a preference for an employee-oriented leadership style only.
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Fig. 2.4. Austria: Preferred leadership styles at different performance levels

Table 2.4 presents the results of the Multivariate analysis of variance for
different levels of motivation. This test is based on the linearly independent pairwise

comparisons among the estimated marginal means.

Table 2.4
Multivariate analysis of variance for different levels of motivation
. Sum of Mean . Partial Eta
Country| Dependent Variable Squares df Square F Sig. Squared
Transformational Contrast 1.125 1 1.125 3.889| .051 .030
Error 36.443 | 126 .289
Transactional Contrast 3.784 1 3.784 9.984| .002 .073
pecuniary reward Error 47.751 | 126 379
Transactional Contrast 2.177 1 2.177 3.767| .055 .029
non-pecuniary Error 72839 | 126 578
reward
Ukraine| Transactional Contrast 275 1 275 313 | 577 .002
sanctions based Error 110.415 | 126 .876
Employee oriented | Contrast 5.116 1 5.116 5.096| .026 .039
Error 126.498 | 126 1.004
Production Contrast 9.224 1 9.224 10.046 .002 .074
oriented Error 115.683 | 126 .918
Change oriented Contrast 3.554 1 3.554 4.391| .038 .034

Error 101.998 | 126 .810
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Continuation of the Table 2.4

. Sum of Mean . Partial Eta
Country| Dependent Variable Squares df Square F Sig. Squared
Transformational | Contrast .001 1 .001 .000| .982 .000
Error 179.222 153 1.171
Transactional Contrast 1.253 1 1.253 | 1.535 .217 .010
pecuniary reward | Error 124.891 153 .816
Transactional Contrast 1.523 1 1.523 | 1.184 .278 .008
non-pecuniary | Error 196832 | 153 | 1.286
reward
Austria | Transactional Contrast 2.725 1 2725 | 3.168 .077 .020
sanctions based Error 131.583 153 .860
Employee oriented| Contrast 4.530 1 4530 | 5473 .021 .035
Error 126.643 153 .828
Production Contrast 3.075 1 3.075 | 3.099 .080 .020
oriented Error 151.809 153 .992
Change oriented | Contrast 418 1 418 .368| .545 .002
Error 173.972 153 1.137

Figure 2.5 shows preferred leadership styles at different motivation levels in

Transformational  Transactional Transactionalnon- Transactional Employee orientedroduction oriented Change oriented
pecuniaryreward pecuniaryreward sanctions-based

Ukraine.
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Fig. 2.5. Ukraine: Preferred leadership styles at different motivation levels
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Figure 2.6 shows preferred leadership styles at different motivation levels in

Austria.
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Fig. 2.6. Austria: Preferred leadership styles at different motivation levels

In this chapter, the main findings will be discussed in the light of existing
scientific knowledge. Conclusions and recommendations for the scientific community
as well as for practitioners, leaders, and companies will be derived.

From a cross-cultural perspective, the results show interesting associations with
the cultural characteristics of the countries studied. First, Ukrainian respondents
generally attach higher importance to all factors of leadership styles than Austrian
interviewees. Research suggests that some cultures might perceive and evaluate
leadership and its effects as more important than others [201, 202]. In collectivist
cultures, leaders are assumed to place social interests above their interests.
Leadership is a group phenomenon in that it involves leaders and followers who are
connected by the organizational framework. In this study, Gen. Z representatives,
consequently, also allocated more importance to the various dimensions of

leadership. For both countries, the transactional leadership style with contingent non-
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pecuniary rewards ranked highest of all. This might lead to the conclusion that
Gen. Z in both investigated countries acknowledges the relevance of contractual
relationships between leaders and followers. However, non-pecuniary rewards like
feedback, appreciation, praise, etc. are the most expected characteristics of a future
leader, ranking even higher than transformational leader characteristics.

Since financial rewards are associated with concrete material benefits, this
result can also be explained by the different economic conditions in the two countries
studied. In Ukraine, where the economic situation is less favorable for young people
In many areas, the desire for monetary benefits in return for performance is stronger.

The leadership style based on contingent sanctions was ranked lowest in both
countries. However, the difference between Ukraine and Austria was very strong, with
Austrian respondents ranking this style even much lower than Ukrainian respondents.
From a cultural perspective, these results can be explained through the dimensions of
power distance which is much higher in Ukraine than in Austria. Wang and Guan [203]
reported that in authoritarian leadership structures (which often use sanctions to punish
deviant conduct), employees from high power distance cultures are more likely to accept
authoritarian behavior than employees from low power distance cultures.

Regarding work motivation and work performance as antecedents of preferred
leadership styles, the results show significant differences in Austria and Ukraine.
While all measured leadership styles were positively related to performance (i.e.,
high performers show a greater appreciation for the respective leadership style), the
largest effect was found for production orientation leadership. High performers in
Ukraine appreciate this style, which tends to place a stronger emphasis on getting the
work done than on the welfare and motivation of the employees. For Austrian
respondents, in contrast, performance levels only affected the transactional,
sanctions-based leadership style in a way, that high performers appreciated this style
more than low performers.

Moderating effects of work motivation were found in all leadership styles

except transactional, sanctions-based ones in Ukraine, with the strongest effect of
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motivation for production-oriented leadership. In Austria, the only significant effect
of different levels of motivation was found in the employee-oriented leadership style.

Conclusions for leadership.

A major challenge for European companies will be to provide their future
employees with a fitting employer value proposition:

“Generation Z looks for meaningful and exciting work but seeks also meaning
and excitement in private lives. In particular, they demand a clear separation of their
private lives from their job. All this stands in contrast to the ambitions of the
industrial sector in Germany promoting a more Generation Y -type environment with
flexibility, agility and work—life blending” [204, p. 169].

The central question of this study was: “What does Generation Z expect from
its future leaders, and which leadership style fits best to these requirements to unfold
the full potential of this generation?” The results show that Gen. Z representatives are
motivated and willing to perform, however, social and convenience factors play an
important role. In Table 2.5 the authors [204, p. 169] attempt to deduct consequences
from the findings for leadership and appropriate leadership styles, which are
discussed in detail below.

Table 2.5
Study findings’ consequences for leadership [204, p. 169]

Implications
for Leadership

Content

Leader-member
exchange

Good team spirit, a pleasant working atmosphere, and flat hierarchy working
conditions are expected.

Motivation

Secured work-life balance, job security, and good team spirit, but extrinsic motivation
(salary) are driver, extrinsic (salary, career) more for males. Job security and team
spirit are more important for younger Gen Z’ers. They also are less interested in higher
degrees of responsibility and contribution to the company’s future.

Interaction and
Communication

Expected direct and fast communication and flat Hierarchies call for leader-
member interaction on an even level and communication through advanced
technologies.

Reward systems

Males more frequently expect salary and career. For both, they are
complemented by a good working atmosphere, teamwork, flexibility, and job
security. Career opportunities are of medium importance.

Work-life
relationship

Social life is happening also at work, a pleasant atmosphere or “family-like”
teams are appreciated.

Gender roles

Aspects of traditional role models were found, but social aspects like team spirit,
pleasant working atmosphere, and stability are important for both genders.
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The data gives some arguments for the relationship between Gen. Z’ers and
their leaders. Good team spirit or a pleasant working atmosphere indicates that Gen.
Z’ers feel well in flat hierarchy working conditions. These can be best provided by
transformational, servant, or coaching leadership styles, where caring, coaching,
supporting, motivating, and nurturing the are main elements. Other elements of
servant leadership, such as a ‘parent style’ emotional support and care might be seen
positively by Gen. Z. This goes in line with Anderson’s [32] discussion of
generational changes in the leader-member exchange.

Motivation systems for Gen. Z members are not only extrinsic but more social
and security-related. This holds more for females than for male individuals. Work
and life are separated and room for “living” at work provides motivation. Concerning
leadership styles, supportive and coaching leadership are appropriate. Gen. Z
members are motivated, if individual and practical support is provided but at the
same time, individual space for acting is guaranteed. Also presenting the leader as a
role model, as is seen in transformational leadership styles, could help Gen. Z
members to unfold intrinsic motivation.

Gen. Z grew up using direct communication tools, responding fast, including
social (not only task-related) messages. For leaders, communicating on even levels
and using advanced technology to communicate allows easy interaction with Gen Z
individuals. However, the results show that Gen. Z highly appreciates security and
stability. Consequently, elements of transactional leadership, such as clear and fast
communication, clarified expectations, and transparent rules, help Gen. Z feel safe.

Female Gen. Z members respond less to extrinsic motivation like salary and
career. Providing security, stability, a good team, and a pleasant atmosphere is more
important. Salary and career, however, are hygiene factors that play a role, even more
for male Gen. Z’ers. A transformational leadership style, with intrinsic rewards such
as showing appreciation, the potential for growth, job safety, etc. fit very well with
the expectation of Gen. Z. However, elements of transactional leadership, such as

payment for performance, might play a role, depending on situational variables.
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Gen. Z sees social life also happening at work and the work atmosphere is
important. Characteristics of servant leadership, such as caring for good working
conditions and encouraging personal growth, would help Gen. Z’ers to balance work
and life accordingly and show more engagement, vigor, and dedication [55]. Also, a
coaching leadership style could be appropriate, because of flexibility and
individuality that is granted to employees. Especially for female Gen. Z’ers, job-
family compatibility ranks high in importance, and leading by coaching can take care
of those individual needs.

In the study, aspects related to social life are at least of the same importance as
task and career-related aspects. The “how is it there?” questions are more important
than the “what do they offer here?” With Gen. Z, a paradigm shift might come to
place: In most current job descriptions “what” statements prevail: “What will be your
tasks?” “what are your career paths?”, or more generally, “what is expected from
you?” [205]. Gen. Z’ers are more interested in “how does it feel to work here?”,
“how does my team look like?”, “how will my working day in this company look
like?” or “how varied and exciting is my job?”. This paradigm shift has consequences
for leadership styles as well. As Seemiller and Grace [206] state, the motivation of
Gen. Z lies in keeping up with others and sharing personal information and expertise
or opinion. Gen. Z representatives want to dive deep into the environment that they
will be part of after their job decision. They are used to sharing and forwarding
“stories” rather than facts and may expect the same from the communication with
their employers. Also, convenience is important in Gen. Z’s decision-making.
According to Seemiller and Grace [206], 88% of Gen. Z feel that they have tight
bonds with their parents and see them as sources of emotional support. A “family-like
leadership” and familiarity with the employment surrounding play a role in
maintaining the comfort zone of job applications as well. Of the leadership styles
discussed, most likely the servant and the coaching would meet the needs of Gen.
Z’ers in this dimension.

Also, diversity, variety and flexibility in the job are important to Gen. Z,

according to the data. Gen. Z is accustomed to fast changes because that determines
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also their media-dominated private lives. Jobs that are cross-functional, including job
rotation, interdisciplinary tasks, tasks in groups with changing team members, etc. are
exciting for Gen. Z. Flexibility in leadership procedures will be positively
acknowledged by Gen. Z’ers, rather than a style that is very much oriented on
structures and processes.

The study results indicate that for Gen. Z’ers characteristics of various
leadership styles are appropriate and that a singular leadership approach might be too
narrow-sighted. Scholz [142, p. 167], by citing the title of an Australian study, states

a clear Gen. Z message: “Don’t manage me, understand me”.

2.3. Analysis of the Generation Z peculiarities of modern leaders

Effective employees lead to effective productivity, thus, the greatest resource
available to companies is their human capital [122]. Individuals undergo a
generational change. Every generation has its unique story, be it Generation X,
Generation Y or Generation Z. “No generation is a monolith, but there are growing
trends of expectations and preferences that change as culture and worker demands
change”. [123, p. 288].

Generally, the term “generation” can be defined as a group of people born at
the same time and consequently presumed to have similar aging experiences and life
trajectories,  with  belonging group  members  showing identifiable
characteristics [207]. Generations are a dynamic social foundation as their transition
from one generation to the next is a continuous process with constant interaction with
previous generations. There is no consensus about clear thresholds for when one
generation ends and another one starts.

Based on recent sources [125, 126, 127, 208], in this contribution Gen. Z
consists of members of the society born in 1996 and onwards. This means that Gen. Z

Is currently making its way into the workforce. Whilst the majority of research
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continues to shed light on Generation Y, nevertheless, HR managers and leaders have
the first Gen. Z’ers already in their teams.

Generations and their distinct characteristics are often described as an
organizational phenomenon that is strongly related to generational identity. This term
defines the individual’s knowledge of belonging to a generational group and feeling
emotionally attached as a member. Due to the shared events in their formative years,
generational identities emerge in the workplace based on collective memories, rather
than being strictly tied to birth membership. Shared identities result in common work-
related expectations, whereas a violation of these contracts may lead to
dissatisfaction, increasing lack of commitment, or leaving the company [128].

Generation Z, sometimes referred to as the “I Generation” [129] presents
unique challenges and opportunities that irretrievably change the way of working
[123]. Gen. Z differs in characteristics, mindsets and expectations compared to
previous generations [160]. Already in the early stages of their development, Gen. Z
Is encouraged to participate in discussions and debates, which provides them with
opportunities to present their opinions. They continue to do so when entering the
corporate world, thereby questioning other perspectives and arguing for their way of
accomplishing tasks. Further, this generation is very ambitious when it comes to
achieving their set goals and believes that education is the key to reaching them. Gen.
Z is a cohort that can multitask and prefers to work on more than a single task.
Hence, it is the duty of their supervisor to identify their strengths, follow them closely
and keep them motivated and energized at work [2]. They are adapted to team spirit
and greatly value the social environment of an organization, which forms the
company culture for the community. Additionally, they expect job security, as well as
a high level of independence and an aversion to authority [123]. Gen. Z prefers to be
loyal to their profession rather than to an organization. They are quick, efficient and
can easily adapt to various types of assignments. Growing up with continuous
technological advancements, they expect work-life to be fast and instant [2].

As Gen. Z enters the workforce, companies need to be ready to address new

Issues and expectations that could arise. Managers need to redesign their strategies
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and policies to sustain and be competitive in the upcoming war for talent [209]. It is
becoming increasingly important for companies to acknowledge the impact of
generational demographics on the way an organization is managed. A successful
company must establish an employee value proposition that offers a concrete answer
to the question of why talented people would desire to work for their company.
Therefore, the prospects and their drivers of what makes a great company, jobs,
compensation, and lifestyle have to be fully understood [133]. Existing HR policies
and practices have been created by older generations and may not reflect
contemporary requirements. The result can be a shortage of skilled workers.
Therefore, employers need to find the right combination of HR tools and strategies to
attract young talents and retain the older workforce at the same time [134]. Growing
up with smartphones in Gen. Z’s hands, technology has merged seamlessly into their
lives. Consequently, companies face increasing complexity of engaging with the
target audience through numerous media channels. Meret et al. [135] summarize
seven traits that characterize Gen. Z members:

“Regardless of any consideration on the fundamental impact of digitization on
this generation, [...] identify seven personality traits, [...]: (a) they feel special,
firmly believing in their ability to address the future trends and becoming builders of
their destinies; (b) they are protected, not only by their families but also by their
superiors; (c) they are confident and optimistic about the future; (d) they are quite
conventional; (e) they are team-oriented, because of their increased possibility of
connection with others, primarily related to the level of technological sophistication
they bring. This might imply a greater propensity to cooperation; (f) they aim to feel
blessed and achieve greater personal fulfillment in the future, relying on a higher
level of education; and (g) they feel under pressure and believe that success in the
future is based on choices made today” [135, pp. 246-247].

Anecdotes from the popular business press indicate that the Gen. Z cohort will
revolutionize the job market as it is known, also concerning leadership
requirements [136]. “Gen. Z” might have a significant impact on the organizational

environment, in all industries, and at all levels of the organization. “Gen. Z”, is highly
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influenced by globalization and digitalization. They may expect different leadership
styles. Leaders have to be ready to cope with the psychological differences of Gen. Z,
with their high expectations, difficulties with criticism, job-hopping and high need for
praise [137], to name just a few. Zemke et al. [106] indicate that different leadership
styles are needed to lead in an atmosphere of generational diversity. There is no
uniform style of leadership [107]. Arsenault also underlines this when stating: “[...]
these differences require all leaders to have a style that is broad and flexible. The
style should include a structured style for Veterans that emphasizes delegation, an
individualist approach that values self-expression for Baby Boomers, an excitement
style that makes Xers feel like change agents and a team one that is relevant to
Nexters’ values of accomplishing greater societal and corporate goals” [110, p. 129].

To date, little is known about the expectations of Gen. Z members from their
leaders. There exist conceptual papers, but only scant empirical knowledge has been
reported in the scientific literature. Concerning communication behavior, Meret et
al. [135] found that Generation X is familiar with personal computers, but they use
technology mainly for convenience purposes. Generation Y, who already grew up
with wireless devices is more technology-savvy. They are used to social networks
and online environments. Gen. Z, also referred to as digital natives, grew up being
highly interconnected with people from all over the globe and are technological
professionals. This generation considers technology as their sixth sense, which has
effects on leader-follower communications as well. Being acquainted with very fast
and direct peer-to-peer communications, Gen. Z also prefers quick and direct person-
to-person communication with company leaders and desires feedback with more
frequency than any previous generation [123].

Chillakuri [138] emphasizes the requirement of timely feedback about Gen. Z
members’ performance so they can focus on the improvement areas instead of
waiting for the year-end review. While emphasizing the need for instant feedback, the
participants also underlined the need for candid feedback. Lanier [123] found that
Gen. Z is even more entrepreneurial than the Millennials, therefore, managers and

leaders can motivate these talents by implementing and cultivating entrepreneurial
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goals at work, such as supporting a sense of agency at work and supporting
innovation, autonomy, and project ownership.

Furthermore, Schroth [139] revealed that Gen. Z has an idealistic perspective
that their work is meaningful and exciting and that their ideas will be implemented by
their managers. Leaders should help employees understand their contribution and
how it is important to the success of the organization [140].

Klein [141] reports that Gen. Z members tend to separate between the
professional and private worlds, and flexible working hours are not only seen
positively, as this is suspected to be beneficial for the company only. The assumption
of management responsibility is playing a minor role [142].

Ozgelik [143] reminds leaders to provide Gen. Z members opportunities for
challenging assignments, job enrichment, customized leadership styles such as
reserve mentoring and training programs as well as ,[...] giving personal
acknowledgment, ongoing training, and consistent frequent feedback as well as
recognition of achievement [...] drive[s] employee engagement and
retention” [143, p. 103].

Concerning differences in work values and attitudes, there is an indication that
the cohorts prefer distinct types of leaders and leadership styles [128]. A study
conducted by [144] asked participants to select and rank their preferred leadership
qualities. They found that attributes such as credibility, persuasiveness and delegation
rank lower in the eyes of the younger generation. Contrary to that, characteristics
such as dedication, optimism, trust, and support rise in gain importance with every
evolving generation.

The scientific knowledge so far suggests that these generational differences
may call for adaptations to our current theories of leadership [32]. To better
understand the magnitude and the direction of these adaptations, this contribution
provides empirical evidence on how younger workers expect their leaders to provide
a working environment that supports individual fulfillment as well as puts a focus on

tasks and organizational goals [128].
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According to Statistik Austria, the country’s population is growing and aid is
reaching the 9 million people mark by 2030, compared to 8.4 million inhabitants in
2010 [210]. The size of the elderly population is expected to rise and the Baby
Boomers reach retirement age by that time. This results in a shortage of skilled
workers in the economy, and consequently attracting and retaining talented (young)
people will gain importance. Companies are doing their best to convince talents to join
and stay with their workforce [211].

Not only do the demographics change, but the value system does as well.
Individuals are not only striving to fulfill their material needs but also to accomplish
their individual goals. Gen. Z has arrived in Austria as well. For companies, this
implies taking a careful look at their ability to provide a proper balance between
professional and private life. This requires a great deal of organizational resources.
Ultimately, globalization exacerbates the situation for companies due to international
competition and an increasing level of rivalry [212]. Technology has changed the
prerequisites for employers as well as the attitudes of employees. Out of Austria’s
population of 8.76 million, 7.71 million inhabitants are actively using the internet,
and 4.4 million people are actively using and engaging on social media, mostly on
mobile devices [213].

Austrians are mostly satisfied with their jobs, including their workplace and
working atmosphere, and the quality of their employers. A little more than 73 % of
the population is pleased or rather pleased with the leadership skills of their managers
coupled with flexible working hours, holidays, home-office opportunities, health
check-ups, and sports programs, all of which are highly valued by the Austrian
workforce. Additionally, attractive salary, job security, a comfortable work
environment, and a good work-life balance are among the most significantly positive
aspects [214].

This study tests a set of characteristics concerning the leadership expectations
of Gen. Z. Methodologically, a “mixed-methods approach” has been selected. As
Johnson et al. state, “Mixed methods research [...] is becoming increasingly

articulated, attached to research practice, and recognized as the third major research



129

approach or research paradigm, along with qualitative research and quantitative
research” [215, p. 112]. According to Denscombe [216], a rigorous mixed-method
approach requires quantitative and qualitative methods within the same project, a
design that specifies the sequence and priority of qualitative and quantitative
methods, information about how the methods relate to each other and pragmatism as
the philosophical foundation of the research.

The selected approach comprised a (qualitative) pre-study and a quantitative
main study. Within the pre-study, a thorough literature review, the application of
existing frameworks, qualitative findings from student interviews, and the contents of
the national job platform were analyzed to identify Gen. Z members’ expectations of
their future employment including leadership-related matters. In the main study, these
criteria were subjected to a large number of respondents to rank them according to
their importance for different groups of Gen. Z members. Finally, the findings were
contrasted to existing leadership styles.

An exploratory study was conducted among university graduates who have
recently entered the labor market. 13 participants were contacted through social
media and asked about the most important factors they are expecting from their
company and its leadership. The aim was to include experiences and insights of
recently hired people into the criteria development. In total, 75 criteria were
collected, analyzed and discussed. The most frequently mentioned factors were used
in the final list of criteria (fig. 2.7).

Secondly, and to include trends and developments, that were not parts of
former studies due to their degree of novelty, some evolving trends were included in
the list of potential criteria by the authors.

Thirdly, job descriptions in online job portals helped to get insights into
leadership-related criteria offered already by the employers. A content analysis was
completed of two Austrian career platforms (karriere.at, stepstone.at). 36 business-
related job offers were analyzed and 30 criteria were found.

Based on the data collected from the sources mentioned above, 36 criteria were

selected. The framework provided by Jin et al. [145] was used to systematically structure
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the data. This framework categorizes factors affecting job choice along three criteria,

namely job characteristics, location characteristics, and individual characteristics.

Criteria affecting job attractiveness

\|/

Job Criteria

Location Criteria

Individual Criteria

Mentoring program

Low commuting time from

I know somebody in the

Easy application process and to work company
Job secturity Company Kindergarten Identification with the product
High level of responsibility Big company Good team spirit

Flexible working hours

Low cost of living

Room for creativity

Opportunities for international
career advancement

Central location of the job

Tasks that challenge me

Canteen avaible

Lots of free time

Company car

Work-life-balance secured

Good Image of the company

Financially stable company

Good working climate

Flat hierarchies

Opportunities for further training
/ education

Good salary

Career advancement possibilities

Employee benefits (such as
discounts)

Shaping the future of the
company

Travelling opportunities

Collection of experience for
future lob positions

Compatibility with family
planning

Possibilities to relax at work
(lounge area, gym, etc.)

Flexible working space (home
office, hot desking, coworking
space, etc.)

New high-tech equipment in
the office

Fig. 2.7. Criteria affecting job attractiveness™

*Source: Pre-study results. Based on Jin et al.’s framework [145]

From this set, a choice of criteria that may be influenced by leadership and

leader-follower interactions was made. 19 criteria remained and were used in the

main study.

Pupils from Austrian commercial schools and students from Austrian

Universities with a focus on sales and/or marketing formed the population of this

study. In total, 555 pupils and students participated in the survey, 62% female and

38% male. 23% were younger than 18 years, 62% were aged between 18 and

22 years, 15% were between 23 and 27 years old. 72% of the sample were attending

commercial secondary schools and 28% were university students.
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To ensure a high response rate, researchers visited classrooms, preceded by a
participation request email explaining the purpose of the study. A process description
was prepared to brief the teaching staff. The questionnaires were printed and contained
36 characteristics labeled “how important are the following criteria for your future job
decision”. Criteria were ranked on a ten-point Likert scale ranging from “not important”
to “very important”. Demographic questions (gender, age, educational institution)
completed the questionnaire. Pupils and students completed the questionnaire in class
(paper and pencil). The average time needed to answer the survey was between 10 and
15 minutes. The study was conducted from October to December 2019. The aim of this
project was to identify the most important criteria for potential commercial Gen. Z
employees when engaging in a first employment. All criteria were checked for
completeness and data input errors, where no errors were detected.

Individual characteristics ranking. In the first analysis step, all criteria were mean-
ranked according to their perceived importance by the respondents. Table 2.6 shows — in

descending order — Gen. Z’s expectations from future employers and leaders.

Table 2.6
Generation Z: ranked criteria of attractiveness*

Criteria Mean | Std. Dev.
Good team spirit 8.92 1.336
Pleasant working environment 8.88 1.314
Secured work-life balance 8.36 1.856
High salary 8.35 1.469
Financially stable company 8.27 1.601
Job security 8.22 1.833
Good career opportunities 8.06 1.560
Flexible Working hours 7.97 1.791
Continuing training offerings 7.90 1.603
Job-Family compatibility 7.88 2.432
Collecting experience for the future 7.75 1.742
International career opportunities 7.27 2.377
Challenging Tasks 7.26 1.759
High degree of responsibility 6.75 2.038
Flexible work conditions (home office, desk sharing, ...) 6.62 2.445
Contribute to the company's future 6.31 2.011
Flat hierarchies 6.12 2.058
Mentoring offerings 5.87 2.098
Room for Creativity 5.74 2.609

*Source: Study results (N=555)
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The top three criteria when heading for their first employer are covering social
aspects. team spirit, working environment, and work-life balance were most
important. The second set of criteria relates to incentives and security, like salary,
career and job security issues. Flexibility-related characteristics, including aspects
like ‘flexible working hours’ or ‘job is compatible with family’ form a third set of
criteria. A fourth set of characteristics relates to learning and growth such as
collecting experience, international career, challenging tasks, and responsibility.

Next, group differences were analyzed for gender and age groups. Independent
sample t-tests revealed significant group differences (table 2.7).

There are similarities as well as differences between female and male
respondents in the ranking of the criteria. The top six characteristics for female
respondents are related to social and security aspects, while, for male respondents,

salary, career, and flexibility are among the top 6.

Table 2.7
Generation Z: differences in criteria by gender*
Female Mean Male Mean
Pleasant working environment* 9.14 Good team spirit* 8.64
Good team spirit* 9.10 Pleasant working environment* 8.46
Secured work-life balance* 8.78 High salary 8.32
Job security* 8.62 Good career opportunities 8.00
Financially stable company* 8.49 Financially stable company™* 7.90
Job-Family compatibility* 8.46 Flexible Working hours* 7.75
High salary 8.36 Secured work-life balance* 7.69
Continuing training offerings* 8.13 Job security* 7.58
Flexible Working hours* 8.10 Continuing training offerings* 7.52
. 8.10 Collecting experience for the 7.45
Good career opportunities future™
Collecting experience for the future* 7.93 International career opportunities 7.31
Challenging Tasks 7.29 Challenging Tasks 7.21
International career opportunities 7.25 Job-Family compatibility* 6.93
Flexible work conditions (home 6.77 High degree of responsibility 6.79
office, desk sharing, ...)
High degree of responsibility 6.73 | Contribute to the company's future* | 6.54
. . 6.17 Flexible work conditions (home 6.38
Contribute to the company's future* office, desk sharing, ...)
Flat hierarchies 6.09 Flat hierarchies 6.18
Mentoring offerings 5.97 Mentoring offerings 571
Room for Creativity 5.87 Room for Creativity 5.53

*Source: Study results (N=555)
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Statistically, female respondents reacted significantly stronger to socially
attributed criteria like ’secured work-life balance’ (t = 6.57, p = .000) or ‘job security
(t = 6.34, p = .000), but also ‘pleasant work environment (t = 5.95, p = .000).
Naturally, ‘job-family compatibility (t = 7.21, = .000) ranked significantly higher for
women than men. For leadership, this means that female Gen. Z employees are not
significantly deviating from social attitudes and behavior than previous generations.

Traditional role models seem to withstand the time and generational change.
Females pay more attention to social criteria than male candidates.

Analyzing age groups allows us to better understand Gen. Z’s expectations
towards their future leaders within the generational cohort. Respondents younger than
18 years will enter the job market within the next 3-5 years, hence allow a medium-
term perspective on relevant criteria. Table 4 shows significant differences between
the age groups of < 18, 18-22, and 23-27 years. A one-way ANOVA with Tukey
HSD post-hoc tests [217] was calculated to reveal significant differences between age
groups (table 2.8).

In several characteristics respondents younger than 18 years reported
significantly higher importance than the oldest group of respondents: “Good team
spirit” (M = 0.471, p = .029), “financially stable company” (M = 0.893, p =.000) and
“job security” (M = 1.333, p = .000). In contrast, the criteria “contribute to
company’s future” (M = -.961, p = .002) and “high degree of responsibility” (M = -
1.272, p = .000) were significantly more important to the oldest age group. There is a
tendency that, within Gen. Z, the younger the respondents are, the more they care for
relationships and security, in contrast to “older” Gen. Z’s, who have a more long-
term and less individualistic attitude and are willing to engage and take care for their
company’s wellbeing.

A major challenge for European companies will be to provide their future
employees with a fitting employer value proposition:

“Generation Z looks for meaningful and exciting work but seeks also meaning
and excitement in private lives. In particular, they demand a clear separation of their

private lives from their job. All this stands in contrast to the ambitions of the
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industrial sector in Germany promoting a more Generation Y -type environment with
flexibility, agility, and work-life blending.” [204, p. 169].
Table 2.8
Generation Z: differences in criteria by age group (only criteria with

significant differences are displayed) *

Dependent Mean Interval
Vgriable Age Difference | Error Sig. Lower Upper
(1-9) Bound Bound
Good team spirit <18vy. 18t022y. 0.245 0.136 0.170 -0.07 0.56
23t027Yy. A71* 0.184 0.029 0.04 0.90
18t022y. <18Yy. -0.245 0.136 0.170 -0.56 0.07
23t027Yy. 0.227 0.159 0.330 -0.15 0.60
23t027Yy. <18y. -471* 0.184 0.029 -0.90 -0.04
18t022y. -0.227 0.159 0.330 -0.60 0.15
Financially stable <18vy. 18t022y. 0.101 0.164 0.810 -0.28 0.49
company
23t027Yy. .893* 0.222 0.000 0.37 1.41
18t022y. <18Yy. -0.101 0.164 0.81 -0.49 0.28
23t027Yy. 792* 0.192 0.000 0.34 1.24
23t027Yy. <18Yy. -.893* 0.222 0.000 -1.41 -0.37
18t022y. -.792* 0.192 0.000 -1.24 -0.34
Contribute to the <18vy. 18to22y. -0.049 0.206 0.969 -0.53 0.44
company’s future
23t0 27Yy. -.961* 0.279 0.002 -1.62 -0.30
1810 22Yy. <18Yy. 0.049 0.206 0.969 -0.44 0.53
23t027Yy. -.912* 0.242 0.001 -1.48 -0.34
23t027Yy. <18y. .916* 0.279 0.002 0.30 1.62
18t022y. 912* 0.242 0.001 0.34 1.48
High degree <18vy. 18to 22y. -0.378 0.208 0.165 -0.87 0.11
responsibility
23t027Yy. -1.272* 0.282 0.000 -1.93 -0.61
18t022y. <18Yy. 0.378 0.208 0.165 -0.11 0.87
23t027Yy. -.895* 0.244 0.001 -1.47 -0.32
23t0 27Yy. <18y. 1.272* 0.282 0.000 0.61 1.93
18t022y. .895* 0.244 0.001 0.32 1.47
Job security <18vy. 18t022y. 0.146 0.185 0.711 -0.29 0.58
23t027Yy. 1.333* 0.251 0.000 0.74 1.92
18t022y. <18y. -0.146 0.185 0.711 -0.58 0.29
23t027y. 1.188* 0.217 0.000 0.68 1.70
23t027Yy. <18y. -1.333* 0.251 0.000 -1.92 -0.74
18t022y. -1.188* 0.217 0.000 -1.70 -0.68

*The mean difference is significant at the 0.05 level.
Source: Study results (N < 18 = 127; N 18-22=344; N 23-27 = 84)

The central question of this study was: “What does Generation Z expect from
its future leaders, and which leadership style fits best to these requirements to unfold

the full potential of this generation?”” The results show that Gen. Z representatives are
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motivated and willing to perform, however, social and convenience factors play an
important role.
In table 2.9 the authors attempt to deduct consequences from the findings for
leadership and appropriate leadership styles, which are discussed in detail below.
Table 2.9
Study findings’ consequences for leadership [204, p. 169]

Expectations Implications for Leadership

Leader-member | Good team spirit, a pleasant working atmosphere, and, flat hierarchy working
exchange conditions are expected.

Motivation Secured work-life balance, job security, and good team spirit, but extrinsic
motivation (salary) are drivers, extrinsic (salary, career) more for males. Job
security and team spirit are more important for younger Gen Z’ers. They also are
less interested in higher degrees of responsibility and contribution to the
company’s future.

Interaction and Expected direct and fast communication and flat hierarchies call for leader-
communication | member interaction on an even level and communication through advanced
technologies.

Reward systems | Salary and career are more frequently expected by males. For both, they are
complemented by a good working atmosphere, teamwork, flexibility, and job
security. Career opportunities are of medium importance.

Work-life Social life is happening also at work, a pleasant atmosphere or “family-like”
relationship teams are appreciated.
Gender roles Aspects of traditional role models were found, but social aspects like team spirit,

pleasant working atmosphere, and stability are important for both genders.

The data gives some arguments for the relationship between Gen. Z’ers and
their leaders. Good team spirit or pleasant working atmosphere indicates that Gen.
Z’ers feel well in flat hierarchy working conditions. These can be best provided by
transformational, servant, or coaching leadership styles, where caring, coaching,
supporting, motivating, and nurturing are the main elements. Other elements of
servant leadership, such as a “parent style” emotional support and care might be seen
positively by Gen. Z. This goes in line with Anderson’s [32] discussion of
generational changes in the leader-member exchange.

Motivation systems for Gen. Z members are not only extrinsic but more social
and security-related. This holds more for females than for male individuals. Work
and life are separated and room for ‘living’ at work provides motivation. Concerning
leadership styles, supportive and coaching leadership are appropriate. Gen. Z

members are motivated, if individual and practical support is provided but at the
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same time, individual space for acting is guaranteed. Also presenting the leader as a
role model, as it is seen in transformational leadership styles, could help Gen. Z
members to unfold intrinsic motivation.

Gen. Z grew up using direct communication tools, responding fast, including
social (not only task-related) messages. For leaders, communicating on even levels
and using advanced technology to communicate allows easy interaction with Gen. Z
individuals. However, the results show that Gen. Z highly appreciates security and
stability. Consequently, elements of transactional leadership, such as clear and fast
communication, clarified expectations, and, transparent rules, help Gen. Z to feel
safe.

Female Gen. Z members respond less to extrinsic motivation like salary and
career. Providing security, stability, good tea,m, and a pleasant atmosphere is more
important. Salary and career, however, are hygiene factors that play a role, even more
for male Gen. Z’ers. A transformational leadership style, with intrinsic rewards such
as showing appreciation, potential for growth, job safety, etc. fit very well with the
expectation of Gen. Z. However, elements of transactional leadership, such as
payment for performance, might play a role, depending on situational variables.

Gen. Z sees social life also happening at work and the work atmosphere is
important. Characteristics of servant leadership, such as caring for good working
conditions and encouraging personal growth, would help Gen. Z’ers to balance work
and life accordingly and show more engagement, vigor, and dedication [55]. Also, a
coaching leadership style could be appropriate, because of flexibility and
individuality that is granted to employees. Especially for female Gen. Z’ers, job-
family compatibility ranks high in importance, and leading by coaching can take care
of those individual needs.

In the study, aspects related to social life are at least of the same importance as
task and career-related aspects. The “how is it there?” questions are more important
than the “what do they offer here?” With Gen. Z, a paradigm shift might come to
place: In most current job descriptions “what” statements prevail: “What will be your

tasks?” “what are your career paths?”, or more generally, “what is expected from
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you?” [205]. Gen. Z’ers are more interested in “how does it feel to work here?”,
“how does my team look like?”, “how will my working day in this company look
like?” or “how varied and exciting is my job?”. This paradigm shift has consequences
for leadership styles as well. As Seemiller and Grace [206] state, the motivation of
Gen. Z lies in keeping up with others and sharing personal information and expertise
or opinion. Gen. Z representatives want to dive deep into the environment that they
will be part of after their job decision. They are used to sharing and forwarding
“stories” rather than facts and may expect the same from the communication with
their employers. Also, convenience is important in Gen. Z’s decision-making.
According to Seemiller and Grace [206], 88% of Gen. Z feel that they have tight
bonds with their parents and see them as sources of emotional support. A ‘family-like
leadership’ and familiarity with the employment surroundings play a role in
maintaining the comfort zone of job applications as well. Of the leadership styles
discussed, most likely the servant and the coaching would meet the needs of Gen.
Z’ers in this dimension.

Also, diversity, variety and flexibility in the job are important to Gen. Z,
according to the data. Gen. Z is accustomed to fast changes because that determines
also their media-dominated private lives. Jobs that are cross-functional, including job
rotation, interdisciplinary tasks, tasks in groups with changing team members, etc. are
exciting for Gen. Z. Flexibility in leadership procedures will be positively
acknowledged by Gen. Z’ers, rather than a style that is very much oriented on
structures and processes.

The study results indicate that for Gen. Z’ers characteristics of various
leadership styles are appropriate and that a singular leadership approach might be too
narrow-sighted. Scholz [142, p. 167], by citing the title of an Australian study, states

a clear Gen Z message: “Don’t manage me, understand me”.
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Conclusions to chapter 2

The study of cultural and economic differences between the countries and
generational peculiarities led to the formation and testing of several hypotheses based
on the different expectations of Ukrainian and Austrian Gen Z representatives of their
future leaders. Developed on this basic research model gives the possibility to view
leadership through two dimensions: generation Z comparison to previous generations
and cultural differences. Generational cohorts were distinguished through the
demographic variable of ‘“age”, and -cultural differences — through -cultural
dimensions of two countries: Austria and Ukraine. In study accepted the next
leadership styles: transformational, transactional (pecuniary, non-pecuniary,
sanctions), and employee, production, and change-oriented styles.

An anonymous survey of almost 300 Ukrainian and Austrian representatives of
Generation Z was conducted to compare the expectations of Ukrainian and Austrian
representatives of Generation Z regarding their future leaders, their answers were
evaluated based on a 5-step Likert scale. It allows the formation and confirmation of
seven hypotheses: the first hypothesis that transformational and transactional
leadership styles are more important for representatives of Generation Z in Ukraine
than in Austria was confirmed; the second hypothesis revealed that Ukrainian
respondents rate production-oriented leadership and change-oriented leadership
higher than Austrian respondents, while Austrian respondents pay more attention to
employee-oriented leadership styles. The following three hypotheses related to
motivation made it possible to prove that higher motivation to work leads to: a higher
assessment of (a) transformational, (b) employee-oriented, (c) change-oriented
leadership style, regardless of the country; higher assessment of (a) transactional
monetary, (b) transactional non-monetary leadership styles (with a stronger effect in
Ukraine than in Austria); but has no effect on the evaluation of the leadership style
based on transactional sanctions in both countries studied. Regarding the hypotheses

about the existence of a relationship between leadership style and employee
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productivity, it was found that Ukrainian respondents with a higher level of
productivity give more preference to a transformational, change-oriented, than to an
employee-oriented (transactional) leadership style, but for Austrian respondents,
work results do not affect the desired leadership style.

From a cross-cultural perspective, the results of this survey show interesting
associations with the cultural characteristics of the countries studied: Ukrainian
respondents generally attach higher importance to all factors of leadership styles than
Austrian interviewees do. Generation Z representatives, consequently, also allocated
more importance to the various dimensions of leadership. For both countries, the
transactional leadership style with contingent non-pecuniary rewards ranked highest
of all. This might lead to the conclusion that Generation Z in both investigated
countries acknowledges the relevance of contractual relationships between leaders
and followers. However, non-pecuniary rewards like feedback, appreciation, praise,
etc. are the most expected characteristics of a future leader, ranking even higher than
transformational leader characteristics.

The leadership style based on contingent sanctions was ranked lowest in both
countries. However, the difference between Ukraine and Austria was very strong,
with Austrian respondents ranking this style even much lower than Ukrainian
respondents. Regarding work motivation and work performance as antecedents of
preferred leadership styles, the results show significant differences in Austria and
Ukraine. While all measured leadership styles were positively related to performance
(i.e., high performers show a greater appreciation for the respective leadership style),
the largest effect was found for production orientation leadership. High performers in
Ukraine appreciate this style, which tends to place a stronger emphasis on getting the
work done than on the welfare and motivation of the employees. For Austrian
respondents, in contrast, performance levels only affected the transactional,
sanctions-based leadership style especially since high-performers appreciate this style
more than low-performers. Moderating effects of work motivation were found in all
leadership styles except transactional, sanctions-based ones in Ukraine, with the

strongest effect of motivation for production-oriented leadership. In Austria, the only
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significant effect of different levels of motivation was found in the employee-oriented
leadership style.

Another exploratory study was conducted among university graduates who
have recently entered the labor market — the aim was to include experiences and
insights of recently hired people into the criteria development, a choice of criteria that
may be influenced by leadership and leader-follower interactions was made and 19
criteria remained. The survey was done by 555 respondents from Generation Z (62%
female and 38% male. 23% were younger than 18 years, 62% were aged between 18
and 22 years, and 1 and 5% were between 23 and 27 years old. 72% of the sample
were attending commercial secondary schools and 28% were university students).

The top three criteria when heading for their first employer cover social
aspects: team spirit, working environment, and work-life balance were most
important. The second set of criteria relates to incentives and security, like salary,
career and job security issues. Flexibility-related characteristics, including aspects
like “flexible working hours” or “job is compatible with family” form a third set of
criteria. A fourth set of characteristics relates to learning and growth such as
collecting experience, international career, challenging tasks, and responsibility.
Also, group differences for gender and age groups.

The main provisions of the second chapter of the dissertation are published in
the author's works [218-220, 221, 223-230].

References: [4; 7-9; 19; 22; 26; 34; 36; 48; 56-59; 68; 71; 78; 80; 82; 85; 86;
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CHAPTER 3
METHODICAL APPROACH TO FORMATION LEADERSHIP STYLE IN THE
PROCESS OF GENERATIONAL TRANSITION IN THE ENTERPRISE
MANAGEMENT

3.1. Procedure of leadership style formation in the process of the generational

transition

The main approach to the formation of the leadership style in the conditions of
the change of generations is justified in the author’s concept (chapter 1.3). Its main
logic is depicted in Fig. 3.1 and consists of the following.

The transition in leadership style must be carried out through the prism of
generations since different generations have different psychological characteristics
that have a significant impact on the content of the main groups of leadership
competencies.

For this transition to take place as smoothly as possible, it is necessary to know
exactly what competencies the leader of the coming generation will have to manage
in the organization, as well as how well they correspond to the stage of the life cycle
in which the organization is. If the leader of the generation that comes to power does
not have all the competencies to provide appropriate leadership at this stage of the
organization's life cycle, then it is necessary to introduce a transitive style of
leadership. The next stage may be a transition to a different leadership style. At the
same time, the transitive style can contain the simultaneous features of different
leadership styles.

Let’s go deeper into the content of each stage.

Stage 1 Evaluation of current leadership style in the organization. Evaluating
the current leadership style in an organization is essential for assessing its

effectiveness and identifying areas for improvement.
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Here are some key steps and criteria to consider when evaluating leadership
style:

1. Leadership Style Assessment:

— ldentify the organization’s current leadership style(s). Common styles
include autocratic, democratic, transformational, transactional, servant, and laissez-
faire.

— Determine whether the leadership style is consistent throughout the
organization or if it varies among different leaders and teams.

2. Alignment with Organizational Goals:

— Assess whether the leadership style aligns with the organization's mission,
vision, and strategic goals. Effective leadership should support and advance these
objectives.

3. Employee Satisfaction:

- Gather feedback from employees through surveys, interviews, or
anonymous suggestions to gauge their satisfaction with the current leadership style.

- Consider factors such as communication, support, trust, and motivation.

4. Performance and Productivity:

- Evaluate the organization’s performance metrics, productivity levels, and
key performance indicators (KPIs) to determine if the current leadership style
positively impacts results.

—-  Compare performance data to industry benchmarks and historical trends.

5. Employee Turnover and Retention:

- Analyze employee turnover rates and retention data to see if the current
leadership style contributes to employee retention or attrition.
- High turnover may indicate dissatisfaction with leadership.

6. Team Dynamics:

- Examine how teams operate under the current leadership style. Are they
cohesive, motivated, and efficient, or do they struggle with conflicts and low morale?

7. Communication:
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- Evaluate how effectively leaders communicate with their teams and the
broader organization.

- Assess whether there is open and transparent communication, or if there are
barriers that hinder information flow.

8. Adaptability and Change Management:

- Consider whether the leadership style is adaptable to changes in the
business environment, industry trends, or technological advancements.

- Evaluate how leaders manage change and whether they inspire innovation.

9. Employee Development:

- Determine whether the current leadership style encourages employee
development, skill-building, and career growth.

- Assess the availability of training and mentoring opportunities.

10. Ethical and Cultural Considerations:

- Examine the ethical standards and cultural values promoted by the
leadership style. Does it align with the organization's ethics and desired workplace
culture?

11. Leadership Development:

- Assess the organization’s efforts in developing and nurturing leadership
skills among its leaders.

- Consider whether there are leadership development programs and
mentorship opportunities in place.

12. Feedback and Continuous Improvement:

- Encourage leaders to seek feedback and engage in continuous improvement
efforts. A willingness to adapt and learn is crucial for effective leadership.

13. Benchmarking:

— Compare the current leadership style to best practices in leadership and
management in your industry or similar organizations.

14. Future-Readiness:

- Assess whether the current leadership style is preparing the organization

for future challenges and opportunities.
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15. Legal and Compliance Considerations:

- Ensure that the leadership style adheres to all legal and regulatory
requirements.

Once you’ve conducted a comprehensive evaluation using these criteria, you
can identify areas where the current leadership style excels and where it may need
adjustment or transformation to better serve the organization's goals and its
employees’ needs. Based on the findings, you can develop a strategic plan for
leadership development and improvement.

Stage 2.1 is dedicated to the leader’s cultural values and features evaluation.
Analyzing a leader's cultural features involves examining various aspects of their
cultural background, beliefs, values, and behaviors to understand how these factors
influence their leadership style and decision-making. The key elements to consider
when conducting a cultural analysis of a leader:

1. Cultural Background: Start by understanding the leader's -cultural
background, including their nationality, ethnicity, and any specific cultural or
regional affiliations. This information can provide insights into their upbringing and
early influences.

2. Values and Beliefs: identify the leader’s core values and beliefs. These may
be influenced by cultural, religious, or philosophical factors. Consider how these
values shape their leadership approach and decision-making.

3. Communication Style: analyze the leader’s communication style. Different
cultures have different communication norms, such as directness, formality, or
hierarchy in language. Understanding their preferred communication style can help in
effective interaction.

4. Leadership Style: assess the leader’s leadership style in the context of their
culture. Some cultures emphasize hierarchical and authoritative leadership, while
others prioritize consensus and collaboration. Look for indicators of their leadership
approach, such as how they delegate, motivate, and resolve conflicts.

5. Cultural Intelligence: evaluate the leader’s cultural intelligence or ability to

work effectively across cultures. Do they demonstrate an understanding and respect
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for diverse perspectives and customs? Cultural intelligence is increasingly important
in a globalized world.

6. Decision-Making Process: examine how the leader makes decisions.
Cultural factors can influence whether leaders prefer a top-down, consultative, or
consensus-based decision-making process. Also, consider the role of risk-taking and
uncertainty avoidance in their decisions.

7. Conflict Resolution: analyze how the leader handles conflicts and disputes.
Cultural norms can affect conflict avoidance, confrontation styles, and the use of
intermediaries or mediation.

8. Ethical and Moral Values: explore the leader’s ethical and moral values.
These can be deeply rooted in cultural and religious beliefs. Assess whether their
decisions and actions align with their stated values.

9. Adaptability: consider the leader’s adaptability to different cultural
contexts. Are they open to learning from other cultures, and can they adjust their
leadership style when needed? Adaptability is crucial in multicultural or international
settings.

10. Impact on team and organization: evaluate how the leader’s cultural
features influence the team and organization. Do their cultural attributes foster
inclusivity and diversity, or do they create challenges and tensions within the group?

11. Global perspective: if relevant, assess the leader’s global perspective and
awareness. Leaders with a global mindset are often better equipped to navigate the
complexities of a diverse and interconnected world.

12. Bias and stereotypes: be aware of potential biases and stereotypes that may
arise from cultural features. Leaders should strive to avoid bias and promote equity
and inclusion.

13. Interactions with stakeholders: consider how the leader interacts with
stakeholders from different cultures, such as clients, partners, or employees from
diverse backgrounds.

It is essential to approach cultural analysis with sensitivity and avoid making

assumptions based solely on a leader’s cultural background. Individuals can have a
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wide range of experiences and beliefs within their cultural context. Additionally,
leaders may evolve and adapt their leadership style over time, incorporating elements
from various cultures and experiences.

Stage 2.2. Leader’s generational features analysis.

Generational analysis is a way of studying and understanding the
characteristics, values, and behaviors of different generations within a society.
Leaders, like any other individuals, are shaped by the generational context in which
they grew up. Here's a brief analysis of generational features that can impact leaders:

1. Traditionalists (Born before 1946):

- Leadership Style: traditionalists often exhibit a hierarchical and directive
leadership style, influenced by their upbringing during times of significant social and
economic instability, such as World War 11 and the Great Depression.

- Values: they tend to value loyalty, duty, and respect for authority. Their
leadership is often based on experience and seniority.

2. Baby Boomers (Born 1946-1964):

— Leadership Style: Baby Boomers are often associated with a hands-on and
collaborative leadership style. They are known for their strong work ethic and
commitment.

— Values: they value stability, teamwork, and personal growth. Many baby
boomer leaders are known for their dedication to their careers.

3. Generation X (Born 1965-1979):

— Leadership Style: Gen X leaders are often more flexible and adaptable in
their leadership approach. They tend to value work-life balance and individualism.

— Values: they value innovation, independence, and results. Gen X leaders
often seek creative solutions to problems and are comfortable with technology.

4. Millennials (Born 1980-2000):

— Leadership Style: Millennials tend to be collaborative and inclusive leaders
who prioritize transparency and feedback.

— Values: they value diversity, sustainability, and social responsibility. Many

millennial leaders are tech-savvy and embrace digital communication.
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5. Generation Z (Born 2000-2015):

— Leadership Style: as the youngest generation in the workforce, Gen Z
leaders are still emerging. They may bring a strong focus on technology and rapid
change to their leadership roles.

— Values: they value social justice, inclusivity, and environmental
sustainability. Gen Z leaders may prioritize purpose-driven organizations.

It’s essential to note that these generational characteristics are generalizations
and that individuals vary widely within each generation. Moreover, generational
experiences can overlap, as not everyone born in a specific time frame will share all
the same characteristics.

Effective leaders recognize the diversity of their team members’ generational
backgrounds and adapt their leadership styles and strategies to foster collaboration,
motivation, and productivity among individuals from different generations.
Leadership effectiveness ultimately depends on a leader’s ability to understand and
connect with their team members, regardless of their generational cohort.

Stage 3 is dedicated to the evaluation of the current organization lifecycle
stage. The organizational life cycle is a framework used to understand the stages and
evolution of an organization from its inception to maturity and, potentially, decline or
revitalization (see concept statement 5, subchapter 1.3). Leadership requirements
vary at each stage of this cycle, as the challenges and priorities change. Here's an
analysis of the organizational life cycle and the corresponding leadership
requirements:

1. Emergence:

- Characteristics: In this phase, the organization is just getting started.
It's focused on developing its product or service, securing funding, and establishing a
customer base.

— Leadership Requirements:

- Visionary Leadership: Leaders need to have a clear vision and the ability

to communicate it effectively to inspire and motivate the team.
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- Entrepreneurial Skills: An entrepreneurial mindset is crucial for taking
calculated risks and making quick decisions.
- Adaptability: Leaders should be flexible and open to change as the
organization evolves rapidly.
2. Growth Phase (early growth and rapid growth):
— Characteristics: The organization experiences rapid expansion in this phase,
with increasing revenue, customers, and market presence.
— Leadership Requirements:
- Strategic Leadership: Leaders must develop and execute long-term
strategies to sustain growth and competitive advantage.
- Team Building: Building and leading high-performing teams becomes
critical to managing the growing workforce.
- Risk Management: As the organization expands, leaders need to balance
risk-taking with risk mitigation.
3. Maturity Phase:
— Characteristics: The organization has stabilized, with steady growth,
established market share, and mature products or services.
- Leadership Requirements:
Operational Excellence: Leaders focus on optimizing processes,
reducing costs, and maintaining quality.
Innovation Management: Encouraging innovation and staying relevant in
a changing market becomes important.
- Talent Development: Developing and retaining talent is crucial for long-
term sustainability.
4. Decline / Revitalization Phase:
- Characteristics: In this phase, the organization faces challenges such as
declining market share or revenues. It may need revitalization efforts to survive.
~ Leadership Requirements:
- Transformational Leadership: Leaders must be willing to make bold

changes, adapt to new market realities, and revitalize the organization.
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Change Management: Effective change management skills are essential
for successfully steering the organization through a decline and turnaround.

Crisis Management: Leaders need to address crises, manage conflicts,
and inspire confidence in stakeholders.

5. Decline / Turnaround Phase:

~ Characteristics: If revitalization efforts are successful, the organization can
reverse its decline and return to growth.

- Leadership Requirements:

Resilience: Leaders must demonstrate resilience and determination to
navigate through challenges.

Strategic Thinking: Re-evaluating and adjusting the organization's
strategy is critical to ensuring sustainable growth.

Stakeholder Engagement: Building trust and credibility with
stakeholders is crucial for support during the turnaround.

It’s important to note that these phases are not always linear, and organizations
can move back and forth between them. Effective leaders are those who can adapt
their leadership styles and skills to meet the specific needs of their organization at
each stage of the life cycle. Additionally, leadership teams with diverse skills and
experiences are often better equipped to address the multifaceted challenges
presented by different phases of the organizational life cycle.

Stages 4 and 5 represent the decision-making process and consist of
2 alternatives. Stage 6 and 7 present the process of the leadership style transition
while the generation of leaders are changed in two ways: directly or through the
transitional leadership style (features of this style was explained in subchapter 1.3 —
statements 1, 2 and 6 of the concept)

Stage 8 includes the formation of a leadership style and its conformity to the
organizational life cycle stage is a crucial aspect of organizational success. Different
stages of an organization’s life cycle require different leadership styles to effectively

navigate challenges and capitalize on opportunities. Let us break down how



151

leadership styles form and how they should align with the organizational life cycle
stage:

1. Formation of Leadership Style:

Leadership styles are influenced by various factors, including personal traits,
experiences, values, and the context in which a leader operates. Leadership styles can
range from autocratic to democratic, transformational to transactional, and servant to
laissez-faire, among others. Here are some key points in the formation of a leadership
style:

a. Personal Traits: Leaders have innate personality traits that influence their
leadership style. For example, extroverted individuals might naturally gravitate
towards more charismatic and outgoing leadership styles.

b. Experiences: Experiences, both personal and professional, shape a leader's
approach. Leaders who have successfully navigated crises may lean towards a more
authoritative style, while those with collaborative experiences may adopt a
participative approach.

c. Values and Beliefs: Personal values and beliefs play a significant role.
Leaders who value employee empowerment may adopt a transformational or servant
leadership style, whereas those who prioritize efficiency may lean towards a
transactional style.

d. Context: The organizational context, including industry, size, culture, and
the specific challenges faced, also influences leadership style formation.

2. Alignment with Organizational Life Cycle Stage:

Organizational life cycles typically consist of four stages: startup, growth,
maturity, and decline. Each stage has its unique characteristics, challenges, and
opportunities, and leaders must adapt their styles accordingly:

a. Emerge: In this stage, the organization is focused on survival and growth.
Leadership styles that emphasize innovation, risk-taking, and entrepreneurial spirit
are often the most effective. Transformational and charismatic leadership may be

suitable.
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b. Growth Stages: As the organization expands, a more participative and team-
oriented leadership style may be required to manage increasing complexity and foster
collaboration among employees.

c. Maturity Stage: At this point, stability and efficiency become crucial.
Transactional leadership, which emphasizes clear processes, systems, and
performance metrics, can be effective.

d. Decline Stage: Organizations in decline may require strong, authoritative
leadership to make tough decisions, cut costs, and potentially lead a turnaround
effort.

3. Evaluation of Leadership Style’s Conformity:

To evaluate whether a leadership style conforms to the organizational life cycle
stage, consider the following:

a. Assess Organizational Needs: Analyze the current state of the organization
and its specific challenges and opportunities. Ensure that the leadership style aligns
with these needs.

b. Feedback and Adaptation: Continuously seek feedback from employees,
peers, and stakeholders. A leader should be willing to adapt their style as the
organization evolves.

c. Monitor Performance: Evaluate the performance of the organization and the
leader's effectiveness. Key performance indicators (KPIs) and metrics can help gauge
alignment.

d. Leadership Development: Invest in leadership development and training to
ensure that leaders have the skills and knowledge necessary to adapt to changing
circumstances.

In conclusion, the formation of a leadership style is a complex process
influenced by personal factors and contextual variables. To be effective, a leader
must assess the organization's life cycle stage and adjust their leadership style to meet
the specific demands and challenges of that stage. Flexibility and adaptability are key
traits of successful leaders who can guide their organizations through various life

cycle phases. It is essential for leaders to recognize the stage of their organization's
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life cycle and adjust their leadership style accordingly. What works in one stage may
not be effective in another. Effective leadership involves flexibility and the ability to
adapt to the changing needs of the organization as it evolves through its life cycle.
Leaders who can do this successfully are more likely to lead their organizations to
long-term success.

The empirical context: Ukraine

The basic values of the silent generation in Ukraine were formed before 1953,
which was studied in detail in [49]. The key event that ended the period of formation
of values of the silent generation was the death of Stalin [30; 49]. The silent
generation in Ukraine was formed in more difficult conditions than in Western
Europe and the United States, as proved in [30; 49], but the list of core values of this
generation in Ukraine and Western Europe is almost the same, although Ukrainians
of this generation do not have such high confidence in government and law and order
(as a result of Stalinist repression) and confidence in stability (as a result of
industrialization, famine and postwar devastation), but show sacrifice and diligence.
The silent generation belongs to the archetype of “artists”, ie creative personalities
who have made a significant contribution to the culture of Ukraine, which is
discussed in detail in [30]. Now the Ukrainian silent generation has entered the period
of old age, as all its representatives are over 72 years old and the number of its
representatives in the structure of the country’s population is decreasing every year.
The basic values of the baby boomer generation in Ukraine were formed before 1973,
as studied in detail in [49]. The key event that most influenced the period of
formation of values of the baby boomer generation is the post-war boom, which is
considered in [30; 49].

The events under the influence of which the basic values of the baby boomer
generation in Ukraine were formed differ significantly from the countries of Western
Europe and the United States, which were studied in [49]. There is a slight mismatch
between the values of the baby boomer generation in Ukraine Western Europe and
the United States due to the impact of changing family stereotypes in Western Europe

as a result of the sexual revolution, which was studied in [38; 49]. Thus, the
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Ukrainian generation of baby boomers is not characterized by anti-war and anti-
government mood and cult of youth, on the contrary is characterized by significant
collectivism and long-term orientation (as a result of the influence of the USSR’s
status as a world superpower). The generation of baby boomers belongs to the
archetype of “prophets”, which is why, as V. Sumar notes in his work, this is the
generation of political and public figures that is discussed in detail in [30]. Now the
Ukrainian generation of baby boomers is moving from maturity to old age, as its
representatives are between the ages of 54 and 72, but the share of this generation in
the population structure of Ukraine still dominates. The basic values of Generation X
in Ukraine were formed before 1993, which was studied in detail in [49]. Ukrainian
Generation X was formed in rather difficult conditions (perestroika, total deficit, and
independence of the country), as it was born in Ukraine during the USSR, and formed
during the collapse of the USSR, while in Western Europe and the United States it
was the time of MTV and Pepsi, however, the vast majority of the values of this
generation in Ukraine and Western Europe are the same, only the Ukrainian
generation of baby boomers does not have an informal view, while the lack of
patriotism is characteristic. Generation X belongs to the archetype of “nomads”,
which is characterized by global thinking. According to the theory of generations, it
is in the period of maturity of generation X achieves the greatest success in life. The
basic values of Generation Y continue to be formed at present under the influence of
terrorist attacks, military conflicts, epidemics and the development of digital
technologies, as studied in detail in [38; 49]. Generation Y is formed under the
influence of significant globalization processes in the world and the development of
modern technologies, which is why this is the first generation that has the same
values in Ukraine and Western Europe and the United States [30; 49], this generation
has no national differences in their basic values and patterns of behaviour. Generation
Y belongs to the archetype of “heroes”, who make the greatest contribution to the
affairs of the community, prosperity and technology. Technological literacy of
generation Y has a different (natural) character, in contrast to previous generations, as

studied in [23]. Now the Austrian generation Y passes from the period of the
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childhood to the period of youth as its representatives are at the age from 13 till 31
years, thus the share of this generation in structure of the population of Austria is
considerable. According to the theory of generations, the greatest activity from this
generation should be expected in the period of youth. The values of the Astrian
Generation Z have yet to be formed, because the oldest representatives of this
generation in Ukraine are now not more than 12 years old, they are at the stage of
forming values.

The empirical context: Austria.

According to Statistik Austria, the country’s population is growing and said to
be reaching the 9 million people mark by 2030, compared to 8.4 million inhabitants
in 2010 [150]. The size of the elderly population is expected to rise and the Baby
Boomers reach retirement age by that time. This results in a shortage of skilled
workers in the economy, and consequently attracting and retaining talented (young)
people will gain importance. Companies are doing their best to convince talents to join
and stay with their workforce [151].

Not only do the demographics change, but the value system does as well.
Individuals are not only striving to fulfil their material needs, but also to accomplish
their individual goals. Gen Z has arrived in Austria as well. For companies, this
implies taking a careful look at their ability to provide a proper balance between
professional and private life. This requires a great deal of organizational resources.
Ultimately, globalization exacerbates the situation for companies due to international
competition and an increasing the level of rivalry [152]. Technology has changed the
prerequisites for employers as well as the attitudes of employees. Out of Austria’s
population of 8.76 million, 7.71 million inhabitants are actively using the internet,
and 4.4 million people are actively using and engaging on social media, mostly on
mobile devices [153].

Austrians are mostly satisfied with their jobs, including their workplace and
working atmosphere, and the quality of their employers. A little more than 73 % of
the population is pleased or rather pleased with the leadership skills of their managers

coupled with flexible working hour, holidays, home-office opportunities, health
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check-ups and sport programs, all of which are highly valued by the Austrian
workforce. Additionally, attractive salary, job security, a comfortable work
environment and a good work life balance are amongst the most significantly positive
aspects [154].

3.2. Case study on the base of generation transition in the enterprise

management team

Case study for the stage 1 and 2 presented at chapter 2, so we weed to present
the procedure of analysis of the organizational lifecycle and estimation of the current
stage (stage 3) together with evaluation requirements for leadership style, taking into
account changes of the challenges and priorities.

Base on the historical data’s we developed analysis of the governance and
leadership of a university over time, across life cycle and generations based on the
case of the University of Applied Sciences Upper Austria and Simon Kuznets

Kharkiv National University of Economics (fig. 3.2).
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Fig. 3.2. Life cycle of Simon Kuznets Kharkiv National University of Economics
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1912 — 1940 — Emergence. University starts history from Evening Higher
Commercial Courses opened at school. The teaching staff and curriculum of the
Courses initially met the high standards and provided professional training of
specialists in the field of commerce, local economy, banking and financial affairs as
well as for specialists for industrial enterprises. Also was founded specialized
scientific and research organization «Office of Economic Study of Russia». In 1916,
the status of Commercial Institute was given to the Courses. In 1921 when the age of
Soviet reorganization had begun KhCI was renamed to the Institute of National
Economy, and, finally, in the course of the reform of higher education in 1930, it was
divided, so this date is officially considered the foundation day of Kharkiv National
University of Economics as Kharkiv Engineering and Economic Institute (KhEEI).

That time leaders create strong connections and communications with team of
followers, relations with employees are mostly informal, there is no clear division of
responsibilities, and most employees are involved in all processes of the
organization's activities. Most leaders belong to transformational type.

As a result, the Institute was notable for being one of the leading educational,
scientific and research centers of Ukraine Soviet Republic in the field of industrial
economics, scientists took part in research programs on deployment of production
capacities of heavy industry of Soviet Union, the introduction of cost-effective
technologies, use of modern mathematical methods of planning of production and
labour organization, creation of automated systems of production management
(Industrial Control System). During the years of World war 2 University does not
operate and renewed it activity after 1945.

1950 — 1965 — Early growth. Early 50-th was characterized as a time of after
war rebuilding and reconstruction. Industry required a lot of specialist so University
starts to train engineer — economist for heavy industry: in mashie building, chemistry,
coal mining.

The leader’s tasks that time was include a lot of transformational processes:
new organizational structure building, new employee motivation creating, external

relations establishing. The relationship between employees and the CEO becomes



158

less close, a clear hierarchy and division of responsibilities appear as well as sign of
bureaucratic organization and authoritarian management style (which was immanent
to Soviet management system on all levels).

In 1956 — 1960-ies the scientific and research laboratory on the economy of
industry headed by prof. O. Lieberman operated in KhEEI and their research have
been assumed as a basis of the concept of the economic reform in 1965. That time
leadership style was still transformational but starts to tend to transactional.

1965 — 1980 — Rapid growth. Period of rapid growth characterized by
developing of all University key advantages — combination of quality educational
process and well developed high level scientific research.

1980 — 1990 — Maturity. Since the end of the 1980s, the Institute expands the
range of areas of training of students, starting the training of the specialists in
Accounting, International Economics, IT, Finance, Management.

That time leadership was replaced by formal management with a clear
distribution of responsibilities between employees and refined business processes, a
hierarchical structure of the University support autocratic leadership style together
with well-thought-out employee motivation system. Leaders of the University at that
period were transactional. They don’t bring new ideas and afford for University
development so it tend to decline and stagnation.

As a result the quality of education was decreased and number of research
programs dramatically sprinkled. Even the number of employees was reduced and
their qualification lovered.

1991 — 2000 — Decline. That period first rebranding was installed: in 1994 the
Institute reseived the State University of Economics status. University try to
determine the direction of its development and new strategy, big innovations changes
was implementing in educational technologies and processes (such as technology of
written exams, new methods of enrollment campaign organization, etc.). But still
leaders mentality was tend more to bureaucracy than to the transformation because
leaders was mostly products of the Soviet mentality and authoritarian way of

organizational management.
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2000 — 2014 — Rapid growth. In 2000 Leaders of the University was changed:
representative of Silent Generation was replaced by Baby Boomers’. That’s give
possibility to change strategy of University and put new background to the
development. In order to keep the University, the managers are again replaced by a
leaders who have ability to adopt ideas of certain employees and tries to find
something new in them,change the strategy, build informal relations with
subordinates. In 2004 and 2014 two more rebranding (National University and Simon
Kuznets named) which give possibility to occupy leading positions in Ukrainian’
economical education was installed. That time University start intensive international
cooperation programs in sphere of education (exchange, double diplomas, joint
programs) and scientific research, international projects and grants.

2015 — till present — Maturity. Current stage was characterized by the extreme
turbulence of external environment: Russian invasion in 2014, COVD 2019 pandemic
and war in 2022. This challenges lead to digitalization and virtualization of
educational process. New challenges demand from leaders new approaches but
performance oriented BB leaders couldn’t support agile organization, tending more to
the rigid bureaucracy. So now University reach bifurcation dot, which mean that the
trajectory of development can follow upward vector — rapid growth or downward —
decline.

To test our hypothesis about generation transition Questionnaire was installed
(see Appendix B). It consists from 5 questions about generations transition in the
leadership and current stage of University development.

The main results for Simon Kuznets Kharkiv National University of
Economics based on opinion of 10 respondents who take part in the interview, all of
them ate CEO (40%) and upper-level middle managers (60%) with the work
experience on leader’s positions no less than 10 years.

Respondents’ answer showed that on previous period 50% of CEO and 20% of
upper-level middle managers belong to Baby Boomer generation; 40% of CEO and
50% of upper-level middle managers belong to X generation; and 10% of CEO, 40%

of upper-level middle managers belongs to Y generation.
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If we taking into account generation comparison (table 3.1) done by author
based on the [https://docs.google.com/forms/d/1gtFiCBc3 _heqtpg_agkix
Ux02Xu3ZRotNtmJf3]9cW9IY/edit] we can conclude that such changes in the

generation structure can lead University develop and start new stage of Rapid growth,
not to fail to stage of Decline.

The main arguments are: for current period, respondents’ statute that the
process of generation transition starts: BB leaders lived their positions and now 60%
of CEO belong to X, but share of this generation leaders among upper -level middle
managers decrease to 20%; Y generation leaders come on stages: 40% on CEO and
80% on upper-level middle managers positions.

On this Maturity stage University leaders have to show flexibility, which
requires large-scale systemic changes: cultural and operational, together with
adoption of a new way of thinking, openness in demonstrating socially responsible
behaviour, creating a new corporate culture that would support cultural diversity,
recognition, development and opportunities for alternative employment.

As if generation X leaders want to be independent and self-reliant, see
hierarchical levels as a career goal they require very little management control, but
they expect to receive clear goals and instructions so that they can work efficiently on
the realization of the strategy.

Whereas generation Y would rather be independent and prefer freedom of
development and activities, this controversy to generation BB leaders who prefer
clear hierarchies, subordinates itself to the existing structures for achieving career
goals. The X and Y generations were reject being subordinated by hierarchical
structures and prefer subordination based on performance or expertise, which in turn
reduces acceptance of the seniority principle; they have no understanding for
hierarchies, based on seniority and not on experience and knowledge.

Mostly leaders who belong to generation BB have rather big scepticism toward
advantages of modern technologies but X and Y generations’ leaders already know

how to use the digital advantages. Generation X likes to use new tools to organize
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their lives efficiently, generation Y who can use any new technology but lack an
understanding of it.

As for attitude toward collaboration: generation BB leaders like to work in
teams and exchange ideas personally, but are critical of feedback and tend to reject it.
Generation X prefers to work for themselves and exchange ideas via digital means;
they are open to feedback and constructive criticism. Generation Y leaders are also
prefer teamwork and personal exchange, but demand open and regular feedback.

Universities of Applied Sciences as a new type of university at the beginning
of the 1990s, a new form of universities was developed and introduced in several
European countries, including Austria, called “Fachhochschulen™ or “Universities of
Applied Sciences”. These were intended to close the gap between basic and
discipline-oriented education and research of universities and the application-oriented
and employability-oriented demand patterns of companies. As far as the awarding of
academic degrees is concerned, both types of institutions are equal, but they pursue
different methodological and didactic approaches in teaching and research.

Universities of Applied Sciences in Austria usually are organized under private
law, as a limited liability company (ltd), as an association or as a non-profit private
foundation. They require accreditation by the Agency for Quality Assurance and
Accreditation Austria (AQ Austria) to start and maintain their operations. This
specific form of an organisation also has an influence on the management styles
practised and the required organisational structures, which are different from those of
classical universities (fig. 3.3).

In 1994, two-degree programmes of the FH Upper Austria (Automatization
technology, Software Engineering) started, financed by the Republic of Austria, the
Province of Upper Austria and some cities and municipalities. This organisational
form remained in place until 2001, and the degree programmes were managed as
largely autonomous units by small teams in terms of subject and discipline.

Transformational leadership in small independent units. The management of
study programmes was completely decentralised at that time, with the entire

management responsibility lying with the study programme directors. Programmes
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were organised as “profit centres”. Revenues were generated through an annual fixed
amount of money per student which was given to the university by the Republic of
Austria. The heads of the degree programmes were responsible not only for teaching,
research and leadership (of professors, administrative officers, assistants, and
researchers), but also for presenting the respective degree programme on the market

and attracting applicants.
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Maturity Rapid growth
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Fig. 3.3. Life cycle of University of Applied Sciences Upper Austria

The (mostly young, 30 to 40 years old) programme directors were recruited
from businesses and had management experience from the industry. Due to these
small, independent units being responsible for their own success, management was
very team-oriented, and the activities were organized in an interdisciplinary and
mutually agreed way. Thus, teachers and administrative staff helped in the acquisition
of students just as much as the programme directors. In this first period of emergence,
there was a great deal of intrinsic motivation on the part of leaders and those being
led, an entrepreneurial spirit, and a team spirit. The leadership style cultivated by
most leaders during this period can be described as “transformational leadership”

with elements of idealization, inspirational motivation, intellectual stimulation, and
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individual consideration of team members. In terms of life cycle, this can be
considered as a phase of awakening.

Leadership develops differently in academic and commercial sectors.

From 2001, the university entered a growth phase. At that time, an important
organisational change took place, namely the merger of the individual degree
programmes into an administrative unit “FH OO Management GmbH (Ltd)” and the
strengthening of the four schools (Linz, Wels, Hagenberg and Steyr), to which the
degree programmes at the respective locations were assigned.

Between 2002 and 2006, the FH Upper Austria experienced strong growth in
number of degree programmes and students, with higher costs connected to higher
revenues. In 2006, the university was therefore preparing for another change in
leadership structures: A separation between academic and commercial decision-making
bodies was introduced and a faculty (or: school) structure with four faculties/schools was
implemented. This organisational structure resulted in a new hierarchical position at the
faculty level, that of the dean. The deans became commercially responsible for their
school, while academic responsibility remained in the study programmes. At that time, a
school had about 3-4 study programmes with about 7-8 employees each and an
administration pool (infrastructure, 1T, marketing, general administration, etc.), thus
about 40-50 employees per school. The deans were administratively responsible for
managing the staff, but not for the academic activities of the professors and researchers.
This dichotomy of responsibility led to a largely informal, matrix-oriented, and
motivation-oriented management style of the deans. These had to lead the individual
study programme directors with little formal enforcement.

From 2007 — 2010, growth in the number of degree programmes and students
continued, and the increasing number of academic staff and students necessitated
further adaptation of the management and organisational structure.

The first “Kollegium” of the University was installed as a democratically
organised body with equal numbers of members from teaching, administration, and
students, consisting of elected members. This body had less of a leadership role, but

an advisory and decision-making role. Leaders could turn to this organisation in case



164

of doubt and ask for a decision. In a way, difficult decisions were delegated here to a
higher (quasi-neutral) body.

Formalization of hierarchical structures and leadership changes with growing
size (fig. 3.4).
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Fig. 3.4. Life cycle of student enrolment and academic programmes

Since the FH Upper Austria, still owned by the province of Upper Austria, had
already reached a particular commercial (turnover) size by this time, further
management and leadership bodies were introduced during this period. An important
task was assigned to the body of the “Hochschulleitung” (university management
board), in which the leaders of the management, research, IT, and infrastructure, the
four deans of the schools, and the Vice-President of Internationalisation regularly
consult on strategic issues. This top management body of the FH Upper Austria
maintains a largely transactional leadership style in which decisions made by the
board are communicated to the employees via the deans and the leaders of the
respective units.

Changing leadership style caused by increasing competitive pressure.

Between 2010 and 2016, the growth of FH Oberdsterreich continues, however
at a slower pace from 2011-2013 due to a very positive labour market situation

following the economic crisis in 2008—-2009. Fewer young people decided to study as
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the received attractive offers from the labor market. However, new degree
programmes were developed, staffed, and managed, all in an identical structure. Due
to the higher number of degree programmes and increasing competition from outside,
the number of applications per programme decreased. The leadership style of most
study programmes of these years executed a mixture of transformational and
henceforth also transactional elements, with a focus on (ordered and controlled)
administrative and acquisition and marketing activities (transactional, reward and
sanction based) and still autonomous (transformational) leadership in teaching and
research activities.

The strongly transactional leadership in the area of acquisition and marketing
to attract new students showed positive effects, so that new student records were
achieved between 2014 and 2016. The focus was on the individual responsibility of
the degree programmes, which were motivated by the commercial management to fill
their degree programmes through performance-enhancing but also sanctioning
measures (transactional leadership style).

Leadership in times of decline and increasing internal and external
competition.

As of 2018, FH Oberdsterreich as a whole is showing evidence of a maturity
stage, although study programmes continue to be developed, but the first internal and
external crowding-out effects are already becoming apparent due to the general
increase in competition.

An interesting connection can be made here for the leadership activity, namely
that within study programmes, a more care-oriented leadership style with well-
matched team members and high motivation can be found, with, at the same time,
strong differentiation from other study programmes. This became a big challenge for
the deans, as they had to balance out conflicts of interest between the programmes in
favour of a prosperous development of the school.

In recent years (2018-2023), national and international competition for
students has become even fiercer, which can be explained by a growing supply as

well as by demographic factors. In leadership, a degree of uncertainty is apparent, by
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attempting to motivate the teams via transformational elements and, on the other
hand, to achieve the necessary successes (sufficiently well qualified students) via
strict specifications from the commercial leadership. This is implemented with clear
targets and consistent monitoring of target achievement with corresponding
corrective measures (transactional elements).

Therefore, we can made conclusion that life cycle and generational effects on
university leadership (table 3.1). Transitions of CEO leaders at Simon Kuznets
Kharkiv National University of Economics from BB to X and Y generation generally
as positive tendencies. Majority of CEO leaders belong to X generation who are
independent, not require managerial control; prefer teamwork and familiar with
digital technologies. Therefore, they can develop and implement new Simon Kuznets
Kharkiv National University of Economics strategy based in preferences of digital
technologies that give University possibility to survive and even receive some key
advantages in war and post-war conditions.

Table 3.1
Comparison of current generation transition processes at Simon Kuznets
Kharkiv National University of Economics and University of Applied Sciences

Upper Austria

Simon Kuznets KhNUE

Upper Austrian UAS

Stage of life cycle

End of maturity

Early maturity

Level of management

CEO BB mmmm) X, VY BB mmmm) X
Middle X =) Y,Z X ) X
University size Medium Large

Together with positive features of upper middle managers toward team, basis
of performance or expertise work and familiarity with digital technology that belong
to generation Y (number increased on 50 % and reached 80%) give possibility to turn
from rigid hierarchy structure to agile and adaptive. Therefore, in that way Simon
Kuznets Kharkiv National University of Economics y can easily interact in the
unpredictable condition and turbulence environment. The development of University

of Applied Sciences Upper Austria clearly shows the effects that growth, hierarchical
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position, competitive pressure, life cycle and generational change can have on
leadership behaviour and styles. The main effects are summarised below. As far as
generational transformation is concerned, the FH Upper Austria’s managers are
growing with the organisation, i.e. they are currently mainly from the baby boomer
and X generations, while newer functions and new appointments are often made
internally with employees belonging to the next younger generation (e.g. Y, starting
now Z2).

As far as generational transition is concerned, the following conclusions can be
drawn as a state-owned organisation with a high level of job security, the University
of Applied Sciences Upper Austria has a low turnover of both employees and
managers over long periods. The managers have grown with the organisation, were
young when the organisation was young and have “aged” with it. In recent years,
however, a change can be noticed, as many first-generation managers are leaving the
company due to retirement and younger managers (mainly from within the company)
are taking their place. There is therefore a partial “rejuvenation” of managers, which
can be explained more structurally than by the life cycle. However, this only concerns
middle-level managers; while top management is even more strongly staffed than
before by people aged 40-59, which can be explained by the “natural” ageing of
long-serving managers, due to the low turnover at this level. In the current times of
high competition and the battle for students, however, it is also evident that
experienced (Gen X, Baby Boomers) managers show a high level of resilience in
dealing with these crisis situations (fig. 3.5).

This demographic development at the University of Applied Sciences Upper
Austria is significantly different from that of the other institution studied, the Simon
Kuznets Kharkiv National University of Economics. There, there is a strong growth
in very young managers (both at the first and lower management levels), whereas at
the University of Applied Sciences Upper Austria, although managers aged 59+ are
disappearing due to natural attrition, very young managers are only appointed to a
comparatively small extent at both levels. As far as those managed (i.e. the

employees) are concerned, many of them belong to younger generations (Y, Z, partly
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already and Alpha). Their expectations of their managers are not always in line with
the methods and management styles of the current managers. They are looking for
more flexibility, the opportunity to get involved or to try out new ways. Older
managers are not always equally successful in adapting to these new expectations,
which is why there is a somewhat higher turnover tendency, especially among
younger employees. This is a challenge that the University of Applied Sciences

Upper Austria must master.

Age representation of current/future managers
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Fig. 3.5. Demographic distribution of leaders at the Simon Kuznets Kharkiv
National University of Economics and the University of Applied Sciences Upper

Austria

University size and leadership.
Management bodies and leadership developed generically and according to
need at FH Oberdsterreich. From an initial few, largely autonomous and team-based

managed degree programmes, a more transactional and hierarchically oriented
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leadership structure took place as the organisation grew, especially with respect to
commercial operations.

Life cycle and leadership.

The leadership styles practised at the University of Applied Sciences Upper
Austria develop in part along the life cycle of the organisational units: In foundation
and start-up phases, leadership acts transformational, with small teams and flat
hierarchies, while transactional elements predominate in study programmes that have
grown larger and are more mature. Study programmes that are experiencing
deterioration in the booking situation and are thus threatened in their existence, in
turn show autocratic leadership elements even more frequently.

Leadership and hierarchical level.

Differences in the development of leadership styles can also be seen with
regard to the hierarchical level of the organisation. At the top-management level, the
commercial (administrative) area has moved more towards transactional leadership
styles with growth, increasing risk and complexity, featuring clear task orientations,
review instruments and corrective measures. Meanwhile, the academic (programme-
related) sector is still largely transformational led, but depending on the position of
the respective unit in the life cycle (see above).

Choosing the right leadership style for different stages of an organization's life
cycle is crucial for its success and growth (table 3.2). Each stage presents unique
challenges and opportunities, and effective leadership must adapt to these changing
circumstances. Here are some guidelines for company management to choose a
dominant leadership style at each stage of the organization’s life cycle. As a
generalization of the case study of both Universities (University of University of
Applied Sciences Upper Austria and Simon Kuznets Kharkiv National University of
Economics), some general recommendation with guidelines for choice of leadership
style was developed (based on Universities lifecycle presented on fig. 3.2 and 3.3)

and presented in the table 3.3.



Table 3.2
Recommendation for the leadership style formation in the process of generation transition (cases of Simon Kuznets
KhNUE and Upper Austrian UAS)

Level of Simon Kuznets KhNUE Upper Austrian UAS
management BB —> X BB—>Y X —>Y X —>Z BB——> X X X
CEO Strategic, system, | Strategic, system, | Relation Strategic, elation | Strategic, system, relation | relation

digital, relation | digital, innovation, | understanding, team | understanding, understanding understanding

= understanding team work, diversity | work, diversity | innovation, change,

T acceptation, personal | acceptation, cross-cultural, digital,

2 principles personal principles | team work, diversity

S acceptation, personal

=) principles

¢ | Middle | Technical, Technical, Technical, Technical, Technical,  coordination | Technical,

S coordination  and | coordination and | communication, coordination and | and facilitation, | communication,

2 facilitation, facilitation,  creative | feedback, o facilitation, communication, feedback, | feedback

g— creative thinking, | thinking, innovation, | innovation, digital, | communication, creative thinking,

S communication, digital,  coordination | coordination and | feedback, creative

© feedback and facilitation, team | facilitation, team | thinking, digital, team

work, personal | work, personal | work, personal
principles principles principles

Leadership Authority, Authority, Employee oriented Employee oriented Democratic, transactional | Transformational

style current Transactional Transactional (non- (sanction)
(non-peculiarity peculiarity reword)
reword)

Lifecycle End of maturity/turnaround stage, which appear when revitalization efforts are successful, the | Early maturity stage The organization has

stage organization can reverse its decline and return to growth. Leadership Requirements: resilience | stabilized, with steady growth, established market

description when leaders must demonstrate resilience and determination to navigate through challenges; | share, and mature products or services. Leadership
strategic thinking through re-evaluating and adjusting the organization’s strategy is critical to | Requirements: Operational Excellence when
ensuring sustainable growth; stakeholder engagement when trust is building and credibility | leaders focus on optimizing processes, reducing
with stakeholders is crucial for support during the turnaround. But these phases are not always | costs, and maintaining quality; innovation
linear, and organizations can move back and forth between them. Effective leaders are those | management — when innovation encouraging and
who can adapt their leadership styles and skills to meet the specific needs of their organization | staying relevant in a changing market becomes
at each stage of the life cycle. Additionally, leadership teams with diverse skills and | important; talent development when developing
experiences are often better equipped to address the multifaceted challenges presented by | and retaining talent is crucial for long-term
different phases of the organizational life cycle. sustainability.

Leadership Transition  style | Transformational, Transition style | Transformational, Transition style (change | Transformational

style in | (change and | employee oriented (change and | employee oriented and employee oriented)

generation employee- employee oriented)

transition oriented)

0LT
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Table 3.3
General recommendation with guidelines for choice of leadership style
N Stage Leadership style Guidelines
1 Be visionary and innovative to establish a unique identity.
E Entrepreneurial Foster a culture of risk-taking and experimentation.
mergence - - L
Transformational Encourage team collaboration and creativity.
Lead by example and be hands-on.

2 Focus on scaling operations and expanding market reach.

Early growth Transform_ational Empower employees and delegate responsibility.
Coaching Develop and mentor the team.
Promote a culture of adaptability and agility.

3 Focus on scaling operations and expanding market reach.
Rapid growth Coachi_ng Empow_er employees and Qelegate res_pc_JnsibiIity.

Transactional Streamline processes and improve efficiency.
Implement performance metrics and incentives.
4 Streamline processes and improve efficiency.
Maturity Transactional or Implement pe_rf_ormance metrics and incentives.
Servant Leadership | Serve as a facilitator and problem solver.
Encourage employee development and well-being.

5 Identify root causes of decline and make tough decisions.
Decline with Transformational Revise strategies and reposition the organization.
revitalization Turnaround Inspire change and regain market relevance.

Communicate openly and transparently.

6. Decline with Transformational Continue innovation apd adaptati_on.

recovery or Collaborative — Bm_ld strong partnerships and alllanc_:es. -
sustained employee oriented Maintain a focus on long-term sustainability.
growth stage Empower employees to take ownership.

7 Decline with Collaborative or Foster a culture of gxce_llence and c_ontinuous improvement.

established and Charismatic Leverage th_e organ_lzatlon's reputation and brand. -
domi - Encourage innovation to stay ahead of the competition.
ominant stage Leadership L2 -
Be an inspiring and visionary leader.

It is important to note that these general guidelines are not rigid, and leadership

styles may overlap or evolve over generation in the enterprise management changes.

Effective leaders should be flexible and capable of adapting their leadership style to

the specific needs and challenges of their enterprise at any given stage of its life

cycle. Additionally, a combination of leadership styles may be required to address

different aspects of the business simultaneously and transition leadership style

evaluated as a set of leadership styles combinations relevant to the cultural

environment, values and features of the employee s and leader’s generation together

with mission, vision and objectives current enterprises lifecycle stage.
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3.3. The scientific and practical approach to choosing leadership style in

enterprise management transition

Understanding the role of leadership at the enterprise management and
connection between strategy goals achieving and leadership style choice we try to
create methodical recommendation to leadership style formation. This
recommendation formed as a set of 12 principles together with guidelines, including
tools and rules for each step realization ( see table 3.4). Chapter 1 shows the results of
the theoretical study of the leader’s phenomenon nature and modern condition of
leadership style formation, such as national culture influence, different values and
features inherited to different generation of leaders and followers.

Based on the result of this research statement of the concept was formulated
and proved (subchapter 1.3) which present the author’s understanding of procedure
(subchapter 3.1) of the leadership style formation in the process of the generation
transition Practical application of this theoretical findings demand detailed guidelines
within the enterprisefor a company’s management how to choose a dominant
leadership style formation.

They are based on such main principles:

1) Assess Organizational Goals and Culture;

2) Understand the Business Environment;

3) Examine Employee Demographics and Needs;

4) Review Leadership Talent;

5) Match Leadership Style to Business Objectives;

6) Foster a Culture of Adaptability;

7) Promote Communication and Collaboration;

8) Provide Leadership Development Programs;

9) Monitor and Adjust;

10) Encourage Employee Feedback;

11) Promote a Values-Driven Culture;

12) Lead by Example.



Table 3.4

Guidelines for leadership style formation under the process of generation transition in the enterprise management

Principles What to do Methods

Assess Start by | Surveys and Questionnaires:

Organizational | evaluating the | Conduct anonymous surveys or questionnaires to gather employee opinions about the organization's culture and leadership. Tools like the Organizational Culture

Goals and | company's long- | Assessment Instrument (OCAI) can be helpful for this purpose.

Culture: term goals, | Focus Groups:
mission, and | Organize focus group discussions with employees to delve deeper into their perceptions of the organizational culture and leadership. Encourage candid and open
values. Consider | conversations.
how these | Review Documents and Artifacts:

objectives align
with the current
organizational

Analyze internal documents, such as policies, reports, and communication materials, to understand the prevailing culture and leadership practices.
Leadership Workshops:
Facilitate workshops or training sessions with leadership teams to discuss the organization's goals and values. Encourage leaders to reflect on how their leadership

culture. styles align with these principles.
External Consultation:
Consider seeking external expertise from organizational psychologists or consultants who specialize in culture and leadership assessments. They can provide
objective insights and recommendations.
360-Degree Feedback:
Implement a 360-degree feedback process where leaders receive input from their superiors, peers, and subordinates. This can highlight areas where leadership
styles may need adjustment.
Data Analytics:
2Utilize data analytics tools to gather and analyze data related to employee engagement, turnover rates, and performance metrics. These data points can provide
quantitative insights into the organizational culture's effectiveness.
Review Historical Performance:
Examine past performance trends to identify periods of success or challenges. Consider whether leadership styles played a role in these outcomes.
By carefully considering these aspects and utilizing various assessment methods, organizations can gain a comprehensive understanding of their current culture
and align their leadership style choices with their mission, values, and long-term goals. This assessment process should be ongoing to adapt leadership styles as
the organization evolves.
Understand the | Analyze the | Market Research:
Business external factors | Conduct market research to gather data on customer preferences, market trends, and competitive forces. Use surveys, focus groups, and data analysis to gain insights.
Environment: affecting  the | Competitor Analysis:
company, such | Study the leadership approaches of your competitors. Assess their strengths and weaknesses and consider how your leadership style can differentiate your
as industry | organization.

trends, competi-
tion, and market
dynamics.
Different
business
environments
may require
different
leadership
styles.

Regulatory and Legal Analysis:

Keep abreast of regulatory changes and legal requirements that impact your industry. This can help leaders anticipate challenges and adapt their styles
accordingly.

Scenario Planning:

Develop scenarios to anticipate potential future challenges and opportunities in the business environment. Tailor leadership styles to address these scenarios.
Crisis Preparedness:

Implement crisis management simulations and training exercises. Test the effectiveness of leadership styles in responding to various crisis scenarios.
Cross-Cultural Training:

Provide cross-cultural training to leaders and employees who work in diverse global markets. This helps in adapting leadership styles to different cultural
contexts.

€LT



Continuation of the Table 3.4

Principles

What to do

Methods

Stakeholder Engagement:

Actively engage with key stakeholders, such as customers, suppliers, and investors, to understand their expectations and feedback on leadership styles.
Industry Associations and Networks:

Participate in industry-specific associations and networks. Collaborate with peers to exchange insights on leadership best practices within the industry.
External Consultants and Advisors:

Seek guidance from external consultants or advisors who specialize in your industry. They can provide industry-specific expertise and insights.
Environmental Scanning Tools:

Use environmental scanning tools and software to automate the process of monitoring external factors and trends that may impact the business environment.

Examine
Employee
Demographics
and Needs:

Take into
account the
diversity of the
workforce, their
skills, and their
preferences.

Understand

what motivates
and engages
employees.

Employee Surveys:

Conduct regular surveys to gather feedback from employees on their preferences regarding leadership styles, communication, and work-related needs. Tools like
engagement surveys or pulse surveys can be valuable.

Focus Groups:

Organize focus group discussions with employees from various demographic groups. Encourage open and honest conversations about their expectations and
experiences with leadership.

Demographic Data Analysis:

Analyze demographic data within your organization to identify trends and patterns related to employee needs and preferences. This can help tailor leadership
approaches.

Generational Workshops:

Offer workshops or training sessions that focus on generational differences in the workplace. This can help leaders better understand and connect with employees
from different age groups.

Leadership Development Programs:

Customize leadership development programs to address the specific needs of different employee segments. Provide training in areas that align with employee
demographics.

Mentorship and Coaching:

Implement mentorship and coaching programs that pair employees with leaders who can provide guidance and support tailored to individual needs.

Feedback and Recognition Systems:

Establish feedback and recognition systems that acknowledge and reward employees in ways that resonate with their preferences and motivations.

Flexible Work Arrangements:

Offer flexible work arrangements, when feasible, to accommodate the work-life balance needs of employees with varying life stages and responsibilities.
Inclusivity and Diversity Initiatives:

Develop and promote inclusivity and diversity initiatives to ensure that leadership styles and organizational practices are inclusive of all demographic groups.
Employee Resource Groups:

Encourage the formation of employee resource groups (ERGs) based on common demographics or interests. ERGs can provide a platform for employees to voice
their needs and concerns.

Review
Leadership
Talent:

Assess the
leadership talent
within the
organization.

Identify
individuals with
leadership
potential  and

consider their

Leadership Assessments:

Use leadership assessment tools and surveys to evaluate the leadership styles and competencies of current leaders. Tools like 360-degree feedback surveys can
provide valuable insights.

Talent Reviews:

Conduct talent review meetings to identify high-potential employees and assess their leadership potential. These meetings can involve leaders from different parts
of the organization.

Leadership Development Programs:

Offer leadership development programs that provide training and coaching to employees with leadership potential. These programs can help groom leaders with
the desired style.

V.1



Continuation of the Table 3.4

Principles What to do Methods
natural Mentorship and Coaching:
leadership Pair emerging leaders with experienced mentors or coaches who can guide them in developing leadership skills and adapting their styles as needed.
styles. Succession Planning Workshops:
Host workshops and planning sessions focused on succession planning. These sessions can help identify leadership gaps and prepare individuals for future
leadership roles.
Behavioral Interviews:
Incorporate behavioral interviews into the hiring process to assess candidates' leadership styles, values, and alignment with the organization's culture.
360-Degree Feedback:
Use 360-degree feedback assessments not only for existing leaders but also for potential leaders. This can provide a holistic view of their leadership capabilities.
Diversity and Inclusion Initiatives:
Implement diversity and inclusion initiatives to ensure that leadership talent pools are diverse and reflective of the broader workforce.
Leadership Training Workshops:
Host workshops and training sessions focused on specific leadership styles, such as transformational, democratic, or servant leadership. Allow leaders to explore
and develop their preferred styles.
Regular Talent Reviews:
Conduct regular talent review sessions to monitor the progress and development of emerging leaders and adjust leadership deve lopment strategies accordingly.
Match Align the Strategic Planning Sessions:
Leadership chosen Hold strategic planning sessions that involve leadership teams and key stakeholders. Discuss the organization's objectives and determine how leadership styles
Style to leadership style | can best support them.
Business with the Objective-Based Leadership Training:
Objectives: company's Provide leadership training programs that are tailored to specific business objectives. For example, if innovation is a priority, offer training in transformational
strategic leadership.
objectives. For | Performance Metrics Alignment:
example, if Align performance metrics and key performance indicators (KPIs) with business objectives. Ensure that leaders are evaluated based on their contributions to these
innovationisa | objectives.
priority, Scenario Analysis:

consider a more
transformational
leadership style.

Conduct scenario analysis to anticipate different business outcomes based on leadership styles. This can help leaders understand the potential impact of their style
choices on specific objectives.

Leadership Style Mapping:

Create a leadership style map that identifies which styles are best suited for different business scenarios and objectives. This can serve as a reference for leaders.
Regular Objective Review:

Periodically review and reassess the alignment between leadership styles and business objectives. Make adjustments as needed to ensure continued alignment.
Feedback and Assessment:

Collect feedback from employees and stakeholders regarding the effectiveness of leadership styles in achieving business objectives. Use this feedback for
improvement.

Change Management Plans:

If business objectives involve significant organizational change, develop change management plans that outline the leadership style required to successfully
navigate and implement the changes.

Cross-Functional Collaboration:

Encourage collaboration and communication between different departments and teams to ensure that leadership styles are harmonized across the organization in
pursuit of common objectives.

Benchmarking Best Practices:

Study industry benchmarks and best practices related to leadership styles and their impact on achieving similar business objectives.

GLT



Continuation of the Table 3.4

Principles What to do Methods
Foster a Encourage Training and Development Programs:
Culture of leaders to be Implement training programs that focus on adaptability, innovation, and resilience. These programs can include workshops on change management and agile
Adaptability: adaptable and methodologies.
flexible in their | Change Management Strategies:
approach. Develop and communicate clear change management strategies when major organizational changes are planned. Involve employees in the change process and
Different teams | provide them with the necessary support.
or departments | Cross-Functional Teams:
may benefit Form cross-functional teams that bring together employees from different departments to work on innovation projects or address challenges collaboratively.
from varying Innovation Challenges:
leadership Organize innovation challenges or hackathons where employees can generate and test innovative ideas. Recognize and reward creative solutions.
styles. Feedback Loops:
Create feedback loops that allow employees to provide input on processes, products, and services. Use this feedback to drive improvements and adaptations.
Leadership Development:
Include adaptability as a key leadership competency in leadership development programs. Train leaders to be adaptive and responsive to change.
Regular Strategy Review:
Periodically review and reassess the organization's strategic goals and direction. Ensure that the strategy remains adaptable and aligned with changing market
conditions.
Psychological Safety:
Establish a culture of psychological safety where employees feel comfortable expressing their ideas and concerns without fear of retribution.
Celebrate Adaptation:
Recognize and celebrate instances where employees or teams successfully adapted to change or overcame challenges through innovative solutions.
Metrics and Key Performance Indicators (KPIs):
Define KPIs related to adaptability, such as the speed of implementing changes or the number of innovative ideas generated. Track these metrics to assess
adaptability progress.
Scenario Planning:
Use scenario planning to prepare for different potential futures and develop strategies for adapting to each scenario.
Adaptive Leadership Models:
Explore adaptive leadership models such as "adaptive leadership" by Heifetz and Linsky or the "Cynefin framework™ by Snowden to guide leaders in complex
and adaptive situations.
Promote Emphasize open | Regular Meetings and Check-Ins:
Communicatio | and transparent | Conduct regular team meetings, one-on-one check-ins, and town hall sessions to facilitate communication between leaders and employees. These meetings can be
n and communication | in-person or virtual.

Collaboration:

channels within
the
organization.
Ensure that
leaders at all
levels are
encouraged to
collaborate and
share insights.

Collaboration Tools:

Implement collaboration tools like project management software, communication platforms (e.g., Slack, Microsoft Teams), and document sharing systems (e.g.,
Google Workspace) to streamline teamwork.

Cross-Functional Teams:

Form cross-functional teams to work on specific projects or initiatives. These teams should include members from various departments and levels within the
organization.

Communication Workshops:

Offer communication and collaboration workshops to employees and leaders. These workshops can provide skills and strategies for effective communication.
Diversity and Inclusion Programs:

Develop diversity and inclusion programs that foster a culture of acceptance and respect for different perspectives. Ensure that leaders actively support these
initiatives.

9.1



Continuation of the Table 3.4

Principles

What to do

Methods

360-Degree Feedback:

Use 360-degree feedback assessments to gather insights on communication and collaboration effectiveness among leaders and teams. This feedback can guide
improvement efforts.

Leadership by Example:

Leaders should model effective communication and collaboration behaviors. When leaders are seen as open and collaborative, it encourages employees to follow
suit.

Feedback Mechanisms:

Establish formal feedback mechanisms where employees can provide input on processes, policies, and workplace culture. Act on this feedback to demonstrate
responsiveness.

Conflict Resolution Training:

Provide training in conflict resolution and constructive feedback techniques. Equip employees and leaders with the skills to address conflicts and communication
challenges.

Clear Communication Channels:

Define clear communication channels for important updates, announcements, and decision-making processes. Ensure that everyone knows where to find critical
information.

Employee Resource Groups:

Encourage the formation of employee resource groups (ERGs) based on common interests or backgrounds. ERGs can provide forums for employees to
collaborate and communicate effectively.

Regular Team Building Activities:

Organize team-building activities and events to build trust and camaraderie among employees. Strong team relationships enhance collaboration.

Conflict Mediation Services:

Offer conflict mediation services or access to HR professionals who can assist in resolving interpersonal conflicts.

Provide
Leadership
Development
Programs:

Invest in
leadership
development
programs and
training to help
leaders acquire
the skills
necessary for
their chosen

leadership style.

Needs Assessment Surveys:

Administer surveys or assessments to identify leadership development needs within the organization. Tools like 360-degree feedback assessments can provide
valuable insights.

Competency Models:

Develop competency models that outline the skills, behaviors, and attributes expected of leaders in the organization. Use these models as a foundation for
program development.

Leadership Workshops and Seminars:

Offer leadership workshops, seminars, and training sessions on topics such as emotional intelligence, conflict resolution, and strategic thinking.

Executive Education Programs:

Partner with universities or executive education providers to offer specialized leadership programs that align with organizational needs.

On-the-Job Training:

Provide opportunities for leaders to gain practical experience and apply what they've learned in real-world situations. Assign challenging projects or roles to
foster growth.

Leadership Coaching:

Engage external or internal coaches to work with leaders individually or in small groups. Coaching can help leaders address specific challenges and develop their
leadership skills.

Peer Learning Groups:

Create peer learning groups where leaders can share experiences, challenges, and best practices. Peer support can be a powerful learning tool.

Leadership Simulations:

Use leadership simulations and role-playing exercises to expose leaders to various scenarios and decision-making challenges.

Online Learning Platforms:

LLT



Continuation of the Table 3.4

Principles What to do Methods
Utilize online learning platforms and e-learning modules to make leadership development resources accessible to a broader audience, including remote or
dispersed teams.
Assessment Centers:
Establish assessment centers where leaders can undergo comprehensive evaluations and receive feedback on their leadership skills and potential areas for
improvement.
Regular Progress Reviews:
Conduct regular progress reviews and check-ins with participants in leadership development programs. Use these sessions to discuss achievements and set new
goals.
Mentorship Programs:
Launch mentorship programs that pair experienced leaders with emerging leaders. Mentorship relationships can provide invaluable guidance and development
opportunities.
Leadership Retreats:
Organize leadership retreats or off-site events that focus on leadership development, team-building, and strategic planning.
Certification Programs:
Offer leadership certification programs to recognize and validate the skills and competencies of leaders who complete specific training.
Feedback Surveys:
After the completion of leadership development programs, gather feedback from participants to assess program effectiveness and make improvements.
Monitor and Continuously Regular Feedback Surveys:
Adjust: assess the Conduct regular feedback surveys, such as engagement surveys or leadership assessments, to gather input from employees and stakeholders regarding leadership

effectiveness of
the dominant
leadership style
within the
organization. Be
prepared to
make
adjustments
based on
feedback and
changing
circumstances.

effectiveness.

360-Degree Feedback:

Implement 360-degree feedback assessments where leaders receive feedback from superiors, peers, and subordinates. Use this feedback for self-improvement and
coaching.

Performance Reviews:

Include leadership effectiveness as a component in performance reviews for leaders. Evaluate their ability to adapt and respond to changing needs.

Organizational Assessments:

Periodically conduct organizational assessments to evaluate the overall health of the workplace, including the alignment of leadership styles with organizational
goals.

Regular Strategy Review:

Review the organization's strategic plan and objectives regularly to ensure that leadership styles are still well-suited to achieving those goals.

Benchmarking and Best Practices:

Benchmark leadership practices against industry peers or best-in-class organizations. ldentify areas where improvements can be made.

Environmental Scanning Tools: Utilize environmental scanning tools and market research to stay informed about external factors that may impact the
organization. Adjust leadership strategies accordingly.

Scenario Planning:

Continuously engage in scenario planning to anticipate potential future challenges and opportunities. Develop strategies for leadership adaptation based on
different scenarios.

Feedback Mechanisms:

Establish formal feedback mechanisms for employees to provide input on leadership practices and suggest improvements.

Leadership Development Programs:

Provide ongoing leadership development programs and coaching to help leaders adapt and refine their styles as needed.

8.1



Continuation of the Table 3.4

N Principles What to do Methods
Conflict Resolution and Mediation:
Offer conflict resolution and mediation services to address any conflicts or issues related to leadership styles within the organization.
Regular Leadership Retreats:
Hold regular leadership retreats or off-site meetings where leaders can reflect on their leadership practices, share insights, and strategize for the future.
Scenario-Based Training:
Conduct scenario-based training exercises that challenge leaders to adapt to different situations and practice flexibility.
Culture Assessments:
Periodically assess the organizational culture to ensure that it supports adaptive leadership and a feedback-rich environment.
10 Encourage Create Anonymous Surveys:
Employee mechanisms for | Conduct anonymous surveys to collect feedback from employees on various aspects of the organization, including leadership, culture, and work environment.
Feedback: employees to Suggestion Boxes:

provide
feedback on
leadership styles
and their impact
on the
workplace. This
input can be
valuable for
fine-tuning the
leadership
approach.

Place suggestion boxes in common areas or create digital suggestion boxes where employees can submit ideas, concerns, or feedback anonymously.
Regular One-on-One Meetings:

Encourage regular one-on-one meetings between employees and their supervisors to discuss work-related issues, career aspirations, and concerns.
Open-Door Policy:

Implement an open-door policy where leaders are accessible to employees and are willing to listen to their feedback and concerns at any time.
Feedback Surveys:

Conduct periodic feedback surveys focused on specific topics, such as leadership effectiveness, workplace culture, or employee engagement.

Peer Feedback:

Promote peer-to-peer feedback mechanisms where employees can provide constructive feedback to their colleagues.

360-Degree Feedback:

Implement 360-degree feedback assessments where employees receive feedback from superiors, peers, subordinates, and even external stakeholders.
Employee Focus Groups:

Organize focus group discussions with employees to delve deeper into specific topics or issues. These sessions can provide qualitative insights.
Digital Feedback Platforms:

Use digital feedback platforms and tools that enable employees to submit feedback, suggestions, and concerns electronically.

Regular Town Hall Meetings:

Host regular town hall meetings where leaders provide updates on the organization's performance and invite questions and feedback from employees.
Feedback Training:

Provide training to employees and leaders on how to give and receive constructive feedback effectively.

Recognition and Rewards for Feedback:

Recognize and reward employees who actively provide valuable feedback and contribute to positive changes within the organization.

Feedback Response Teams:

Establish feedback response teams or committees responsible for reviewing and addressing feedback received from employees.

Feedback Metrics:

Track feedback-related metrics, such as the volume of feedback received, response times, and the percentage of issues resolved, to measure the effectiveness of

feedback processes.
Communication Skills Training:
Offer communication skills training to leaders to ensure that they can receive and respond to feedback in a constructive and empathetic manner.

6.1




Continuation of the Table 3.4

N Principles What to do Methods
11 Promote a Ensure that the | Values Workshops and Training:
Values-Driven chosen Conduct workshops and training sessions to educate employees and leaders about the organization's core values and how they should be lived in the workplace.
Culture: leadership style | Values-Based Hiring:
aligns with the | Integrate values alignment into the hiring process. Assess candidates not only for skills and qualifications but also for their alignment with the organization's
company's core | values.
values. A Values Recognition Programs:
values-driven Implement recognition programs that celebrate employees who consistently demonstrate the organization's values in their work.
approach can Values-Based Performance Metrics:
help maintain Develop performance metrics that include an evaluation of how well employees and leaders uphold the organization's values.
consistency and | Values-Based Leadership Development:
authenticity in | Incorporate values-based leadership development into training programs. Leaders should learn how to make decisions that align with the organization's values.
leadership. Values Alignment Surveys:
Use surveys to assess the degree of values alignment within the organization. Identify areas where alighment may be lacking and take corrective action.
Ethics and Compliance Programs:
Establish ethics and compliance programs that promote adherence to the organization's values and ethical standards.
Values Champions:
Appoint values champions or ambassadors who are responsible for promoting and upholding the organization's values throughout the company.
Feedback on Values:
Encourage employees to provide feedback on the organization's values and how they perceive them in action. Use this feedback to refine values-related
initiatives.
Regular Values Assessments:
Periodically assess the organization's values to ensure they remain relevant and aligned with the evolving needs and goals of the company.
Values Communication:
Continuously communicate and reinforce the organization's values through internal messaging, town hall meetings, and other communication channels.
Values Integration in Leadership Development:
Include values integration as a key component of leadership development programs. Leaders should learn how to make values-based decisions and lead by
example.
Transparency and Accountability:
Promote transparency in decision-making processes and hold leaders accountable for demonstrating values in their actions and decisions.
12 Lead by Senior leaders | Leadership Training:
Example should Provide leadership training that emphasizes the importance of leading by example. Include modules on authenticity, ethics, and values-based leadership.
exemplify the | 360-Degree Feedback:
chosen Use 360-degree feedback assessments to gather insights into leaders' behaviors and their impact on others. Share feedback with leaders for self-improvement.

leadership style
to set the tone
for the rest of
the
organization.

Mentoring and Coaching:

Assign mentors or coaches to leaders to guide them in aligning their actions with leadership expectations and organizational values.

Peer Review and Recognition:

Implement peer review processes where leaders are evaluated by their peers based on their leadership behaviors and leading by example. Recognize and reward
leaders who excel in this area.

Regular Check-Ins:

Conduct regular check-ins and performance evaluations that assess leaders not only on results but also on their demonstration of leadership behaviors and values.
Role Modeling Workshops:

Organize workshops and role-playing exercises that help leaders practice leading by example in various scenarios.
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Continuation of the Table 3.4

Principles

What to do

Methods

Values Integration:

Integrate the organization's values into leadership development programs, coaching, and performance evaluations. Ensure that leaders understand how to apply
these values in their roles.

Accountability:

Hold leaders accountable for their actions and behaviors, especially when they fall short of the organization's standards. Leaders should understand the
consequences of their actions.

Communication Skills Training:

Provide communication skills training to help leaders convey messages in an authentic and transparent manner.

Leadership Assessments:

Regularly assess leaders' leadership style and alignment with organizational values using leadership assessments and surveys.

Feedback Loops:

Create feedback loops where employees and peers can provide feedback on leadership behaviors and actions. Use this feedback for continuous improvement.
Transparency Initiatives:

Implement transparency initiatives that encourage leaders to share information and insights with employees, demonstrating a commitment to openness.
Storytelling:

Encourage leaders to share stories and anecdotes that illustrate the importance of leading by example and aligning actions with values.

18T
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These guidelines are meant to offer a flexible framework for developing a
dominant leadership style within an enterprise. They provide a set of principles and
considerations that can be adapted and implemented in a way that makes the most
sense for the enterprise’s specific lifecycle stage, cultural and generational
circumstances and current strategic objectives.

Even within a dominant leadership style, there are variations depending on the
specific roles, teams, and functions within the enterprise’s and levels of management.
Flexibility and adaptability should be encouraged to meet the diverse, multicultural
needs of different parts of the enterprise while maintaining overall alignment with the
chosen style.

The guidelines provided above are meant to be principles and considerations
that an enterprise’s management should follow, rather than strict, linear stages to be
performed step by step. They do not necessarily need to be followed in a specific
order, and many of these principles can be addressed concurrently or iteratively.

The enterprise should adapt and tailor these principles to its unique context,
needs, and priorities. Depending on the enterprise’s current state and environmental
factors, some principles may take precedence over others, and there may be
interdependencies among them.

For example, an University of Applied Sciences Upper Austria already have a
strong understanding of its organizational culture and leadership talent, so it can
prioritize aligning leadership styles with its strategic objectives on the stage of early
maturity (principle 5). Alternatively, an Simon Kuznets Kharkiv National University
of Economics at the end of it maturity lifecycle stage and sharp transition of leaders
generation on the middle management level need to focus first on fostering a culture
of adaptability (principle 6) and promoting open communication (principle 7) before
addressing other aspects.

Let’s discuss more detailed general recommendation for realization of all

principles.
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Principle 1. Assessing organizational goals and culture is a critical step in
choosing an appropriate leadership style for an organization. The main considerations
for this recommendation are:

Mission and Values Alignment started with review of the enterprise’s mission
statement and core values. Ensure that the chosen leadership style is consistent with
these fundamental principles. If, for example, the mission emphasizes innovation, a
more transformational leadership style may be suitable.

Long-Term Objectives estimation start from examination of the enterprise's
strategic goals and long-term objectives. Consider how the leadership style can
support these objectives. If the goal is to achieve sustainable growth, a style that
fosters collaboration and adaptability might be preferred.

Current Organizational Culture evaluating by the analysis of the existing
culture within the organization. Identify cultural elements, such as openness to
change, risk tolerance, and teamwork. The leadership style should complement and
enhance the current culture rather than clash with it.

Employee Feedback seeks input from employees at various levels of the
enterprise through surveys, focus groups, or one-on-one interviews. Employee asked
about their perceptions of the organization's culture and what leadership style they
believe would be most effective.

Benchmarking helps to compare the enterprise’s culture and leadership
practices with those of industry peers or best-in-class companies. Benchmarking can
provide insights into effective leadership styles within a similar context.

All methods for this principle realization presented in table 3.4.

Principle 2 give us possibility to understand the business environment is crucial
for selecting the right leadership style. The main recommendation can be formed as
follow:

Environmental analysis conducted as a comprehensive analysis of the external
business environment. This should include factors such as market trends, competitive
landscape, regulatory changes, and economic conditions. Understanding these

external forces helps shape the appropriate leadership style. In the case of Austria and
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Ukraine Environment characterized by the non-predictions and fast changes (crises,
COVID), for Simon Kuznets Kharkiv National University of Economics — together
with war conditions (starts from the February 2022).

Industry-specific insights describe the unique characteristics and challenges of
chosen industry. Different industries may require distinct leadership approaches. For
example, University as an educational organizations should thrive with more people-
focused, coaching leadership.

Customer and stakeholder needs together with expectations of customers and
key stakeholders should be considered. A leadership style that aligns with customer-
centricity or stakeholder engagement are essential for both Universities are essential.

Risk Assessment evaluating by the level of risk associated with your business
environment. High-risk environment condition occurs now in Ukraine because of
war. So, Simon Kuznets Kharkiv National University of Economics should benefit
from leadership styles that emphasize adaptability, crisis management, and quick
decision-making.

Globalization Impact nowadays is very important, because both Universities
(Ukrainian and Austrian) operates on a global scale, recognize the cultural and
geographical diversity of your workforce and customer base. Leadership styles
should be inclusive and adaptable to international, multicultural contexts.

By adopting these methods (detailed description in table 3.4) and
recommendations, Universities can gain a deep understanding of the business
environment and make informed decisions about the leadership style that best suits
their specific challenges and opportunities. This understanding should be regularly
updated to ensure leadership styles remain relevant and effective in a dynamic
business landscape.

Principle 3 examining employee demographics and needs is an essential aspect
of choosing the right leadership style. Main steps to following this consideration are:

Demographic and cultural diversity evaluated by assessment of the

demographic diversity of workforce, including age, gender, ethnicity, education level,
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and work experience. Different groups may have varying needs and preferences
regarding leadership styles (see research in chapter 2.3).

Generational differences understood by the generational makeup of leaders and
employees (e.g., Baby Boomers, Generation X, Millennials, Generation Z). Each
generation have distinct expectations and values related to leadership detailed
analysis and description giving in subchapter 1.3

Employee and leaders skills and experience considered Seasoned professionals
may require a different leadership approach than newer hires or entry-level
employees (see research in chapter 2.2).

Communication preferences analyze how employees prefer to communicate
and receive information. Some may prefer face-to-face interactions, while others may
be more comfortable with digital channels. But the latest condition of the COVID
pandemic requires from all University staff strong digital skills for interaction and
saving communicational channels. Especially important this issue become to Simon
Kuznets Kharkiv National University of Economics from the start of Russian
invasion to Ukraine.

Motivation and engagement factors identify what motivates and engages
employees. Some may value recognition and advancement opportunities, while others
may prioritize work-life balance or a sense of purpose more detailed arguments about
current system of motivation in University of Applied Sciences Upper Austria and
Simon Kuznets Kharkiv National University of Economics see at subchapter 3.2).

By implementing methods listed at the table 3.4 and considering the diverse
demographic, multicultural makeup of the employee and leaders, Universities can
tailor their leadership styles and practices to meet the current stage of lifecycle and
unique needs and expectations of their employees. This approach can enhance
employee satisfaction, engagement, loyalty and overall performance.

Principle 4 give us the possibility to review leadership talent as a critical step in
choosing the right leadership style for an organization. The main issues in the next

recommendation:
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Assess current leadership styles by examining the leadership styles of current
leaders within the organization. Determine if these styles align with the
organization’s generation combination, stage of lifecycle, goals, organizational and
national culture.

Identify leadership potential by identifying employees with leadership potential
who may not yet hold formal leadership positions. Consider their leadership qualities,
skills (by building profiles), and alignment with the organization’s values.

Succession planning by developing a succession plan that identifies individuals
who can step into leadership roles in the future and assess their readiness together
with leadership style fitting for those roles.

Leadership diversity ensure that leadership talent reflects diversity in terms of
gender, ethnicity, culture, generation, background, and skills. A diverse leadership
team can bring different perspectives and leadership styles.

Leadership competencies define the competencies and qualities expected of
leaders within the organization (generation Z expectation about leader’s
competencies presented at chapter 2). We need to evaluate how well current and
potential leaders embody these competencies.

By using methods presented at the table 3.4 and considering the leadership
talent within the organization, enterprises can identify leaders who possess the right
leadership style and potential to drive the organization’s success. It is very important
in the process of generation transition, especially for Simon Kuznets Kharkiv
National University of Economics, because now it poses the late maturity stage
(figure 3.2) and can follow 3 different trajectories of future development. So
leadership style and leaders competencies can become crucial factors of success.
Additionally, investing in leadership development can ensure that leaders are
equipped to adapt their styles as the organization’s needs evolve.

Principle 5 matching leadership style to business objectives is a critical aspect
of effective leadership. Detailed considerations and methods (see Table 3.4) for

organizations are:
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Strategic alignment ensure that the chosen leadership style aligns with the
organization's strategic objectives and goals. The leadership approach should support
the achievement of these objectives. Short-term vs. long-term goals perspective give
possibility to diversify business objectives which may require different leadership
styles. It should be considered whether the organization's goals are short-term (e.qg.,
meeting quarterly targets) or long-term (e.qg., fostering innovation for future growth).

Innovation and change assess the importance of innovation and adaptability in
achieving business objectives. Some objectives, like entering new markets or
launching innovative products, may require a more transformational leadership style.

Efficiency and execution give possibility to understand If the primary focus is
on operational efficiency and execution, a more directive or transactional leadership
style may be appropriate to ensure tasks are completed efficiently.

Customer-centricity or CRM approach especially important to the Universities
in Austria and Ukraine. If the enterprise’s objective is to enhance customer
satisfaction and loyalty, consider leadership styles that prioritize customer-centricity,
empathy, and responsiveness.

By methodically considering these factors and aligning leadership styles with
specific business objectives: environmental factors, stage of lifecycle, enterprises can
increase their chances of success and ensure that leadership practices are directly
contributing to the achievement of strategic goals (see examples in historical analysis
on the cases of University of Applied Sciences Upper Austria and Simon Kuznets
Kharkiv National University of Economics). Regular evaluation and adaptation are
key to maintaining this alignment as business objectives evolve over time.

Principle 6 fostering a culture of adaptability is crucial in today’s rapidly
changing business landscape, there are detailed considerations for organizations to
follow this recommendation:

Emphasize learning and development through promotion continuous learning
and development among employees, encouraging them to acquire new skills and

knowledge to stay adaptable.
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Openness to Change Cultivated as a mindset of openness to change at all levels
of the organization. Leaders should model this behavior by embracing change
themselves.

Risk-Taking and experimentation depended on the features of the national
culture (see subchapter 1.3). We need to create an environment where employees are
encouraged to take calculated risks and experiment with new ideas. Acknowledge
that not all experiments will succeed, but learning from failures is essential.

Communication and transparency achieving through the fostering transparent
and open communication channels where employees feel comfortable sharing their
ideas and concerns related to change and adaptation.

Empowerment and autonomy giving employees a sense of ownership and
autonomy over their work. Empowered teams are more likely to adapt quickly and
effectively.

By implementing these methods presented in table 3.4 and fostering a culture
of adaptability, enterprises can better navigate uncertain and rapidly changing
environments. Adaptability becomes a core competency that allows the organization
to respond effectively to emerging challenges and opportunities.

Principle 7 promotes communication and collaboration as essential for
effective leadership, below are detailed considerations for enterprises to follow this
recommendation:

Open and transparent communication should be encouraged throughout the all
enterprise’s level, to ensure that information flows freely from leaders to employees
and vice versa.

Cross-functional collaboration promote collaboration between different
departments and teams. Cross-functional collaboration can lead to innovative
solutions and improved decision-making. Establishing the culture of regular feedback
to encourage employees to provide feedback to their peers and leaders constructively.
Utilize digital communication tools and platforms to facilitate collaboration,

especially in remote or dispersed teams.
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Inclusivity and diversity helps to create an inclusive environment where
diverse voices and perspectives are valued. Inclusivity can foster creativity and better
problem-solving.

Promoting communication and collaboration is an ongoing effort that requires
consistent attention and reinforcement. This methods (see table 3.4) and
considerations which helps enterprises to create a more connected and cohesive
workplace, ultimately leading to improved teamwork and better outcomes was
implemented at the University of Applied Sciences Upper Austria and the Simon
Kuznets Kharkiv National University of Economics (historical cases analyzed at
subchapter 3.2).

Principle 8 provides leadership development programs as a crucial aspect of
nurturing effective leaders within an organization, detailed considerations are
presented below:

Leadership competencies should be identified through the key competencies
and skills that leaders need to be successful in the organization determination (see
chapter 2). Factors like adaptability, communication, decision-making, and team-
building, motivation and other was considered.

Individual Leadership Gaps should be assessed through the current leadership
talent within the organization to identify gaps and areas for improvement evaluation
and areas were leadership development is most needed should be find.

Customize programs to organizational needs for tailoring leadership
development programs to address specific organizational goals, challenges, and
cultural factors. One size does not fit all when it comes to leadership development.

Mentorship and coaching should be considered as a components into leadership
development programs. These one-on-one relationships can provide personalized
guidance.

Feedback and evaluation should be build as a mechanisms into leadership
development programs to track progress and measure the impact of the training.

Leadership development should be an ongoing and evolving process within the

organization. By implementing these methods and considerations, organizations can
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ensure that their leaders are well-equipped to lead effectively and drive the success of
the organization.

Principle 9. Monitoring and adjusting leadership styles and practices is crucial
for maintaining effectiveness in a dynamic environment, changing the stages of the
enterprise’s lifecycle and generation transition, main. considerations below, methods
presented in Table 3.4:

Establishment of the continuous feedback loop where leaders regularly seek
input from employees, peers, and stakeholders about their leadership styles and their
impact.

Definition of the key performance indicators (KPIs) related to leadership
effectiveness and regularly track them. Use data to identify trends and areas for
improvement.

Environmental scanning which give possibility to stay vigilant about changes
in the external environment, including industry trends, competitive dynamics, and
market shifts. Adjust leadership strategies accordingly.

Adaptability to organizational changes recognized that as the organization
evolves, leadership styles may need to evolve as well. Ensure that leaders are
adaptable to changing circumstances.

Alignment with organizational values through leadership practices monitoring
to ensure they remain aligned with the organization’s core values and mission. Any
deviations should be addressed promptly.

Monitoring and adjusting leadership styles should be an ongoing and iterative
process, especially in the condition of generation transition. As we can see at
table 3.2 for the University of Applied Sciences Upper Austria and the Simon
Kuznets Kharkiv National University of Economics now we can observe generation
transition processes on the both levels of management hierarchy. By implementing
methods, presented in table 3.4, Universities can ensure that leadership remains
effective, adaptable, and aligned with the evolving needs of the organization and its

workforce.
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Principle 10 encouraging employee feedback is crucial for fostering a culture
of open communication and continuous improvement, The main considerations and
recommendations are:

Psychological safety need to create an environment where employees feel
psychologically safe to share their opinions and concerns without fear of retaliation
or judgment. Also we need to establish multiple feedback channels and mechanisms
to cater to diverse preferences, including anonymous options for those who may be
hesitant to speak up openly. And encourage timely feedback so that issues can be
addressed promptly, because delayed feedback may result in missed opportunities for
improvement.

Two-way communication promotion, where employees not only provide
feedback but also receive feedback from leaders and colleagues also a commitment to
closing the feedback loop by acknowledging and acting upon feedback received need
to be demonstrated.

Encouraging employee feedback should be an integral part of an organization's
culture. By implementing these methods (see table 3.4) and considerations,
organizations can create a culture of open communication, where employees feel
valued and heard, leading to improved employee engagement, retention, and overall
organizational performance.

Principle 11 promoting a values-driven culture is essential for aligning
leadership styles with the core principles and beliefs of an organization, detailed
recommendation are:

Clearly defining of the organization’s core values and principles that guide
decision-making and behavior. These values should reflect the organization’s mission
and vision and be appropriate to each stage of organization lifecycle.

Core values should be integrated into the decision-making process, from
strategy development to day-to-day operations to ensure that decisions align with the
organization’s values.

Leadership role models should serve as role models for others to emulate.
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We need to ensure that leaders embody and exemplify the organization’s core
values which is different for the different generation of leaders and followers.

Effectively communicate the organization’s values to all employees. Regularly
reinforce their importance through internal communications and actions.

Alignment with Employee Values (see research of generation Z values in
subchapter 2.2). We need to recognize and respect that employees’ own values and
encourage alignment between individual values and the organization’s values to
enhance engagement and commitment.

Promoting a values-driven culture is an ongoing effort that requires
commitment and consistency. By implementing these methods and considerations,
organizations can create a workplace where employees are aligned with the
organization’s values, resulting in a positive impact on employee morale, ethical
conduct, and overall organizational culture.

Principle 12 — leading by example is a fundamental aspect of effective
leadership that sets the tone for behavior and expectations within an organization,
The main recommendations are:

Consistency in actions and words ensure that leaders consistently demonstrate
the behaviors and values they expect from employees. Inconsistencies erode trust and
credibility.

We need to encourage leaders to be authentic and transparent in their actions
and communications. Authenticity fosters trust and relatability.

Align personal values and actions with the organization’s values. Leaders
should embody the values that the organization holds dear.

Set high standards for performance, ethics, and conduct. Leaders should
exemplify these standards in their own work. For example at Simon Kuznets Kharkiv
National University of Economics was developed and implemented University “Code
of ethic and conduct” where the main rules and norms are fixed.

Leaders should demonstrate a willingness to adapt, learn, and grow. Leaders
who show vulnerability and a commitment to personal development inspire others to

do the same.
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We can conclude that leading by example is not a one-time effort but an
ongoing commitment. By implementing these methods (table 3.4) and considerations,
organizations can cultivate leaders who inspire trust, integrity, and ethical conduct

throughout the organization.

Conclusions to chapter 3

Having conducted a comprehensive assessment of the historical aspects and the
procedure of changing the leadership style, which works in the national culture of
Austria and Ukraine, we determined the phases and stages of the life cycle for the
University of Applied Sciences Upper Austria and Simon Kuznets Kharkiv National
University of Economics. Having studied the features of each of the phases of the life
cycle and the modern realities of the change of generations of leaders in the
management of enterprises, we discovered patterns in the formation of leadership
style.

Based on conceptual provisions that take into account the realities of the
functioning of modern enterprises, the procedure for forming a leadership style in the
process of changing generations of managers was developed and substantiated. This
procedure includes ten stages that allow you to take into account the specifics of each
stage of the company's life cycle, the characteristics of the national culture in which
the company operates, along with the values and psychological characteristics of
different generations when forming a leadership style.The first stage for the current
leadership style evaluating have key point to identifying areas for improvement
based on the realization of next task: leadership style assessment; employee
satisfaction evaluation; performance and productivity evaluation; employee turnover
and retention analysis; team dynamics examination; communication. evaluation;
adaptability and change management. consideration; employee development

determination; e thical and cultural considerations; leadership development
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assessment; feedback and continuous improvement estimation; encourage leaders to
seek feedback and engage in continuous improvement estimation; benchmarking;
future-readiness; legal and compliance considerations.

Stage 2 combine cultural and generational analysis. The approach cultural
analysis essential features is sensitivity which avoid making assumptions based solely
on a leader's cultural background, because individuals can have a wide range of
experiences and beliefs within their cultural context and leaders may evolve, adapt
their leadership style over time, incorporating elements from various cultures and
experiences. Generational analysis give possibility to make conclusion that
generational experiences can overlap, because not everyone born in a specific time
frame will share all the same characteristics, , but effective leaders should recognize
the diversity of their followers' generational backgrounds and adapt their leadership
styles and strategies to foster effective collaboration, among individuals from
different generationsbased on the leader's ability to understand and connect with their
personnel, regardless of their generational cohort.

Stage 3 evaluate current stage of the enterprise’s lifecycle. As for effected
leadership style we assume it can be adapted to the pecularities of each stage and
leader’s skills should meet the specific needs of the enterprice at each moment.
Additionally, leadership teams with diverse skills and experiences are often better
equipped to address the multifaceted challenges presented by different phases of the
organizational life cycle.

Stages 4 and 5 represent decision-making process and consist from 2
alternatives. Stage 7 and 8 present process of the leadership style transition while
generation of leaders are changed in the two ways: directly or through the transitional
leadership style.

Stages 8 include formation of a leadership style and its conformity to the
organizational life cycle stage is a crucial aspect of organizational success. Different
stages of an organization's life cycle require different leadership styles to effectively

navigate challenges and capitalize on opportunities.
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The proposed procedure was tested on the basis of the assessment and survey
of leaders at different levels of management of the Simon Kuznets Kharkiv National
University of Economics and the University of Applied Sciences Upper Austria. To
test our hypothesis about leadership style formation on the different enterprises
lifecycle stage in the process of generation transition we use survey method and
special questionnaire, consisting from five questions about University development
was installed in both universities.

We determined that at the present time at the level of CEO management in
both universities there is a transition of leadership from the BB generation to
generation X, at the level of middle management — at the University of Applied
Sciences Upper Austria, generation X does not change, and at Simon Kuznets
Kharkiv National University of Economics generation X is replaced by generations Y
and Z.

This leads to the fact that leadership styles must also be changed from
authoritarian to democratic (CEO) and from democratic to transformational (middle
level) in Ukraine; from democratic to transformational (SEO) and from
transformational to coaching in Austria. Thus, it will ensure internal compliance with
the expectations of subordinates and their internal motivation to work.

Practical application of this theoretical findings was formed as a methodical
recommendation for the company's management about the leadership style
formation. This recommendation based on such main principles: assessment of the
organizational goals and culture: understanding the business environment:
examination of the employee demographics and needs: reviewing of the leadership
talent: matching the leadership style to business objectives: fostering a culture of
adaptability: promotion of communication and collaboration: providing leadership
development programs: monitoring and adjusting all proceses: encouraging
employee’s feedback: promotion the values-driven culture: leading by example.
These reccomendation give possibility to offer a flexible framework for developing a
dominant leadership style within an enterprise, provide a set of rools, instruments

and considerations that can be adapted and implemented in a way that makes the
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most sense for the enterprise's specific lifecycle stage, cultural and generational
circumstances and current strategic objectives.

The main provisions of the first chapter of the dissertation are published in the
author's works [220, 222, 225].

List of used references: [23, 30, 38, 49, 150, 151, 152, 153, 154].
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CONCLUSIONS

The dissertation solved an important scientific and practical task of further
development of theoretical provisions, methodical support and development of
practical recommendations for the leadership style formation at the process of
generation transition in the enterprise management. Based on the results of the study,
we have come to the following conclusions.

Based on the generalization of the theoretical background, the theoretical
analysis of the theory of leadership has been improved: the definition of the concept
of "leadership", a feature of which is the consideration of both the processes of
generational change in the management of the enterprise (and therefore - based on
generational values), as well as cross-cultural aspects inherent in the global nature of
organizational processes, as well as the concept of "transitive" leadership style, which
arises when generations change in the management of the enterprise, is introduced.

Summarizing present-day scientific studies of the leadership, generational and
cross-cultural approaches together with contemporary management approaches, made
possible to formulate main conceptional provisions regarding the formation of a
leadership style in enterprise management in the process of generational change, next
following theoretical provisions was included: leadership style is of decisive
importance for ensuring enterprise management; managers demonstrate a leadership
style that corresponds to their individual characteristics and values; different
generations have different values, and therefore choose different leadership styles; in
the process of changing generations, a transitive style of leadership may appear; there
are additional factors influencing the leadership style: national culture and the stage
of the organization's life cycle, it is necessary to define a special procedure for the
formation of an appropriate leadership style, which allows you to switch to a new
style directly or through a transition period to help the enterprise achieve its main

goals.
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A retrospective study of scientific views and research on the values and
psychological characteristics of the different generation made it possible to
substantiate it based on the group of competencies which should have leaders in the
management of the enterprises at all hierarchical levels. It also allows establishing
compliance between leader’s competencies and score rates of 6-dimentional Hofstede
model, to obtain background for leadership style differentiation across the national
cultures of organization.

The theoretical provisions of modern processes of change in leadership theory
have been improved, the novelty of which is the consideration of groups of
competencies necessary for different styles of leadership (professional,
methodological, "soft" skills), which made it possible to form a matrix of leaders'
competences, differentiated in terms of different generations and characteristics
national culture, which will contribute to the acceleration of the formation of an
effective leadership style that corresponds to the strategic goals of the enterprise.

Generalization of the scientific output of modern research in the context of
cross-generational management made it possible to systematize and analyze all
factors, affecting the work environment. That is why an important aspect in the study
together with conceptual approach application, give possibility to formed a
comprehensive list of the most important requirements that are put forward to the
work environment to ensure effective communication between generations when
implementing a transitive leadership style are summarized, which are grouped as
follows: attitude to work, organizational structure, motivational factors, technology,
cooperation, communication and technology, attitude to work. This made it possible
to compare the characteristics of the generations and the factors related to their
cooperation in the workplace.

Analyzing influence of national culture on the formation of the leadership style
in the enterprise’s management, to develop the list of leadership style characteristic
based on the approach of H. Hofstede, used six-factor model. These results of the

analysis and comparison of the main characteristics of the Austrian and Ukrainian
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cultures was made, and the leadership styles immanently inherent in these cultures
were identified.

We also consider the possibility to the classify of the stages of the
organization's life cycle based on the morphological analysis analyzed and, taking
into account the characteristics of transitive and transformational leadership styles
inherent in the national cultures of Ukraine and Austria, a matrix of correspondence
of each of the styles at different phases of the organization's development (creation,
early growth, rapid growth, maturity and decline) was presented.

The study of the anonymous survey conducted with generation Z
representatives in Ukraina and Austria regarding their leaders’ features, allowed to
compare their expectations. Tis survey give possibility to formulate and test seven
hypotesys. The hypothesis that transformational and transactional leadership styles
are more important for representatives of generation Z in Ukraine than in Austria was
confirmed; the second hypothesis revealed that Ukrainian respondents rate
production-oriented leadership and change-oriented leadership higher than Austrian
respondents, while Austrian respondents pay more attention to employee-oriented
leadership styles. The hypotheses related to motivation made it possible to prove that
higher motivation to work leads to: a higher assessment of (a) transformational, (b)
employee-oriented, (c) change-oriented leadership style, regardless of country; higher
evaluation of (a) transactional monetary, (b) transactional non-monetary leadership
styles (with a stronger effect in Ukraine than in Austria); but has no effect on the
evaluation of the leadership style based on transactional sanctions in both countries
studied. Regarding the hypotheses about the existence of a relationship between the
leadership style and employee productivity, it was found that Ukrainian respondents
with a higher level of productivity give more preference to a transformational,
change-oriented, than to an employee-oriented (transactional) leadership style, but for
Austrian respondents, work results do not affect the desired leadership style.

Generalization of the results of questionnaire’s output in the context of
working environment expectation made it possible to systematize, analyze and take

into account the influence of the following groups of factors on the formation of
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leadership style: communication of leaders and employees, motivation, interaction
and communication, balance of work and personal life, gender characteristics.

The author proposes and substantiates specific recommendations for the
development of procedure for the formation of a leadership style in the process of
generational change, the novelty of which consists in determining the relationship
between the leadership style, national cultural differences, values and psychological
characteristics of representatives of different generations, as well as establishing
correspondences between the stage of the enterprise's life cycle and the most
appropriate one for it leadership style.

The implementation of these recommendations for adjusting leadership style to
the current condition of the enterprise (generational, cultural and lifesycle) was tested
on the example of three generations (X, Y, Z) who perform leadership functions in
modern enterprises: a comparative retrospective analysis of the change in leadership
styles throughout the history of University of Applied Sciences Upper Austria and
Simon Kuznets Kharkiv National University of Economics was conducted, which
made it possible to develop methodological support and toolkit of leadership style
formation and as a result — will make it possible to use the competitive advantages
created by the Austrian and Ukrainian national culture.

Applying this methodological approach, we formed a comprehensive support
for the formation of a leadership style in the process of generational change in
enterprise management, which includes the procedure for the formation of a
leadership style and tools for ensuring formation at each stage and stage of the
procedure. This is the result grounded possibility of differentiation in accordance
with the stage of the life cycle of the enterprise and the characteristics of the national
culture of the country of origin of the enterprise or its leader through the justification
of the construction of the correspondence matrix.

The practical significance of the obtained results is that the use of theoretical
and methodological provisions of the dissertation work has been brought to the level
of specific methods and recommendations for the formation of a leadership style in

the process of generational change in enterprise management. The theoretical,
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methodological provisions, conclusions and recommendations substantiated in the
dissertation can be used by owners and managers of enterprises in management when
establishing and changing the leadership style at various stages of the organizational
life cycle. The practical value of individual results is confirmed by their
implementation in the activities of enterprises, namely: proposals regarding the
procedure for the formation of a leadership style when changing generations of
managers and methodical support for the formation of a leadership style taking into
account generational, cultural characteristics and the characteristics of the stage of the
life cycle in Austria and Ukraine.

Theoretical provisions on the procedure of leadership style formation at the
different stage of the enterprises’ lifecycle under the generation transition, as well as
methodological provisions on the leader’s competencies inherited in the different
national cultures, are introduced into the educational process at Simon Kuznets
Kharkiv National University of Economics. They were introduced in training
bachelors at the Faculty of Management and Marketing, specialty 073 "Management™
in the educational component "Management of organization™ in practical classes and
“Basics of leadership and organizational dynamics” in the 2022-2023 academic year.
These theoretical provisions are also introduced into practice of University of

Applied Sciences Upper Austria.
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Appendix A
Questionnaire 1

Management and Leadership

This short survey helps to understand how students feel about their
preparedness to plan and organize their future career. The study is completely
anonymous and it depends on your honest answers.

Please complete all questions. The survey will take you about 10-15 minutes
only.

Thank you very much for your valuable contribution, which is much
appreciated.

There are 17 questions in this survey.

INTRO
What are the most important characteristics of a good manager? *

Please write your answer here:

Please state your current study or employment situation (tick the element that
apllies most to you): *

Choose one of the following answers

Please choose only one of the following:

- | am a full-time student.

— | am a part-time students and employed in a company/organisation and
have a manager.

- | am a part-time student and not working.

- | am not a student and employed in a company/organisation and have a
manager.

— | am self-employed.

- Other

Job experience: *



Choose one of the following answers

— Please choose only one of the following:

—  no job experience
— uptoone year

— 1-5years

— 6-10years

—  11-15years

— 16 - 20 years

—  21-25years

— more than 25 years

IDEAL MANAGER

226

Continuation of the Appendix A

The following statements refer to possible characteristics of an “ideal"

manager. Please state for each statement how important it is for you that a manager

possesses it. The scale allows you to rank the importance for you from "very

importance™ to "not important at all". Feel free to use the full scale and tick "very

important™ only for characteristics which are of upmost importance for you.

My ideal manager....

*

Please choose the appropriate response for each item:

very
important

important

nice to
have

not
important

not important
at all

is friendly

listens to ideas and
suggestions

is very clear about who is
responsible for what
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Continuation of the Appendix A

very
important

important

nice to
have

not
important

not important
at all

has an open and honest
style

encourages thinking along
new lines

creates order

is willing to take risks in
decisions

relies on his/her
subordinates

is consistent

criticizes in a constructive
way

likes to discuss new ideas

makes a point of following
rules and principles

creates trust in other people

gives thoughts and plans
about the future

gives information about the
results of the unit

shows appreciation for
good work

pushes for growth

sets clear goals

is considerate

initiates new projects

is very exacting about
plans being followed
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very
important

important

nice to
have

not
important

not
important at
all

stands up for his/her
subordinates

experiments with new ways of
doing things

is controlling in his/her
supervision of the work

creates an atmosphere free of
conflict

sees possibilities rather than
problems

defines and explains the work
requirements clearly to the
subordinates

is just in treating subordinates

makes quick decisions when
necessary

plans carefully

allows his/her subordinates to
decide

is flexible and ready to rethink
his/her point of view

gives clear instructions

shows regard for the
subordinates as individuals

offers ideas about new and
different ways of doing things

analyses and thinks through
before deciding




IDEAL MANAGER
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Please indicate how strongly you agree with the following statements for your

current/future leader.

My manager ....

*

Please choose the appropriate response for each item:

Agree
strongly

Agree
a little

Neither
agree nor
disagree

Disagree
a little

Disagree
strongly

concretizes a clear vision for the
organization's future

communicates a clear vision of
the organization's future

rewards the employees'
performance when they live up
to the leader's requirements

makes a continuous effort to
generate enthusiasm for the
organization's vision

has a clear sense of where he or
she believes our organization
should be in 5 years

seeks to make employees accept
common goals for the
organization

strives to get the organization to
work together in the direction of
the vision

strives to clarify for the
employees how they can
contribute to achieve the
organizations's goals

rewards the employees'
dependent on how well they
perform their jobs
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Agree Agree Neither Disagree Disagree
strongly a little agree nor a little strongly
disagree

points out what employees will
receive if they do what is
required

lets employees' effort determine
received rewards

gives individual employees
positive feedback when they
perform well

actively shows his or her
appreciation of employees who
do their jobs better than expected

generally does not acknowledge
individual employees' even
though they perform as required

personally compliments
employees when they do
outstanding work

gives negative consequences to
the employees if they perform
worse than their colleagues

makes sure that it has
consequences for the employees
if they do not consistently
perform as required

takes steps to deal with poor
performers who do not improve

gives negative consequences to
his or her employees if they do
not perform as the leader requires

WORK ATMOSPHERE
The following questions deal with the atmoshere of your current or last

workplace. Feel free to use the full range of answer possibilities.




*
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Please choose the appropriate response for each item:

never rarely | sometimes | often | always
Do you usually know how satisfied your
leader/teacher is with what you do?
Please choose the appropriate response for each item:
alittle | tosome | pretty | very
not at all bit extent good | good
How well does your leader understand your
job problems and needs?
How well does your leader recognize your
potential?
*
Please choose the appropriate response for each item:
worse better
extremely extremely
. ; than average than .
ineffective effective
average average
How would you characterize
your working relationship
with your leader?
*
Please choose the appropriate response for each item:
low rather medium rther high
low high

Regardless of how much formal authority he/she has
built into hir/her position, what are the chances that
your leader would use his/her power to help you solve

problems in your work?

Again, regardless of the amount of formal authority
your leader has, what are the chance that he/she would

"bail you out", at his/her expense?




*

Please choose the appropriate response for each item:
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not at
all
true

somewhat
true

neutral | true

completely
true

| have enough confidence in my leader
that | would defend and justify his/her
decision if he/she were not present to do

s0?

YOUR WORKPLACE
In the following section you will be asked about your workplace. If you do not

yet have work experience, relate the next statements to you and your fellow students.

Please use the full range of answer options.

In comparison with my colleagues / fellow students, | would consider myself ...

*

Please choose the appropriate response for each item:

better than
my
colleagues

somewhat
better

about
the
same

somewhat
worse

worse than
my
colleagues

| perform hard tasks
properly.

| try to update my
technical knowledge to do
my job.

| do my job according to
what the organization
expects from me.

| plan the execution of my
job by defining actions,
deadlines and priorities.

| plan actions according to
my tasks and
organizational routines.
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better than
my
colleagues

somewhat
better

about
the
same

somewhat
worse

worse than
my
colleagues

| take initiatives to
improve my results at
work.

| seek new solutions for
problems that may come
up in my job.

| work hard to do the
tasks designated to me.

| execute my tasks
foreseeing their results.

| seize opportunities that
can improve my results
at work.

CURRENT JOB

Using the scale below, please indicate the extent to which each of the following

statements applies to your current job. If you do not yet have any work eyperience,

relate the next statements to your studies.

| do my current job / studies ...

*

Please choose the appropriate response for each item:

completely
true

true

neutral

somewhat
true

not at all
true

because | enjoy this work very

much.

because | have fun doing my job.

for the moments of pleasure that

this job brings to me.

because it allows me to reach my

life goals.
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completely
true

true | neutral

somewhat
true

not at all
true

because this job fulfils my career
plans.

because this job fits my personal
values.

because | have to be the best in my
job, I have to be a "winner"

because my work is my life and i
don't want to fail.

because my reputation depends on it.

because this job affords me a certain
standard of living.

because it allows me to make a lot of
money.

for the paycheck.

ABOUT YOU

Finally, please find here some statements. Please tick which level of agreement

you have for each statement. *

Please choose the appropriate response for each item:

agree
strongly

agree a
little

neither agree
nor disagree

disagree a
little

disagree
strongly

| see myself as someone
who is reserved.

| see myself as someone
who is generally trusting.

| see myself as someone
who tends to be lazy.

| see myself as someone
who is relaxed, handles
stress well.
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agree
strongly

agree
a little

neither agree
nor disagree

disagree a
little

disagree
strongly

| see myself as someone who
has few artistic interests.

| see myself as someone who is
outgoing, sociable.

| see myself as someone who
tends to find fault with others.

| see myself as someone who
does a thorough job.

| see myself as someone who
gets nervous easily.

| see myself as someone who
has an active imagination.

STATISTICS

Gender: *

Please choose only one of the following:

Please choose only one of the following:

. female
. male

. Other
Age group: *
. <18

. 18 - 21
. 22 - 25
. 26 - 30
. 31-35

. 36 —40




41 - 45
46 - 50
51 -55
56 - 60
> 60

Highest education completed: *

Please choose only one of the following:

Primary school
Middle school
Apprenticeship
High School
Bachelor studies
Master studies
PhD

Other

Country stay: *
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Ile KOpoTKE OMMTYBAaHHS JONOMArae 3po3yMiITH, K CTYJAEHTH CTaBISATHCA 0
CBO€i TOTOBHOCTI TIJIaHYBaTM Ta OPraHI30BYBaTH CBOIO MailOyTHIO Kap’epy.
JlocmipKeHHS TIOBHICTIO @aHOHIMHE 1 3aJIC)KUTh BIJ] BalllMX YECHHUX BIAMOBIICH.
Bbynp nacka, 3anoBHITH ycl1 3anuTaHHs. ONUTYBaHHS 3aiiMe y Bac MPUOIHU3HO
10-15 xBumuH.
upo nsKyeMo 3a Balll IHHUN BHECOK, KU AYyXK€E I[IHYE€ThCS.

VY npomy onutyBaHH1 17 3anuTaHb.

BCTVII
SIki HallBaXXJTMBILI XapaKTEPUCTUKU XOPOILIOro MeHepkepa? *

Bynp nacka, HAaMUIIITH CBOIO BIANOBIIb TYT:
Bkaxith, Oyap sacka, Bamly TIOTOYHY CHUTYyaIlil0 3 HaBYaHHSIM abo
IpareBIaTyBaHHIM (Bi3HAUTE €JIEMEHT, SIKM HAalOUIbIIIe CTOCYEThCS Bac): *

Bubepith 01HY 3 HACTYITHUX BiAMOBIIEH

bynw nacka, BUOEpITH JIMIIIE OJUH 13 HACTYITHUX:

° A cryneHnt neHHoi popMu HaBYAHHS

) S cTynmeHT-3a0YHMK, TIpaIlOl0 B KOMIIaHii/opraHizaiii Ta Maro
KepiBHHUKA.

° S CTyIeHT-3a09HUK 1 HE MPAIIOIO.

o S He cTyAeHT, mpaIo B KOMIaHii/opranizallii Ta Maio KepiBHUKA.

° S camozaniHATHI.

° [Hme

Jlocsin poboTu:*
BubepiTs 0/1HY 3 HACTYTHUX BiAMOBiIEH
Bbynw macka, BUOEpiTh MUIIIE OJUH 13 HABEICHUX HUKYIC

. bes noceiny po6otu



. J1o omHOTrO pOKY
. 1 -5 pokiB

. 6 - 10 pokiB

. 11 - 15 pokiB

. 16 - 20 pokiB

. 21 - 25 pokiB

. ounbLIe 25 pokiB

IJIEAJIbHUIN MEHEJI)KEP
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HaCTyr[Hi TBCPIKCHHA CTOCYIOTBCA MOKIIMBUX XAPAKTCPUCTHUK ((iI[eaJIBHOI‘O»

MCHC/I’KEpa. BYIIB JJaCka, BKaXXITh HJI1 KOJKHOI'O TBEPJKCHHA, HACKIJIbKH BaKJIIMBO

JUIS Bac, 00 KepiBHUK BoJoAiB HUM. lllkana 103BoJisi€ OIIHUTH BaXJIUBICTH JJISI Bac

BIJl «Iy’K€ BaXIIMBO» JI0 «30BCIM HE BaXXJIMBO». BUKOPUCTOBYHTE MOBHY IIKaly Ta

IMOCTABTC TaJIOUKY <«OY>KC BAXKINBO» JIMIIC IJIA XapPAKTCPUCTHK, Kl € JJIAA Bac

HAUBAKJIMBIIIUMH.

Miii iieanbHUI MEHEKED. ..

*

bynp nacka, BUOEPiTH BIAMOBIIHY BIAMOBIIb JJIs1 KOKHOTO ITYHKTY:

Hy:xe
BAYKJINBO

Baxiauso

Hoope
MaTH

He
BAKJINBO

3oBciM
He
BANJINBO

ApyxHiit

MIPUCITYXAEThCS 10 ied Ta
MIPOTIO3UITI

YiTKo 3HAa€, XTO 3a 110 BiAMOBigac

Mae BigkpuTHii 1 YeCHUH CTUIIb

3aoxoqye AYMaTHu N0-HOBOMY

CTBOpIOE 3aMOBJICHHS
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Hy:xe
BAXKJIUBO

Baxxauso

HoOpe
MaTH

He
BaKJINBO

3oBciM
HE
BAXJINBO

['oToBHMI1 iTH HA PU3HK IPH
NPUAHATTI PIllICHb

ITokmanaerscs HAa CBOTX HiUIETIIUX

TTocmipoBHMIt

Kputnkye B KOHCTpYKTUBHII
bopmi

JIroOuTh 0OTOBOPIOBATH HOBI ifIei

JloTpuMy€eTHCS TIpaBuUII 1
MIPUHIIUITIB

CTBOpIOE IOBIPY J0 THITUX JIFOAEH

JluiThCs AYMKaMU 1 TUTAaHAMU Ha
MaiiOyTHE

Hanae indopmartiro mpo
pe3ynbTaTH pOOOTH MIAPO3ALTY

BucioBiroe BISYHICTD 32 XOPOILY
poboty

[Iparue g0 3pocTanHs

CraBuTh 4iTKI LTI

VBaxxHui

[HiIit0€ HOB1 MPOEKTH

Jly>ke BUMOTJIMBHIA JI0 BAKOHAHHS
IUIaHIB

3acTymnaerses 3a CBOIX MiUIETIINX

ExcriepuMeHTye 3 HOBUMH
crioco0amu poGoTH

KoHnTpomtoe B cBoeMy Harmnsi 3a
poboTorO0
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3oBciM
JKe oope He
Ay Baxxauso Aobp He
BAXJINBO MATH BAKJIUBO
BAKJIUBO

CrtBoproe atmocepy 0e3
KOH(QJTIKTIB

Baunte MOXXIMBOCTI, a HE
npoOemMu

YiTKo BU3HAYAEC Ta HOSICHIOE
MJIETIIUM BUMOTH J0 POOOTH

Jlikye miameriux

[IBuaKO mpuiiMae pilieHHsl, KOJIu
1€ HEO0OX1THO

PerenbHo nanye

J103BOJISIE CBOIM ITIIJICTIIM
MpUMaTH pillieHHs

[M'ayuknii 1 roToBUit
MIEPEOCMHUCIIUTH CBOIO TOUYKY 30Dy

Jlae 4iTKi BKa3iBKH

[Tokasye moBary J0 IiJIeTIIuX K
10 0COOMCTOCTI

[Ipomonye imei 110,10 HOBUX Ta
IHIIIUX CHOCO0IB il

Amnanizye 1 0OMIpKOBYE, TIEPII HIK
NPUAHATH PILICHHS

[neanbauii Menemxep

Bynp nacka, BKaxiTh, HACKUIBKH BH IMOTO/KYETECh 3 HABEICHUMH HIDKYE
TBEPJUKESHHSMHU JIJISI BAIlIOTO HUHIIIHBOT0/MaiOyTHBOTO JIijepa.

Miii meHeKep....

Bynw macka, BuOEpiTh BIAMOBIIHY BiAMOBIAb AJIST KOKHOTO MTYHKTY:
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Moroaxyrco
TMOBHICTIO

Tpoxu
3rojeH

Hi
3rojeH,
Hi He
3rojeH

Tpoxu
He
3rofieH

IToBHicTIO
He 3roJeH

KOHKPETHU3YE YiTKE OaueHHs
MaiOyTHBOTO OpraHizamii

IMOB1IOMJISIE YiTKE OayeHHS
MaiOyTHBOTO OpraHizaii

BHHATrOPOJIKY€E POOOTY
CHIBPOOITHUKIB, SKIIO BOHU
BIJINIOB11al0Th BUMOTaM
KepIBHUKA

JOKJIaJ]a€ MOCTIMHUX 3yCUJTb,
1100 BUKJIMKATH €HTY31a3M
10,10 0aueHHs opraHi3arii

Mac YiTKe YABJICHHS PO TEC,
1€, Ha MOTo MKy, Ma€ OyTH
Hallla opraHizaiis uepes 5
POKIB

nparHe 3MyCHUTH
CHIBPOOITHUKIB MPUUHSITH
CHUTHHI LTI 711 OpraHizamii

MparHe 3MyCHTH OpraHi3alliro
MPAIIOBATH PAa30M Y HATIPSMKY
O0aueHHs

IparHe MOsICHUTH
CHIBpOOITHUKAM, SIK BOHH

MOXKYTh BHECTH CBili BHECOK y
JOCSATHEHHS IUIeH opraHizartii

BUHArOpOJIXKY€E MPAIiBHUKIB
3aJ1€)KHO BiJl TOr0, HACKUIBKU
100pe BOHU BUKOHYIOTh CBOIO
poboty

BKa3ye, [0 OTPUMAIOTh
MPAIBHUKH, SIKIIO BOHU
BHUKOHAIOTh T, M0 MOTPIOHO
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Moroaxyrch
MOBHICTIO

Tpoxu
3rojeH

Hi
3rojieH,
Hi He
3rojeH

Tpoxu
He
3rofieH

IToBHicTIO
He 3roJeH

T03BOJISIE 3yCHILISIM
CHIBPOOITHHUKIB BU3HAYATH
OTpUMaHi BUHATOPOIH

Jla€ OKPEMHM CITIBPOOITHUKAM
MO3UTUBHUH BIATYK, KOJIN
BOHH TPAIIOIOTH 100pe

aKTUBHO JIEMOHCTPYE CBOIO
BJISTYHICTB CITIBPOOITHUKAM,
SIK1 BUKOHYIOTH CBOIO POOOTY
Kpallie, HbK OYIKyBaJIoCs

3a3BMYall HE BU3HAE OKPEMUX
CHIBPOOITHHUKIB, HABITh SKIIO
BOHH BUKOHYIOTh HAJICKHY
poboty

0COOHCTO XBAJUTh
CHIBPOOITHHKIB, KOJIU BOHU
BHUKOHYIOTh BUJIaTHY poOOTY

J1a€ HEraTUBHI HACIIIIKA
MpariBHUKAM, SKIO0 BOHU
MPAIOIOTH TIPIIIe 32 CBOiX
KOJIET

rapaHTy€e HACIIJIKH JUIS
CHIBPOOITHHKIB, SKIII0O BOHU HE
BHKOHYIOTh HAJICXKHY POOOTY

B)KHMBAE 3aX0/IiB JIsl 60pOTHOU
3 HOTaHUMH BUKOHABIIMH, SIK1
HE MOKPAIYIOThCS

J1a€ HEraTUBHI HACIIIIKA CBOIM
MpaliBHUKAM, SIKIIIO BOHH HE
BUKOHYIOTh BUMOTH KepiBHUKA




POBOYA ATMOCO®EPA
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HactynHi 3anuTaHHS CTOCYIOTbCS aTMoc(epd Bamoro MOTOYHOIO UM

OCTaHHBOrO0 poboyoro wicuda. He copomTecss BHUKOPUCTOBYBAaTH BECh CHEKTP

MOKJIMBOCTEN BIAMOBIIEH. *

Bynp nacka, BUOEpiTh BIAMOBIIHY BIAMOBIAb AJII KOKHOTO MYHKTY:

HiKOJIM | piako | iHoai | yacTo | 3aBKIM
Uu 3a3BUyali BU 3HA€Te, HACKUILKHU Balll
KEpIBHUK/BUMUTEIb 33I0BOJICHUH TUM, 1110 BU poOuTe?
*
Bynp nacka, BubepiTh BIAMOBIIHY BIAMOBIAb AJII KOKHOTO MYHKTY:
. . MEBHOKO Hyxe
aHITPOXM | TPIIKH . noodpe
Miporo nodpe
Hackinpku n1oOpe Baiil KepIBHUK PO3yMi€e
Bari mpo6jaemMu Ta noTpedu Ha poOoTi?
Hackinbku 1o6pe Bamm sinep po3mnizHae
BaIll MOTEHITIaN?
*
Bbynp nacka, BUOEpiTh BIAMOBIAHY BIAMOBIAb JJIs1 KOKHOTO ITYHKTY:
BKpai ripume Kpame HAA3BUYANHHO
Hee(DeKTMBHO | CepeHbOr0 | CepPeldHE | cepeaHbIo epekTUBHO

Sk 6u BH
OXapaKTepu3yBalld
CBOi p00OYi CTOCYHKH
3 KEPIBHUKOM?




**
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Bbynp nacka, BUOEpITh BIAMOBIIHY BIAMOBIAb AJI1 KOKHOTO YHKTY:

. | Ckopime . | Ckopime .
HU3BbKI . cepenHi . BHCOKI
HU3BbKI BHCOKI
HesanexHo Bix TOro, HaCKUIbKU
(hopMaTEHUM aBTOPUTETOM BiH/BOHA
BOJIOJIIE HA CBOIH 1MOCai, sIKi € IIAaHCH, 110
BaIll JTiZIep BUKOPUCTAE CBOIO BIIaJIy, 00
JOTIOMOT'TH BaM BUPILIUTH NPOOIEMH y
Barii poOoTi?
3HOBY X TaKH, HE3AJIEKHO BiJ 00CATY
oIIIHHUX TOBHOBAXEHb, K1 Ma€ Balll
J7ep, SIK1 IIaHCH, 110 BIH/BOHA «BUPYYHTD
Bacy» 3a MOTo/il paxyHOK?
*
Bynp nacka, BUOEpiTh BIAMOBIIHY BIAMOBIIb JJIs1 KOKHOTO ITYHKTY:
3oBcim .
Je10 . MOBHiCTIO
He . HellTpaJbHO | mpaBjaa .
. BipHO BipHO
BipHO

S nocTaTHBO BIEBHEHUH Yy CBOEMY
Jigepi, mo s 6 3aXuIasB i
BHIIPABJAOBYBaB MOT0/il pillIeHHS,
SIKOW BIH/BOHA HE OyB MPUCYTHIN IS
Oro?

BAIIE POBOYE MICIIE

VY HacTymHOMY PO3AiTI Bac 3aMUTAIOTh MPO Barie podode micie. Ko BU 11e

HE MaEeTe JOCBiAY POOOTH, TOB’SKITh HACTYIIHI TBEP/KCHHS 3 BaMHU Ta BalllUMU

OJTHOKYPCHHUKaMH.

Bynp nmacka, BUKOPUCTOBYITE MMOBHUM CIIEKTP BapiaHTIB BIIMOBIIEH.

VY nopiBHSIHHI 31 CBOIMH KOJIETaM#/OTHOKYPCHUKAMH s BBaXkKalo ceoe...

*

Bynw macka, BuOEpiTh BIAMOBIIHY BiAMOBIAb AJIST KOKHOTO MTYHKTY:
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Kpaiue 3a
MOIX
KoJier

(311 0]
Kpaiue

NpuodIU3HO
Te XK came

(311 0]
ripue

ripie 3a
MOIX
KoJer

51 mpaBMIILHO BUKOHYIO BaXKKi
3aBJIaHHA.

SI mamararocst OHOBITIOBAaTH CBO1
TEXHIYHI 3HAHHS, 100
BHKOHYBAaTH CBOIO POOOTY.

51 BUKOHYIO CBOIO pOOOTY
BIAMMOBIAHO 0 TOTO, YOTO BiJ
MEHE OYIKy€e OpraHizaris.

S nnaHyr0 BUKOHAHHS CBOET
po06OTH, BUSHAYAOYH JIii,
TEPMIHH Ta MPIOPUTETH.

A manyto aii BiAMOBIAHO 10
CBOIX 3aBJIaHb Ta OpraHI3alifHIX
MPOTIEAYD.

S nposiBIISIIO HIIIATUBY, 100
MOKPAIIUTH CBOI pe3yJIbTaTH B
poOOTI.

A urykaro HOBI pillIEHHS
pooJeM, Kl MOXKYTh
BUHUKHYTH B MOii poOOTi.

$1 HanoJIeTJIMBO TPAITIOI0, 00
BHKOHYBATH ITOCTABJICHI ITEepei
MHOIO 3aBJIaHHSL.

51 BUKOHYIO CBOi 3aBJaHHS,
nependavaroyu ix pe3yabTaTH.

51 BUKOPHCTOBYIO MOYJIUBOCTI,
SIKI MOXKYTb TTOKPAIIATH MOT
pe3ynbTaTé Ha poOOTi.

TEIIEPIIIHA POBOTA

BuxopucToByoun mkany HUXKYE, BKaXiTh, SIKOIO MIpOIO KOKHE 3 HACTYIMHUX

TBEP/KEHb CTOCYETHCS BAIllOi MOTOYHOI poOOTH. SIKIO BW Ie HE MAETE JOCBIMY

po0OOTH, 3B’SXKITh HACTYIHI TBEPAXKEHHS 3 BAlllUM HABUYAHHSIM.
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51 BUKOHYIO CBOIO MIOTOYHY poOOTY / HABYAHHS ...

*

Bynp nacka, BUOEpiTh BIAMOBIIHY BIAMOBIAb AJII KOKHOTO MYHKTY:

MOBHICTIO
BipHO

BipHO

30BCiM
He BipHO

A€o

HelTpaabHO BipHO

00 MeHI1 Ty’Ke TT0100a€ThCs 15
pobora.

TOMY 1110 MEHI I[IKaBO BUKOHYBaTU
CBOIO pOo0OOTY.

3a XBHJIMHH 3aJIOBOJICHHS, K1
MIPUHOCUTH MEHI L poOoTa.

TOMY IO 11€ A03BOJISIE MEH1 TOCSATaTH
CBOIX JKUTTEBUX IUIEH.

TOMY IO 111 pOOOTa BIAMOBITA€ MOIM
Kap’€pHUM IUIaHaM.

TOMY IO 11 poOOTa BIAMOBITAE MOIM
0COOHCTHUM I[IHHOCTSIM.

TOMY IO 51 TOBUHEH OyTH
HaWKpaIIuM y CBOI poOoTi, 5
MMOBUHEH OyTH "mepemMosxiem"

TOMY III0 MOs po0OOTa - 1Ie MOE
JKUTTA, 151 HE XOUy 3a3HATH HEBJAYl.

00 BiJ IIFOIr'0 3aJIE€KUTH MO
pemnyrairis.

TOMY 110 1151 poOOTa 3a0e3neuye MeHi
IIEBHUU PIBEHb KUTTSI.

TOMY IIIO II€ JI03BOJISIE MEHI
3apoOIsITH 6araTo rpomeH.

3a 3apIuiary.

ITPO BAC

Hapemri, Oyap 1acka, 3HaliTh TYT KiIbKa TBEPKeHb. bynb Jlacka, mo3HayTe,

SIKUW PIBEHB 3TOJIN Y BAC € JIJIsi KOKHOTO TBEP/XKCHHS. *
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Bynp nacka, BUOEpiTh BIANOBIIHY BIAMOBIAb AJI1 KOKHOTO MYHKTY:

MOBHICTIO
3roaeH

TPOXHU
NMOTO/I’KYIOCh

Hi
3rojieH,
Hi He
3rojeH

TPOXH
He
3ro/ieH

KaTeropu1Ho
HE 3roacH

S1 BBaxkaro cebe
CTPUMAHOTO JIFOIMHOTO.

S] BBaxkaro ceOe Jr0aUHOIO,
sIKa B3arajii JOBIpSE.

S BBaxkaro ce0Oe Jr0aUHOIO,
sIKa CXWJIbHA OyTH
JIIHUBOIO.

S] BBaxkaro ceOe Jr0aUHOIO,
sika po3cinabieHa, 100pe
CIIPABIISIETHCS 31 CTPECOM.

S] BBaxkaro ceOe Jr0aUHOIO,
sKa Ma€ Majo XyI0XKHIX
1HTEpECIB.

S G6auy cebe
KOMYHIKaOeJIbHIM.

S1 BBaxkaro cebe JIF0JUHOIO,
sIKa CXWJTbHA MTPUIAPATHCS
IO IHINHX.

51 BBaxkato cebe JIF0JMHOIO,
sIKa TPYHTOBHO BUKOHYE
CBOIO pO0OOTY.

S1 BBaxkaro cebe JIF0IUHOIO,
siKa JIETKO MOYE MOYaTH
HEpBYBATH.

51 BBakaro ce0e JIFOJUHOIO,
sIKa MA€ aKTUBHY YSBY.

CTATUCTHUKA

Crarp: *

Bynp nacka, BUOEpITh JIUIIE OJIMH 13 HABEICHUX HUKYE!




JKIHOYA
40JI0BI4a

IHIIIA

Bikosa rpymna:*

Bynp nacka, BUOEpITh JUIIE OJUH 13 HABEJIEHUX HUXKYE:

<18

18- 21
22 - 25
26 - 30
31-35
36 - 40
41 - 45
46 - 50
51-55
56 - 60
> 60

Buma ocsita 3m00yTa:*

Bbynp nacka, BUOEPITH JIUIIIE OJIUH 13 HABEICHUX HUKUE:

[TouaTkoBa miKoa
Cepenns mkosa
Crapia mkona
bakanasp
Marictpatypa

[a1I11E

barekiBmnHa: *
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FRAGEBOGEN

Diese kurze Umfrage soll Aufschluss dariiber geben, inwieweit die
Studentinnen/Schiilerinnen und Studenten/Schiiler auf die Planung und Organisation
ithrer beruflichen Zukunft vorbereitet sind. Die Studie ist vollig anonym und héngt
von lhren ehrlichen Antworten ab.

Bitte fiillen Sie alle Fragen aus. Die Umfrage wird nur etwa 10 Minuten in
Anspruch nehmen.

Vielen Dank fiir Thren wertvollen Beitrag, den wir sehr zu schidtzen wissen.

In dieser Umfrage sind 17 Fragen enthalten.

Was sind die wichtigsten Eigenschaften einer guten Managerin / eines guten
Managers?

Bitte schreiben Sie hier lhre Antwort; *

Bitte geben Sie Ihre aktuelle Studien- oder Berufssituation an (kreuzen Sie das
fiir Sie am meisten zutreffende Element an): *

Bitte wihlen Sie nur eine der folgenden Antworten aus:

. Ich bin Vollzeitstudent.

. Ich bin ein Teilzeitstudent und in einem Unternehmen/einer Organisation
angestellt und habe eine Fiihrungskraft.

. Ich bin ein Teilzeitstudent und arbeite nicht.

. Ich bin kein Student und in einem Unternehmen/einer Organisation
angestellt und habe eine Fiihrungskraft.

. Ich bin selbstindig

. Sonstiges

Berufserfahrung: *

Bitte Wihlen Sie eine der folgenden Antworten aus:
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. keine Berufserfahrung
. bis zu einem Jahr
. 1 -5 Jahre

. 6 - 10 Jahre

. 11 - 15 Jahre
. 16 - 20 Jahre
. 21 - 25 Jahre

. mehr als 25 Jahre

IDEALER MANAGER

Die folgenden Aussagen beziehen sich auf mogliche Eigenschaften einer
"idealen" Fiihrungskraft. Bitte geben Sie fiir jede Aussage an, wie wichtig es fiir Sie
ist, dass eine Fiithrungskraft diese Eigenschaften besitzt. Die Skala erlaubt es Thnen,
die Wichtigkeit fiir Sie von "sehr wichtig" bis "liberhaupt nicht wichtig" einzustufen.
Nutzen Sie die gesamte Skala und kreuzen Sie "sehr wichtig" nur bei Merkmalen an,
die fiir Sie von groBter Bedeutung sind.

Meine ideale Fiihrungskraft....

Bitte wihlen Sie die zutreffende Antwort fiir jeden Punkt aus:

Von .
entschei- _— Schon Nicht (_Bar
wichtig zu L nicht
dender haben wichtig wichti
Bedeutung g

hort auf Ideen und Vorschlége.

verlasst sich auf seine/ihre
Mitarbeiter*innen.

hat ein klares Bild, wer wofiir
verantwortlich ist.

fordert das Denken in neuen Bahnen.

diskutiert gerne neue Ideen.
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Von
entschei-
dender
Bedeutung

wichtig

Schon
Zu
haben

Nicht
wichtig

Gar
nicht
wichtig

legt Wert auf die Einhaltung von Regeln
und Prinzipien.

schafft VVertrauen in andere Menschen.

macht sich Gedanken und Pléane uiber die
Zukunft.

dréngt auf Wachstum.

1st riucksichtsvoll.

initiiert neue Projekte.

ist sehr anspruchsvoll, was die
Einhaltung von Pldnen angeht.

definiert und erklirt den
Mitarbeiter*innen die
Arbeitsanforderungen Klar.

ist gerecht im Umgang mit
Mitarbeiter*innen.

plant sorgfiltig.

gibt klare Anweisungen.

zeigt Respekt flir die Mitarbeiter*innen
als Individuen.

IDEALER MANAGER

Bitte geben Sie an, wie sehr Sie den folgenden Aussagen fiir ihre derzeitige

oder letzte Fiihrungskraft zustimmen. Falls Sie noch keine Fiithrungskraft hatten,

geben Sie bitte an, wie wichtig die folgenden Aussagen fiir ihre ideale Fiihrunskraft

waren. *

Meine Fiihrungskraft ...
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Stimme
sehr zu

Stimme
eher zu

Neutral

Stimme
eher
nicht

Zu

Stimme
iiberhaupt
nicht zu

konkretisiert eine klare Vision fur die
Zukunft der Organisation.

belohnt die Leistung der Mitarbeiter*innen,
wenn sie den Anforderungen der
Fihrungskraft gerecht werden.

versucht, die Mitarbeiter*innen dazu zu
bringen, gemeinsame Ziele fiir die
Organisation zu akzeptieren.

strebt danach, die Organisation dazu zu
bringen, in Richtung der Vision
zusammenzuarbeiten.

bemiiht sich, fiir die Mitarbeiter*innen zu
klaren, wie sie zur Erreichung der
Unternehmensziele beitragen konnen.

belohnt die Mitarbeiter*innen abhéngig
davon, wie gut sie ihre Arbeit ausfiihren.

weist darauf hin, was Mitarbeiter*innen
erhalten, wenn sie das tun, was erforderlich
ist.

gibt einzelnen Mitarbeiter*innen positives
Feedback, wenn sie gute Leistungen
erbringen.

zeigt aktiv seine Wertschitzung gegeniiber
Mitarbeiter*innen, die ihre Arbeit besser
machen als erwartet.

begliickwiinscht Mitarbeiter*innen
personlich, wenn sie hervorragende Arbeit
leisten.

gibt den Mitarbeiter*innen negative
Konsequenzen, wenn sie schlechter
abschneiden als ihre Kollegen.
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Stimme
sehr zu

Stimme
Stimme eher
Neutral )
eher zu nicht
Zu

Stimme
iiberhaupt
nicht zu

stellt sicher, dass es Konsequenzen fiir die
Mitarbeiter*innen hat, wenn sie nicht
konsequent die geforderten Leistungen
erbringen.

gibt seinen Mitarbeiter*innen negative
Konsequenzen, wenn sie nicht die von der
Fiihrungskraft geforderten Leistungen
erbringen.

ARBEITSATMOSPHARE

Die folgenden Fragen beziehen sich auf die Atmosphére an Threm derzeitigen

oder letzten Arbeitsplatz (Ihrem Studienplatz). Sie konnen die gesamte Bandbreite

der Antwortmdoglichkeiten nutzen. Falls Sie keinen \orgesetzten haben/hatten,

denken Sie an einen lhrer Lehrenden. *

Bitte wihlen Sie die zutreffende Antwort fiir jeden Punkt aus:

Nie Selten Gelegen- Oft | Immer
tlich
Wissen Sie im Allgemeinen, wie Ihr/e
Vorgesetzte/r Sie einschitzt?
Gar .| Mittel- Sehr
nicht Wenig miBig Gut gut

Wie gut versteht Ihr/e Vorgesetzte/r lIhre
beruflichen Probleme und Bediirfnisse?

Wie gut erkennt Ihr/e VVorgesetzte/r Ihre
Entwicklungsmoglichkeiten?
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Schlech- besser
Durch-
sehr ter als schnitt- als sehr
ineffektiv | Durch- lich Durch- | effektiv
schnitt schnitt
Wie wiirden Sie das Arbeitsverhaltnis mit
Ihrer/m Vorgesetzten beschreiben?
Gerin | EM®T | Mittel | EM®" | Hoch
gering hoch
Wie hoch ist die Chance, dass lhr/e
Vorgesetzte/r seinen/ihren Einfluss nutzt, um
Ihnen bei Arbeitsproblemen zu helfen?
Wie grof3 ist die Wahrscheinlichkeit, dass Thr/e
Vorgesetze/r Ihnen auf seine/ihre Kosten aus
der Patsche hilft?
ettt it ) gy | TP tfft
gar wenig miBi iiberwie- | vollig
nicht zu zu g gend zu zu

Ich habe geniigend Vertrauen in meine/n
Vorgesetzte/n um seine/ihre Entscheidungen zu
verteidigen.

IHR ARBEITSPLATZ

Im folgenden Abschnitt werden Sie nach Ihrem Arbeitsplatz gefragt. Wenn Sie

noch keine Berufserfahrung haben, beziehen Sie die ndchsten Aussagen auf Sie und

Ihre Studienkolleg*innen.

Bitte nutzen Sie alle Antwortmdéglichkeiten.

Im Vergleich zu meinen Arbeitskolleg*innen / Studienkolleg*innen wiirde ich

mich als ... einschitzen:

Bitte wihlen Sie die zutreffende Antwort fiir jeden Punkt aus:
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besser als
meine

Kolleg*-
innen

etwas
besser

ungefihr
gleich

etwas
schlech-
ter

schlechter als
meine
Kolleg*-innen

Ich fiihre schwierige Aufgaben
ordnungsgemal aus.

Ich versuche, mein technisches
Wissen zu aktualisieren, um
meine Arbeit zu erledigen.

Ich erledige meine Arbeit
entsprechend dem, was die
Organisation von mir erwartet.

Ich plane die Ausfiihrung
meiner Arbeit, indem ich
Aktionen, Fristen und
Prioritdten festlege.

Ich plane Aktionen
entsprechend meiner Aufgaben
und organisatorischen
Routinen.

Ich ergreife Initiativen, um
meine Arbeitsergebnisse zu
verbessern.

Ich suche nach neuen
Losungen fiir Probleme, die
bei meiner Arbeit auftauchen
konnen.

Ich arbeite hart, um die mir
zugewiesenen Aufgaben zu
erledigen.

Ich fiihre meine Aufgaben mit
Voraussicht auf ihre
Ergebnisse aus.

Ich ergreife Gelegenheiten, die
meine Arbeitsergebnisse
verbessern konnen.




AKTUELLER JOB
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Bitte geben Sie anhand der untenstehenden Skala an, inwieweit jede der

folgenden Aussagen auf Ihre derzeitige Tatigkeit zutrifft. Wenn Sie noch keine

Berufserfahrung haben, beziehen Sie die ndchsten Aussagen auf Ihr Studium. *

Ich mache meinen aktuellen Job / Studium ...

Bitte wihlen Sie die zutreffende Antwort fiir jeden Punkt aus:

trifft

voll

und
ganz zu

trifft
eher
Zu

weder
noch

trifft

eher

nicht
Zu

trifft

iiberhaupt
nicht zu

weil mir diese Arbeit sehr viel Spal} macht.

weil ich Spall an meinem Job habe.

fir die Momente der Freude, die mir dieser Job
bringt.

weil es mir erlaubt meine Lebensziele zu
erreichen.

weil dieser Job meine Karriereplidne erfiillt.

weil dieser Job zu meinen persénlichen
Werten passt.

weil ich in meiner Arbeit der Beste sein muss,
ich muss ein "Gewinner" sein.

weil meine Arbeit mein Leben ist und ich nicht
scheitern mochte.

weil mein Ruf davon abhéngt.

weil mir dieser Job einen gewissen
Lebensstandard ermoglicht.

weil ich damit viel Geld verdienen kann.

ich mache diesen Job fiir den Gehaltscheck.

UBER SIE

Inwieweit treffen die folgenden Aussagen auf Sie zu? *

Bitte wiahlen Sie die zutreffende Antwort fiir jeden Punkt aus:
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trifft

iiberhaupt
nicht zu

trifft
eher
Zu

weder
noch

trifft

eher

nicht
Zu

trifft
voll
und
ganz
Zu

Ich bin eher zuriickhaltend, reserviert.

Ich schenke anderen leicht Vertrauen, glaube
an das Gute im Menschen.

Ich bin bequem, neige zur Faulheit.

Ich bin entspannt, lasse mich durch Stress nicht
aus der Ruhe bringen.

Ich habe nur wenig kiinstlerisches Interesse.

Ich gehe aus mir heraus, bin gesellig.

Ich neige dazu, andere zu kritisieren.

Ich erledige Aufgaben griindlich.

Ich werde leicht nervos und unsicher.

Ich habe eine aktive Vorstellungskraft, bin
fantasievoll.

STATISTIK
Geschlecht: *

Bitte wihlen Sie eine der folgenden Antworten aus:

. Weiblich
. Mainnlich
. Sonstiges
Alter: *

Bitte wéhlen Sie eine der folgenden Antworten aus:

. <18
R 18-21
. 22 - 25
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26 - 30
31-35
36 - 40
41 - 45
46 - 50
51-55
56 - 60
> 60

Hochster abgeschlossener Bildungsgrad: *

Bitte wéhlen Sie eine der folgenden Antworten aus:

Pflichtschule

Lehre

Berufsbildende Mittlere Schule
Allgemein bildende Hohere Schule
Berufsbildende Hohere Schule
Bachelor Studium

Master Studium

Doktorat

Sonstiges

Land/Landeraufenthalte: *

Ubermittlung Ihres ausgefiillten Fragebogens:

Vielen Dank fiir die Beantwortung des Fragebogens.
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Questionnaire 2

CHANGE OF LEADERS IN THE ORGANIZATION
This short survey helps you understand the process of leadership change in a

modern organization.

Please complete all questions. The survey will take about 5 minutes to

complete.

Thank you for your valuable input, which is very important to us.

1) What type of organization do you represent?
0 corporation

0 government organization

0 non-governmental organization

o political organization

0 international organization

0 non-profit organization

o industrial enterprise

0 educational institution

2) Is there a change of leadership in your organization?
o Yes
o no

3) At what level of management does the change of leadership occur?
0 top management
0 middle managers

4) What is the age of the previous managers?

Over 59 years 40-59 years old 20-40 years old Under 20 years
old old
top management
middle managers
5) What is the age of the executives coming into management?
Over 59 years 40-59 years old 20-40 years old Under 20 years
old old
top management
middle managers

6) At what stage of the life cycle is the organization now?
o Formation

0 O O O

Early growth
Rapid growth
Maturity
Decline
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3MIHA JILIEPIB B OPT AHI3AIIIL

Ile KOpoTKe ONMUTYBaHHS JOMOMAara€ 3pO3yMITH MpoLleC 3MIHM JIJEpiB B

CyyacHI1i opraHizarii.
Bbynp nacka, 3aBepuiiTh yci 3anuTaHHs. OnUTyBaHHS 3aliMe OJIM3bKO 5 XBUJIMH.
[I{upo BasiuHI 3a Balll IHHUI BHECOK, SIKUM I HAC TYKE BaXKJIUBHM.

1) Axwuit TN opranizaiii BU npeacTaBisere?
Kopropaitist

Jep KaBHA OpraHizailis
HEeypsI0Ba opraHizallis
MOJIITUYHA OpraHizallis
MDKHapOJIHA OpraHi3allis
HEKOMEpIIiiiHa opraHizaiis
IPOMHUCIIOBE MIAMPUEMCTBO
HaBYAJIbHUU 3aKJIA]]

O O O O O O O O

2) Uu BinOyBaeThCs 3apa3 3MiHa JIiJIepiB B Ballliid opraHizaii?

O Tak
o Hi

3) Ha sixomy piBHI MEHEKMEHTY BiJOYBa€ThCS 3MiHA KEPIBHUKIB-JIiAEePiB?
O TOIN-MEHEIKMEHT
O MEHEDKEePH CepeHbOI JIAHKH

4) SIkuit BiK KepiBHHUKIB, [0 MPAIFOBAIN paHimie?

biubie 59 pokis

40-59 pokiB

20-40 pokiB

Menue 20 pokiB

TOII-MCHC/PKMCHT

MCHCIDKCPHU
CepeI[HBO'l. JJAaHKH

5) SIkuii Bik KEPIBHHUKIB, 10 IPUXOIATH 10 KEPIBHHUIITBA ?

Bisabie 59 pokis

40-59 pokiB

20-40 pokiB

Menue 20 pokiB

TOII-MCHCIXKMCHT

MCHCIKCpU
cepenHLol’ JJaHKH

6) Ha skiit ctajii >)KHTTEBOTO MUKITY TIepeOyBae opranizailis 3apa3?
0 DBuHUKHEHHSA

o O O O

Panne 3pocranns
[[IBnaKe 3pocTaHHs
3piTicTh

3anenan
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LIST OF RECORDED PUBLICATIONS BY DISSERTATION TOPIC
Avrticles in scientific publications included in the list of
scientific publications of Ukraine

1. Zehetner-Hirtenlehner D. Formation of the leadership style of
Generation Z. Actual problems of innovative economy and law. 2023. Ne 3, P. 79-84.
(0,64 cond.-printed sheets).

URL.: http://apie.org.ua/uk/publications-uk/2023-3/.

DOI: https://doi.org/10.36887/2524-0455-2023-3-12.

2. Lepeyko T., Zehetner D., Zehetner A. Theoretical background of

leadership style differentiation: generation aspect. Bichux OHY  imeni
L. I. Meunuxosa. 2022. T. 27. Bumn. 3 (93). C. 66-71. (0,81 cond.-printed sheets / 0,27
cond.-printed sheets).

URL.: http://www.visnyk-onu.od.ua/journal/2022_27_3/14.pdf.

DOI: https://doi.org/10.32782/2304-0920/3-93-12.

3. Lepeyko T., Zehetner D. Contemporary approach to the generations

transition and cooperation at modern working place. Ukrainian Journal of Applied
Economics and Technology. 2022. Volume 7. Ne 4. P. 33-39. (0,74 cond.-printed
sheets / 0,37 cond.-printed sheets).

URL: http://ujae.org.ua/en/contemporary-approach-to-the-generations-

transition-and-cooperation-at-modern-working-place/.
DOI: https://doi.orq/10.36887/2415-8453-2022-4-4.

Articles in scientific periodicals indexed in the Web of Science Core
Collection and/or Scopus databases
4. Zehetner A., Zehetner D., Lepeyko T., Blyznyuk T. Generation Z's
expectations of their leaders: a cross-cultural, multi-dimensional investigation of
leadership styles. ECMLG 2022 18th European Conference on Management,
Leadership and Governance. Lisboa, Portugal. 2022 (November). Vol. 18. No 1. P.
447-455. (0,96 cond.-printed sheets / 0,24 cond.-printed sheets).
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URL.: https://papers.academic-

conferences.org/index.php/ecmlg/article/view/891.
DOI: https://doi.org/10.34190/ecmlq.18.1.891.

Solitary sections in a collective monograph
5. Zehetner D. Contemporary approach to leadership style formation during
the process of generation transition at modern working place. Management of the 21st
Century: Globalization Challenges. Prague, Czechoslovakia. 2023. Issue 4. 319 p.
P. 311-318. (0,50 cond.-printed sheets).
URL.: http://repository.hneu.edu.ua/handle/123456789/30073.

Articles in periodical scientific publications of other countries

6. Zehetner A., Zehetner D. Complement or compensate? Interaction of 1Q
and job experience with emotional intelligence in marketing exchanges. Journal of
Marketing Development and Competitiveness. Vol. 13. No. 4, 2019. P. 106-112.
(0,50 cond.-printed sheets / 0,25 cond.-printed sheets).

URL: https://articlegateway.com/index.php/JMDC/article/view/2356/2244.

DOI: https://doi.org/10.33423/jmdc.v13i4.2356.

7. Zehetner D., Lepeyko T., Zehetner A. What does Generation Z expect from

their future leaders? Journal of corporate responsibility and leadership: JCR&L.
2020. Vol. 7. Ne3, P. 57-79. (1,26 cond.-printed sheets / 0,42 cond.-printed sheets).
URL: http://repository.hneu.edu.ua/handle/123456789/30074.
DOI: https://doi.org/10.12775/JCRL.2020.011.

Approbation works
8. Zehetner D., Lepeyko T., Zehetner A. Formation of the leadership style in
the enterprise management in the process of generation transition. New Economics -
2019. Kyiv, Ukraine, November 14-15, 2019. P. 9-14. (0,36 cond.-printed sheets /
0,12 cond.-printed sheets)
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negotiation performance. Paper presented at the 48th Annual EMAC (European
Marketing Academy) conference, Hamburg, Germany, May 24-27, 2019. (0,51
cond.-printed sheets / 0,17 cond.-printed sheets).

URL.: http://proceedings.emac-online.org/pdfs/A2019-9365.pdf.

11. Zehetner A., Zehetner D., Lepeyko T. Students’ career decision-making
self-efficacy: Lessons for recruitment marketing in different cultures. Paper
presented at the 11th Regional EMAC Regional conference, Zagreb (online),
September 16-19, 2020. (0,84 cond.-printed sheets / 0,28 cond.-printed sheets).

URL.: http://proceedings.emac-online.org/pdfs/R2020-84992.pdf.
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differences in career planning capabilities of students: Learnings for recruitment
marketing and employer branding. 49th Annual EMAC Conference. Budapest:
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“Macroeconomic planning and management of the higher education system of Ukraine: philosophy and methodology” [stote registration number 01170002531,
Institule of education content modernization of the Ministry of Education and Science of Ukraine. Ukraine).

"Development and evaluation of organizafional and economical aspects of Lalvia's innovative potentials ot the micro and macro levelsy
(Protocol 3-20 of 25 June, 2020, Information Systems Management University. Latvia).
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OOBIAKA
NPO BMKOPUCTaHHA pPe3ynbTaTiB Ta OKpeMUX Npono3unuin
UnxeTHep-Xiprepninep [lanienu, npeacrasnenux y auceprauii Ha
3n06yTTA HayKOBOro cTyneHs AokTopa dinocodii Ha Temy:
«@opMyBaHH: CTUMIO NigepcTBa B npoueci 3MiHW NOKOMiHL B ynpasniHHi
niaANPUEMCTBOMY 32 cneylianbHicTio 073 «MeHeKMEeHT»

LiuxeTtHep-Xiprepnivep [anienoto npoBefeHo NOPIBHANLHWUIA
PETPOCNEKTUBHUIA aHanis 3MiHM CTUNIB NigepcTsa NPOTAroM iCTOPIl PO3BUTKY
XapkKiBCbKOro HaLioHanbHOro eKOHOMIYHOTO yHiBepcuTeTy iMeHi Cemena KysHeus, Ha
OCHOBI pesynbTarTie AKoro po3pobneHo MeToguyHe 3abesneyeHHs Ta iIHCTpyMeHTapii
hopMmyBaHHA CTUNIO NigepcTea B ynpasniHHi NiANPMEMCTBOM B nNpoueci 3aMmiHu
NOKONiHb.

MpakTu4yHWiA  IHTEPEC BWMKNMKAIOTL  3anpoOnOHOBaHI  pekomeHgauil, ki
anpo6osaHo Ha npuknagi Tpeox nokoniHb (X, Y, Z), aki BUKOHYIOTL niaepcski dyHkuii
Ha cyyacHux nignpuemcTeax. 3asHayeHi pekomeHaauii Ta npono3uuii BnpoBagKeHo y
AisnbHICTL yHiBepcuTeTy B 2022-2023 pokax.

Hosigky suaaxo 6e3 iHaHcosux 30608'A3aHb yHiBEpPCUTETY NEpes asTopom.

Bonoaumup MOHOMAPEHKO
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JOBIIKA
Npo BOPOBAJKEHHS Pe3yJibTaTiB AHCepTaNiiinol poGoTn
Huxernep-Xiprepainep JManiesau, Ha Temy:
«®opmyBaHHs CTHJIIO JiAEPCTBA B NpOLECi 3MIHU NOKONIHE
B yNpaBJiHHI MiANPHEMCTBOM»

Y npoueci Hanucanns muceprauiinoi po6oru Lluxernep-Xiprepiinep Hanienm,
Oyau OTpUMaHi HayKOBO-NIPAKTHYHI pE3yJIbTaTH, WO NOJNATalOTh B OOIpyHTyBaHHi
TEOPETUYHHUX MONOKEHb CYyYaCHHX IPOLECIB 3MiH B TEOpIl JIiCPCTBa, 3 BpaxXyBaHHAM
TPy KOMIICTCHTHOCTEH, HeoOXimHux A pisHuMx crwiis Jigepcra (npodeciini,
METOMOJIOTIYHI Ta «M’AKi» HaBHYKM), Ha OCHOBI Yoro Gyno cHOpPMOBAHO MATPHINO
KOMIICTEHTHOCTEH JinepiB, audepenuilioBany y pospisi pi3HMX IOKOJNiHb Ta
0cobnMBOCTEH HALiOHANBHOI KyJbTYpH. 3a3HadeHi 3400yTKM BNpOBA/KEHI B
HaBYaJIbHUM MNpoLeC miAroToBKM OakanaBpiB Ha (aKynbTeTi MEHEMKMEHTY i
MapKeTHHIy 3a crenianbHicTio 073 «MeHemKMeHT» B OCBITHIN KoMIoHeHTi «OCHOBH
JiIepcTBa Ta OpraHi3aLiiHOl AMHAMIKMY» y MPOLECi NPOBEACHHA JEKIIHHUX 3aHATH Y
2022-2023 HaB4aJIbHOMY pPOLI.

Takox y npoueci HanucanHs auceprauiinoi poGoru I{uxernep-Xiprepiinep
Mauienn, OGyiu OTpMMaHi MpPAaKTUYHI PE3yJbTaTH, WO NOJATAIOTH B po3pobieHni
npoueaypyu GopMyBaHHS CTHIIIO JiJEPCTBA B NPOLECi 3MiHH NOKOJIIHB, HOBH3HA AKOI
NoJArac y BU3HAYEHHI B3a€MO3B’A3KY MK CTWIEM JiJepcTBa, HaLliOHATBHHUMH
KyJILTYPHUMHA BiIMIHHOCTAMM, LIHHOCTAMH Ta NCHXOJONIYHUMH XapaKTepUCTHKAMH
NPEACTaBHUKIB PI3HHUX IOKOJIHb, @ TAKOXK BCTAHOBJICHHI BifINOBIAHOCTEH MK €TarnoM
JKUTTEBOrO ILMKIY MiANPHEMCTBA Ta HAHOINBII JOUIIBHUM JIS HBOTO CTHIEM
nifepcTBa. 3a3sHayeHi 3/00yTKH BIpPOBa/UKEHI B HABYAIBHWH IPOLEC MiATOTOBKH
MaricTpie Ha (akyJbTeTi MEHEDKMEHTY i MapKeTHHry 3a creuiansHictio 073
«MeHe[DKMEHT» B OCBIiTHiHf KoMroHeHTI «MeHe/PKMEHT opranisauiity y npoueci
TNPOBE/ICHHA NPAKTUYHUX 3aHATh y 2022-2023 HaBYabHOMY POLIi.

IIpopexTop
3 HaBYAJILHO-METOJIHYHOI PO

Kapina HEMAIIIKAJIO
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