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LEADERSHIP TYPES: CROSS-CULTURAL ASPECTS
THUIIN JIJEPCTBA: KPOC-KRYJIbTYPHI ACIIERTH

ANOTATION

This study identifies the influence of national culture on na-
tional leadership style based on such cultural factors as: power
distance as a cultural factor that characterizes the attitude to lead-
ership in national culture, determining the degree of leaders' en-
couragement to use their power; individualism versus collectivism
as a cultural factor characterizes social orientation as an idea of
the relative importance of the individual's interests in relation to
the interests of the group to which he belongs, and which indicates
the involvement of workers in individual or collective action; mas-
culinity versus femininity as a cultural factor that characterizes the
goal orientation, revealing the ways to motivate people to perform
a particular job to achieve certain goals; uncertainty avoidance as
a cultural factor characterizing the level of uncertainty, social in-
stability, ambiguity, which is normal and in which members of the
society feel comfortable.

Keywords: leadership, leadership type, power distance, indi-
vidualism versus collectivism, masculinity versus femininity, uncer-
tainty avoidance.

AHOTALIA

Mpouecu iHTepHauioHanisauii BMpobHMUTBa i rnobanisauii
PVIHKIB NpW3Benn 4o HeobXigHOCTI AocnigkeHHs npobnem B ynpas-
NiHHI NepcoHanomM, Lo XapaKTepu3ylTbCa KynbTYPHUMM i HaLio-
HanbHUMK npoTupivusmn. Ocobnuey yeary B nepioan Hectabinb-
HOro PO3BUTKY CBITOBOI EKOHOMIKM BUKIMKae Npobnema nigepcraa
B ynpaeniHHi NepcoHanoMm Ha CTUKY Pi3HMX KynbTyp. Kynstypa Kox-
HOI KpaiH1 Mae CBOI MPOBIAHI LIHHOCTI, SiKi 3yMOBIIIOOTb NOBEAiHKY
HOCIIB WX LiHHOCTEN, TOMY NiAepCTBO B KOXHIW KpaiHi Hece CBO
KynbTYpHY 0BI'pyHTOBAHICTb i pi3HEe PO3yMiHHS CYTHOCTI BMaaun Ta
iepapxii B KepiBHUUTBI i nigepcTBo. JligepctBo € cneundidHnm
BMOOM B3aEMOfii, sike 3acHOBaHe Ha edeKTVBHOMY MOEAHaHHI
Pi3HMX JXepen Bnagu i CNpsMOBaHWN Ha 3a0XOYEHHS MoAen A0
[OCATHEeHHA 3aranbHUX Linen. YpaxyBaHHA BMNMBY KySbTYPHUX
YMHHUKIB HA NepcoHan nignpuemMcTBa, ke yHKUIOHYE B yMOBaX
B3aEMO/ii HaLiOHanbHUX KynbTyp, € OOHUM 3i CKNagHWUKiB edek-
TUBHOCTI ynpaBniHHA nepcoHanom. Lli YMHHWMKM BNnuBaKOTh Ha
0cobnMBOCTI AiNOBOI Ta couianbHOi KynbTypy pPi3HUX KpaiH, dop-
MYHOTb NEBHi BiAMIHHOCTI B IKOCTi pobo4oi cunu 3 nornaay ii nigro-
TOBKW, 34aTHOCTI CnpuimMaTyi 3anponoHOBaHi 3MiHM Ta iHHOBALLINHI
piweHHsa. Came nig BNAMBOM KyNbTYPHUX YMHHUKIB (DOPMYETHCS
HaLjioHanbHWI CTUNb NigepcTea. Y AOCNIMKEHHI BU3HAYEHO BNMB
HaLioHanbHOI KynbTypy Ha HauioHanbHWIA CTUMb nigepcTea Ha
OCHOBI BMNMBY TakuMX KyNbTYPHUX YWHHWKIB, SIK AUCTaHLIA BNagm sk
KYNBETYPHUN YWMHHWK, LLO XapakTepusye CTaBfieHHs 4O nigepcTsa
B HaLiOHanbHIN KynbTypi i BU3Ha4ae CTyMiHb 3a0XO4EHHS Nigepis
[0 BMKOPUCTaHHS HUMW CBOEi BNaaw; CNiBBIOHOLIEHHS iHAMBIOY-
aniamy i KONeKTUBI3MY 5K KYIbTYPHWUIA YMHHUK, LLO XapaKkTepusye
couianbHy OpieHTaUil0 SK YABMIEHHS MPO BiAHOCHY 3HAYUMICTb
iHTepeciB iHOMBIAA NO BIOHOLIEHHIO OO iHTEpPECiB rpynu, A0 SAKOi
BiH HANeXMWTb i B AKOMY 3a3Ha4eHO Ha NpUTAraHHS npauiBHKKIB 4O

iHauBiayanbHUX abo KOMEKTUBHUX AjlA; CMiBBIAHOLIEHHSI MYXHOCTI
i )KIHOYHOCTI 1K KyNBTYPHUIN YUHHKK, LLIO XapaKTepPU3ye LiinboBy Opi-
€HTaLito | po3kpmBae cnocobm MoTuBaLii NoAen 4O BUKOHAHHS Tiel
YM iHLWOT POBOTU Ha LWINSXY AOCATHEHHS NEBHUX LiNen; CTaBNeHHS
[0 HEBU3HAYEHOCTI AK KYNBTYPHUIA YMHHWK, LLO XapakTepusye pi-
BEHb HEBW3HAYEHOCTI, coLianbHOi HeCcTabinbHOCTI, ABO3HAYHOCTI,
AKUA € HOpPMasibHUM | 3a SIKOro YNEHW CyCrinbCTBa BigvyBalTb
cebe koMopTHO.

KnouoBi cnoBa: nigepcTteo, TMn nigepcTtea, AUCTaHLis Bna-
OV, iHAUBIAYaniaM NPoTU KOMEKTMBI3MY, MAcKyniHHICTb NPOTU Xi-
HOYHOCTI, YHUKHEHHSI HEBU3HAYEeHOCTi.

Formulation of the problem. Modern theories
of leadership recognize that a leader cannot suc-
ceed by following the same pattern of behavior
under all circumstances because he must clearly
assess the situation in which the company found
itself and choose a particular course of action
based on the conditions. The leaders — managers
at enterprises that do not operate in their own
country or whose staff interact with representa-
tives of other national cultures must have clear
understanding and be aware of cultural limita-
tions of a particular leadership style.

Analysis of recent research and publications.
Cross-cultural models of leadership and their fea-
tures are studied by such scientists as Adler N.,
Doktor R., Redding G.[4], Laurent A. [6] and
Trompenaars F., Hampden-Turner Ch. [8]. Adler
N., Doktor R., Redding G.[4]focused only on the
features of European leadership models, without
considering in detail the features of other nation-
al models.The results of cross-cultural research
conducted by A. Laurent [6] show that there are
huge differences between the best leadership
styles in different countries. However, in all
these surveys there was no analysis of influence
of cultural factors of national culture on national
leadership style.

Formulation of the purposes of the article.
The purpose of the article is identification the in-
fluence of national culture on national leadership
style based on cultural factors (Hofstede classifi-
cation).

The main research material. A leader who
wants to work as efficiently as possible cannot

Bunyck 1(30) 2022



MprasoBCbKUM €KOHOMIYHMIM BICHUK

41

afford to use one style of leadership throughout
his career. On the contrary, he must learn to use
all styles of leadership and choose the style that
best suits the specific situation and specific staff.
The flexibility of a leadership style is an import-
ant requirement for effective leadership in any
country in the world.

Leadership styles, when used at enterprises op-
erating in the international business and whose
staff is represented by different national cul-
tures, acquire features associated with cross-cul-
tural leadership. Therefore, there are three main
leadership styles most characteristic of such en-
terprises [3, 7]:

1) autocratic leadership (authoritarian leader-
ship) — a task-oriented style with a rigid vertical
relationship between the leader and individual
subordinates, which ensures clarity of function-
ing in simple processes. It is most often used in
personnel management of foreign offices located
in countries with economies in transition and un-
derdeveloped countries.

2) paternalistic leadership — a style of leader-
ship, which is a variant of autocratic leadership,
based on the participation of individual subordi-
nates in decision-making and partnership of the
leader with each subordinate. It is used by the
vast majority of Western companies both at head-
quarters and in foreign offices located in the de-
veloped countries.

3) participatory leadership — a relationship-ori-
ented style based on numerous partnerships be-
tween all members of the group, including lead-
ers. It is used mainly by Japanese corporations, as
well as self-taught organizations, and in the case
of teamwork.

N. Todorova [2, p. 186] notes that the bene-
fits of choosing a leadership style depend on the
characteristics of national culture at the enter-
prises operating in different national cultures.
The democratic style is the most preferred by the
leaders, while some subordinates do not like the
need to participate in all kinds of decision -mak-
ing. There are also some cross-cultural differ-
ences in the response to this leadership style by
people from different national cultures. In cul-
tures with a considerable distance of power (ac-
cording to Hofstede's classification of national
cultures), democratic (participatory) leadership
style is perceived as incompetence of the leader-
ship [5]. According to G. Hofstede [5], authori-
tarian and paternalistic leadership characterize
such cultures, while cultures with a short power
distance prefer the democratic (participatory)
style of leadership.

R. Griffin and M. Pastey [1, p. 761] note that
leadership is one of the most important behav-
ioral and interpersonal aspects of international
companies. Modern theories of leadership recog-
nize that a leader cannot succeed by following the
same pattern of behavior under all circumstances.
Instead, he/she must carefully assess the situa-
tion in which the company found itself, and de-

velop a course of action taking into account the
prevailing conditions. Among the most common
situational factors influencing the leader's behav-
ior, are the following: individual differences be-
tween subordinates; characteristics of the group,
organization and leader; willingness of subordi-
nates to share the goals set before them by the
leader. It is obvious that cultural factors have an
impact on the leaders behavior [1, p. 763].

The processes of business globalization have
led to the need to study the phenomenon of lead-
ership in terms of cross-cultural management.
The culture of each country has its own leading
values, determining the behavior of the bearers
of these values, so leadership in each country
has its own cultural validity and different un-
derstanding of the nature of power and hierarchy
in leadership. No two cultures have exactly the
same approach to power and hierarchy. That is
why there is a need to form a unified approach to
personnel management, taking into account the
cross-cultural aspects of leadership.

Thus, when it comes to managing a multicul-
tural team, the leader has to assess his subor-
dinates and their cultural needs as leaders must
meet the expectations of their subordinates.

Different countries have different leadership
practices and styles due to historical and nation-
al characteristics. Scientists in their work [1,p.
763] note that representatives of various cultures
react differently to different behaviors of lead-
ers, which is partly due to cultural factors, part-
ly — the individual characteristics of the employ-
ees. That is why, if we take into account these
cross-cultural features in personnel management,
we can create an effective management system,
as cultural differences form different motiva-
tional attitudes of employees and determine the
nature of their behavior. At the same time, one
of the main tasks of leaders is to identify these
differences, understand them and consider them
in their practice.

Let us see how national cultures influence the
staff of enterprises, using cultural factors iden-
tified in the theory of G. Hofstede [5]. Of the
six cultural factors considered by G. Hofstede,
the managerial aspects of the enterprise, and es-
pecially personnel management, are under direct
influence of the following cultural factors of na-
tional culture [5]:

1) power distance is a cultural factor that
characterizes the attitude to leadership in nation-
al culture and determines the degree of leaders’
encouragement to use their power.

2) individualism versus collectivism is a cul-
tural factor that characterizes social orientation
as an idea of the relative importance of the indi-
vidual's interests in relation to the interests of
the group to which he belongs, and which indi-
cates the attitude and cooperation of employees in
individual or collective actions.

3) masculinity versus femininity is a cultur-
al factor that characterizes the goal orientation,
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revealing ways of people’s motivation to achieve
certain goals by performing a particular job.

4) uncertainty avoidance is a cultural factor
that characterizes the level of uncertainty, social
instability, ambiguity, which is normal and in
which members of the society feel comfortable.

Scientists R. Griffin and M. Pastei in their
work [1, p. 763] note that if a culture is charac-
terized by respect for power (long distance pow-
er), the employees expect that the leader will take
control, responsibility for decision-making and
will direct their actions. He should follow a line
of behavior focused on obtaining results (direct,
structured, purposeful behavior), avoiding tar-
geting subordinates (i.e., providing assistance,
caring for them, and forming personal relation-
ships with them), not caring much about the sub-
ordinates’ participation in decision-making.

A group of scientists led by P. Yukhymenko
[3, p. 168] also notes that culture with a great
distance of power encourages demonstration of
power. It is perceived by subordinates as appro-
priate because a leader, who does not demonstrate
power, can be perceived as weak and listless. At-
tempts to erase the differences between leaders
and followers may not be accepted because cul-
ture is characterized by authoritarian, hierarchi-
cal social order [1, p. 763]. In such a culture,
the leader demonstrates the maximum power that
corresponds to reality, and leadership is based on
co-optation.

Scientists R. Griffin and M. Pastey [1, p. 763]
note in their work that if tolerance to power (short
distance of power) is highly valued in the national
culture, the leader should pay less attention to
the actual process of achieving goals. In this case,
we can achieve efficiency by focusing behavior on
interaction with subordinates and their involve-
ment in the decision-making and other processes
related to enterprise management.

A group of scientists led by P. Yukhymenko
[38, p. 168] also notes that in a culture with a
short distance of power, demonstration of power
is considered ethically unacceptable.Relations be-
tween employees are formed on emphasized social
equality and partnership, while the leader uses
his power in exceptional cases. In such a culture,
the leader gives the impression that he has less
power than in reality, and leadership is based on
the choice of the majority.

According to R. Griffin and M. Paste [1, p.
764] in individualistic cultures, leaders should fo-
cus their behavior on individual employees rather
than on the team as a whole.

A group of scientists led by P. Yukhymenko
[3, p. 168] also notes that individualistic cul-
tures involve the achievement and protection of
individual goals and interests. In such a culture,
leadership is based on the management of the in-
dividual in the group, with considerable attention
to the management structure.

Scientists R. Griffin and M. Pastey [1, p. 764]
note that in collectivist cultures, leaders should

prefer to focus on the team rather than on indi-
vidual members of the team. In a culture focused
on a group approach to doing business (such as
Japanese culture), an effective leader must lead
subordinates while ensuring agreement between
team members.

A group of scientists led by P. Yukhymenko
[3, p. 168] also notes that a collectivist culture
focuses on achieving and upholding collective
goals. In such a culture, leadership is based on
the management of an individual in the group
with considerable attention to the relationship in
the management structure.

Scientists R. Griffin and M. Pastey [1, p. 765]
note that the behavior of the leader also depends
on the target orientation.

Thus, a group of scientists led by P. Yukhy-
menko [3, p. 168] notes that if culture is char-
acterized by the dominance of masculine culture
and active target orientation, its representatives
focus on achieving material or career success.
Representatives of feminine culture also prefer
money and other types of material rewards.

A masculine culture values strength, speed
of decision, scale of approaches, determination,
toughness and expertise in the leader. Actions
of the leader, focused on obtaining results or in-
creasing participation of employees in manage-
ment, can get the approval of the representatives
of such cultures, if in their perception, these ac-
tions can lead to increased earnings [1, p. 765].

If culture is feminine—dominated and passive
in goal orientation, its bearers especially value
quality of life, attention to the environment, the
culture focuses more on humanistic and social
values [3, p. 168]. In this case, the actions of the
leader, which result in improved quality of life,
are acceptable in this feminine culture [1, p. 765].

In the feminine culture, the leader wvalues
the ability to organize conflict-free group work,
reach consensus, develop a fair motivation, build
relationships.

Another important aspect is that scientists
R. Griffin and M. Pastey [1, p. 765] note that the
leader's actions aimed at building relationships
with subordinates can be effective in cultures with
both active and passive targeting to the extent
that these actions can make the employees feel
satisfied with their work and the organization's
activities in general.

According to scientists R. Griffin and M. Paste
[1, p. 766], in enterprises operating in a national
culture, whose representatives seek to avoid
uncertainty, employees prefer order when they
are set specific goals and objectives.

In a culture with a high level of uncertainty
avoidance, results-oriented behavior is more
effective, and interaction with subordinates may
be less productive. It is in this culture that the
leader is loved or hated, and the leader strives to
do the right things.

R. Griffin and M. Pastey [1, p. 766] also
note that the employees, who feel uncertain at
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the enterprises operating in the conditions of
national culture, can have a positive attitude
to participating in different processes in the
company.

Actions of the leadership to engage the
employees in the management of the company
may receive the approval of representatives
of cultures with a high level of uncertainty
acceptance. However, leadership focused on
getting the result may be undesirable or needless.
On the other hand, when the leader's behavior
is directed to the formation of relationships
with subordinates, it may be ineffective. In this
case, employees may have a very strong desire
to participate in management and independently
address issues related to their job responsibilities.
Then, the actions of senior executives directed to
achieving the company's goals or interacting with
employees, may be regarded by them as redundant
actions affecting the possibility of employee
participation in management, or even as actions
that significantly limit these opportunities. In
such a culture, the leader is respected or valued,
and the leader strives to do the right thing.

Conclusions.Thus, the author has analyzed
the influence of national cultures on the staff of
enterprises using the cultural factors of Hofstede's
theory of national cultures classification. These
factors are:power distance as a cultural factor
that characterizes the attitude to leadership in
national culture and determines the degree of
encouragement of leaders to use their power;
individualism versus collectivism as a cultural
factor that characterizes social orientation as an
idea of the relative importance of the individual's
interests in relation to the interests of the
group to which he belongs and which indicates
the involvement of workers in individual or
collective action; masculinity versus femininity
as a cultural factor that characterizes the goal
orientation and reveals ways to motivate people
to perform a particular job to achieve certain
goals; uncertainty avoidanceas a cultural factor
that characterizes the level of uncertainty, social
instability, ambiguity, which is normal and in
which members of the society feel comfortable.
One of such conditions for enterprises that are
participants in international relations is the
influence of cultural factors. This is the influence
of national culture, represented by the staff of the
enterprise. That is why the leader needs to adhere
to the leadership style that is most effective in a
particular situation and for specific staff.
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