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MODEL OF EFFECIENT LEADERSHIP

Summary. Thus, in studying this problem, we have identified the following approaches
to nominating a person to a leader-chief position, which are the basis of a model of efficient
leadership and can become a methodological basis for revealing, formation and development
of leadership potential while training at a university, namely: personal and reflexive,
cognitive and professional, values and motivational, behavioral (organizational and
managerial), emotional, communicative.
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MOJEJIb EOEKTUBHOI'O JIAEPCTBA

Anomauia: B menepiwnill yac akmyanvHum € MOOeN08aAHHs eheKmusHo20 nidepcmaea
ma 1020 OKpemux ckiaoosux. Pezynemamom nodibHo2o pody docnioxcens cmana nobvyoosa
8e/IbMU NONYIAPHUX 3APA3 «UMOBIPHICHUX MoOeeli», YCNIUWHO anpoO08anux 8 Pi3HUX KPAIHAX.
Memoto cmammi € cknadanus mooeni egheKmugHo2o 1i0epcmea Ha OCHOBI CUCmeMamu3ayii
iHhopmayii wooo pi3HUX NiOX00i8 BUBYEHHS NPOOIeMU GUCYBAHHSA 6 NO3UYilo aidepa, sKd
Modice cmamu Memooo02iUHOI0 OCHOBOI0 O] BUABIEHHSA 1 PO3BUMKY Ni0epCbK020 nomenyia-
Jy nio uac nasuanns y BH3. Boua sxntouae 6 cebe ocooucmicno-peghnekcusHuil, KOSHimueHo-
npogecitinutl, YiHHICHO-MOMUBAYTUHUL, NOBEOIHKOBULL (0p2aHi3ayiliHO-YNPABIIHCLKULL), eMO-
YIUHUU, KOMYHIKAMUBHUU KOMNOHEHMU.

Knrouoei cnoea: nioepcmeo, mooens, eghexmueruti nioep, 1i0epCcoKutl nomenyiai, Ke-
PI6HUK, akmueizayis, 00CIONHCEHHS, HABUAHHS, PO3GUMOK.

Banenruna MuxaijinueHKo

MOJAEJIb D®@PEKTUBHOI'O JINAEPCTBA

Aunomauyusn. B nacmoswee epems axmyanvHvimM A6semcs Mooeruposarue 3¢ gex-
MUBHO20 TUOEPCMBA U €20 OMOENbHbIX coCmasnawux. mozom nodobrHo2o pooa ucciedosa-
HUll S8UTOCH NOCMPOEHUE 8eCbMd NONYJISAPHLIX 8 HACMOosWee 8peMs «8ePOSIMHOCIIHbIX MOOe-

Jiely, YCheutHo anpooupoBarHHbIX 8 PA3HLIX CMPAHAX.
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Llenvlo cmambu A615€MCA HA OCHOBE CUCIEMAMU3AYUU UHDOPMAYUL O PAZTUYHBIX NOOXO-
0ax 6 uzyueHuu npoonemvbl 8bI0BUNCEHUSL 8 NOZUYUIO TUOEPA COCMABUNMD MOOeNb IPhHeKmusHoco
JIUOEPCmBa, KOmMopasi MOdicem Cmamv Memoo0I0SUYEeCKOl OCHOBOU OJisl BbIAGNIEHUS U PA3GUMUSL
JIUOEPCKO20 NOMEHYUana 60 epems o0yuenusi 6 eyze. Oua 6Kmouaem 6 cebsi TUYHOCHHO-
pedghnexcusHbill, KOCHUMUBHO-NPOPECCUOHATbHBIL, YEHHOCMHO-MOMUBAYUOHHDBIL, NOBEOEHYECKUL
(Opeanu3ayUOHHO-YNPAGTIEHYECKULL), IMOYUOHATbHIU, KOMMYHUKAMUBHBIL KOMHOHEHMbL.

Knwueswle cnosa: nuoepcmeo, mooens, d¢hgexmusHuiil 1oep, TUOepCKutl NomeHyual,
PYKOBOOUMEb, AKMUBU3AYUS, UCCTIe008AHUe, 00YUeHle, PA3GUMUe.

BanenTuna MuxaiJin4eHKoO

Posmmpena aHoTaltis Ui 03HaHOMIICHHS 3 I[I€I0 TEMOIO:
“ MoaeJsb e(peKTUBHOIO JigepcTBa”

Ilocmanoeéka npodnemu 6 3azans-
HOMY 6u2nA0i ma it 36'a30K i3 eaxcaueumu
HAYKOBUMU YU NPAKMUYHUMU 3A60AHHAMU.
B Oanuti uac axmyanbHum € mooeno8amHs
eghekmueroco nidepcmea ma to2o0 OKpemux
cknaoosux. Iliocymkom makux 00CaiodxceHs
cmana no6yooea eebMu HONYIAPHUX «IMOBI-
PHICHUX MoOeneti», YChiWHO anpoOo8anux 8
PI3HUX KPAIHAX.

Ananiz ocmaunnix 00caioxycensy i ny-
onikauyiii, 6 AKUX 3aNOYAMKOEAHO PO36's-
3aHHA YIE€T npodaemu i HA AKI CRUPAEMbCA
agmop. Ananiz 0ocnioxcyeanoi npoobaemu
00360J151€ GUABUMU MAKI MeHOeHYii npu no-
0y0086i modenetl nidepcmea: meopii nidepco-
kux puc (®@.I'anemon, K. bepo, C. Cmim,
. Kprocep), meopii naskoiuwunvoeo cepedo-
suwa, abo cumyamueni meopii ([owc. Llneti-
oep, E. Xapmuni, JI. Kapmep, II. Ilicopc),
ocobucmicro-cumyamueni meopii (I. 'epm,
C. Min3, K. Keiic); meopii «ouiKkysaHms-
83aemo0iiy (C. 0xcub6); eymanicmuyni meo-
pii; ampubymueHni meopii; meopii «0OMiHY»;
«Tpancakmnozo ananizyy i mpaucgopma-
yiunoeo nioepcmea (owc. Bepuc); momusa-
yiuni meopii (A. Macnoy) i in

Buoinennsa mneseupiwienux paniute
yacmun 3a2anvHOi  nPoOIEMU, KOMPUM
npuceauyemovca Ooana cmamma. Pazom 3
MuM, 04e8UOHO, WO 8 pamKax 0yOb-saKoi me-
opii nidepcmea MoHCaUGi i, OymMaemscs, Oy-
JHce HeoOXIOHI KOHKpemu3ayisi i nowyK npu-
YUHHO-HACTIOKOBUX 38'A3Ki6, 3a1edicHoCmell 8
npoyeci 8UCY8aHHs Ni0epi8, BUHUKHEHHS |
npoA8y Ni0epCoKux hyHKYill.

Mema cmammi. Ha ocnosi cucme-
mamuszayii inghopmayii w000 pizHux nioxooise
YV 8UB4eHHI npobremu 6UCY8AHHS 6 NO3UYIIO
anidepa ckracmu mooeib eheKmusHo2o Jioe-
pCmea, AKa mModxce cmamu Memoooa02i4HOI0
OCHOBOI0 OJiSl BUABIEHHS [ PO3BUMKY NII0epCb-
K020 NOMeHYyiany nio yac HaGYaHHs y 8)3i.

Buknao ocnoenozo mamepiany. Bue-
HI, AKI 6usyaroms npooaemy Ji0epcbKoco
NOMEHYIany UABUIU, WO UMOBIPHICb 6U-
3HAHHSA KO20Ch I3 YJleHI8 6 AKocmi nidepa 8
SBHAYHIU MIpI 3anedcums 8i0 0COOUCMICHO20
wunnuxa. Hozo numoma éaza é cucmemi Oe-
mepMmiHanmie 1i0epcmea KoIueascs, 3a 0a-
HUMU 8YeHUX, 8 pisHux zpynax 6io 48% oo
82% [12].

Buenumu ecmanoeneno, wo nemae
maxo2o nepenixy akocmetl, 80100iHHs AKUMU
eapanmyeano 6 came nioepcmeo. Cumyayii i
3a680aHHs MAIOMb He MEHU 8ANCIUBE 3HAYEH-
HA, a 2pyna, 6 sKiil 8i00ysacmvcs 1i0epcmaeo,
€ He MINbKU cepedosulyem, a i enemeHmom
Ybo2o nidepcmea, 4acmo Oilbul 8ANCIUBUM,
HIJIC THW.

Ilpo ye nepexounuso ceiouams pe-
3y1bmamu  OOCIIOHCeHb GIMYUSHAHUX YYEHUX
A. I'. Pomanoscvrozo, OB. Keacnux i
B.B. lllanonosoi, sixi pozensoaroms ai0epcmeo
MAaKodC 5K KOHYEHMPayilo HABUYOK I 3YCUlb
nioepa, CnpsaMOBaHUX HA CMBOPEHHS | (hYHKYiI-
OHYBAHHS KOMAHOU, 3 KOO Ji0ep € HEPO3PUB-
Hum yinum. Mema nidepa, Ha ixHIO OYMKY,
CMBOPEHHS. KOMAHOU, 8 SKIU KOMCEH YleH € Ca-
MOOOCMamHb010 0cobucmicmio i 6ci npayro-
10Mb HA MAKCUMATbHULL Pe3yTbmam ChilbHOI
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cnpasu. Komanooymeopenns, na ixuio Oymky,

€ HeoOXIOHOI0 YMOBOI0 OISl NPOsBY i peanizayii

nidepcmea, a 3Hauumv, 0008's13K08010 CKIA00-
6010 Yb0o2o nonamms [9].

Ha cvoeooni 6 cneyianvuiii nimepa-
Mypi BUABNIEHO YUMANLO OAHUX NPO 38'SA30K
30i6HOCmell 3 egheKMUBHICMIO KepigHuymad,
moomo npo me, Wo BUCYHEHHS & Jidepu 00)-
MOBTIOE  KOZHIMUBHO-NPOGheciinull  acnexm
tioco nomenyiany. Bcmawnosneno, wo ycnix
aidepa bazamo 8 yomy 3anedicums 8i0 30i0-
Hocmell i 6MIHHA eupiulysamu npooiemu ma
NPULMAmMu NPABUIbHI PILUEHHS.

Benuky ponv 6 cmanoesnenwni nidepa
gidiepac YIHHICHO-MOMUBAYIIHULL
KOMNOHEHM oo nomenyiarny.
Tpuxunvricme nidepa ocobrusum, HavOibLW
npueadIUBUM OJisi NOCTIO0BHUKIE YIHHOCMAM
€ OCHOB0I0 1020 asmopumemy, mMooOmMo
BUBHAYATILHUM (PAKMOPOM.

B pezynemami 63aemo0ii inousioyans-
HUX sikocmetl aidepa i 1020 3a80aHb 8UPOO-
J€EMbCs nesHull cmuiv nosedinku. Lleii na-
NPAMOK 8 3aXiOHIU J1imepamypi HA3Ueawombs
Nn06ediHKOBUM, A ) BIMYUSHAHIU imepamypi
OpP2aHi3ayitiHO-YNPAGIiHCOKUM NIOX000M 00
BUBYEHHS. MEXAHIZMIE BUCYBAHHA 6 NO3UYIIO
qioepa, xapakmepHozo Ol OpP2aHi3ayitiHo20
nidepcmea. Llenmpanbhum 0 Hb020 € BU-

Problem statement.It is currently top-
ical to model efficient leadership and its
components. As a result of such researches,
there were constructed quite popular “proba-
bilistic models” which were successfully
tested in many countries. A model is a sim-
plified description of a complex phenomenon
or process which is usually its miniaturized
version or representation. So, this notion
means a description or analogy used in order
to facilitate visualizing of something inacces-
sible to immediate observation. Behavior
modelling includes observation and descrip-
tion of efficient mechanisms comprising the
basis of any achievements. And a complex
event or a series of events is broken into sep-
arate components enabling to reproduce the
initial object in a certain way. The aim of this
procedure is to determine the most signifi-

BUEHHs peanbHux Oill J1i0epa-KepieHuKa 8
npoyeci pobomu i ixHb020 38'A3Ky 3 eghexmu-
BHICMIO KepiGHUYMEa.

Baoicnusoro ymosoro meopuozo pos-
BUMKY JIOOUHU € 8Ipa 8 CBOI CulU, wjo He-
MOJNCIUBO O€3 OMPUMAHHA 00CBIdY 00Cse-
HEHHSL | NepeHCUBAHHS YCNIXY, AKU € aKMUg-
HUM Gopmytouum nowamxom. Jlioep cmeo-
PIOE BIOHOCUHU NO3UMUBHOI CRIBNPAYi MidHC
KEepiGHUKOM [ YleHaMu 2pynu, CRPUSMIUSULl
8NIUE eMOYIlIHO20 hakmopa.

s epexmusnozo nioepcmea HeoOXi-
OHO, Wob coyianbHuti cyo'ekm 6y8 «KOMYHi-
KamusHoi ocooucmicmioy, wo pooums ax-
MYAIbHUM KOMYHIKAMUBHUU NIOXIO0 00 11020
BUBUEHHSL.

Bucnoeku. Takum uunom, y euguenHi
Odanoi npobnemu Oynu 6udineHi HACMYNHI
nioxoou 00 BUCY8AHHA 6 no3uyilo Jidepa-
KepigHuKa: a came: ocobucmicho-
peghnexcuenull,  KOSHIMUBHO-NPOGhecitinuil,
YIHHICHO-MOMUBAYTUHUL, NOBEOIHKOBUU (Op-
2aHI3aYIIHO-YNPABIIHCLKUIL), eMOoyiuHU,
KOMyHiKamugeHuu. Bonu € ocHosoto mooeni
epexkmugHo2o nidepcmea i MoXCymos Cmamu
Memooo0ciuHol0 6a3010 po3kpumms, ¢hop-
MYBAHHA MA PO3BUMKY Ni0ePCbKO20 NOMEH-
yiany nio yac HA8UaHHs y V3.

cant elements of thinking and actions needed
to attain certain result or reaction. Infor-
mation transmitted through modelling en-
hances increasing the volume of knowledge
and corresponding skills.

Purpose of the article. On the
grounds of systematizing information on var-
ious approaches to studying the problem of
nominating a person to the leadership posi-
tion to create a model of efficient leadership
which might become a methodological basis
for detecting and developing students’ lead-
ership potential in the course of their study-
ing at university.

Exposition of the main material. Sci-
entists who study the issue of leadership po-
tential have discovered that the probability of
someone being recognized as a leader de-
pends to a large extent on personality factor.
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Its share in the leadership determinants sys-
tem varied in different groups, according to
the data obtained, from 48% to 82% [12].
The personality approach to studying the
problem of nominating a person to a leader-
ship position supposes that one becomes a
leader thanks to a set of certain personality
traits. In the US there was developed the “lead-
ership traits” theory which was based on the
assumption that leaders are bearers of certain
traits and skills that are inborn by character and
can be detected regardless of any particular sit-
uation or group. This theory is based on analy-
sis of ideal traits of a leader, and in essence,
this analysis came down to attempts of detect-
ing a set of desirable or obligatory psychologi-
cal traits of a personality needed for efficient
activity. Hundreds of researches were conduct-
ed in this direction (F.Galton, R. Stogdill, R.
Mann, W. Bennis, G.Yucle, D. Van Flitt, R.
Hogan, R. House. T.Judge with employers)
who created an impractically long list of the
detected leadership traits.

As a result of conducted research
many scientists have accumulated a vast fac-
tual material on leadership traits, but soon it
turned out that attempts to create an “ideal
typical portray” of a leader were a failure. On
their basis there was made an unexpected
conclusion: the more detailed were the lists
of leadership traits the more precisely they
coincided with the complete set of personali-
ty traits in general. The list of traits itself was
disputable — often researchers came to dia-
metrically opposite conclusions even con-
cerning such necessary for a leader traits as
volition, intellect, adherence to principle, etc.
This was convincingly described by S. Covie
[4]. Scientists have determined that there is
no such a list of traits possessing which
would guarantee leadership itself. Situations
and tasks are of the same importance, and the
group where leadership takes place is not on-
ly an environment but also an element of this
leadership, and it is often of more importance
than other components.

This is convincingly shown by results
of researches made by domestic scientists
A.G. Romanovsky, O.V. Kvasnik and V.V.

Shapolova who consider leadership as con-
centration of a leader’s skills and efforts di-
rected at creating and functioning of a team
with whom the leader is an inseparable enti-
ty. According to these scientists, the goal of a
leader is team making, wherein each partici-
pant is a self-sufficient personality and all of
them work for maximum result of common
cause. Team formation, according to them, is
a necessary condition for leadership to mani-
fest and realize itself, and consequently an
obligatory component of this notion [9].

Currently, in special literature one can
find much data on connection between skills
and managerial efficiency, that is of the fact
that being nominated as a leader is deter-
mined by cognitive-and-professional aspect
of his/her potential. It has been determined
that a leader’s success depends to a large ex-
tent on capabilities and skills of problem
solving and making correct dcisions. Thus,
according to materials found in R. Stogdill
reference book compiled on the data of 41
researches determining a connection between
education and management there is 88% of
established positive correlations between the
mentioned variables, that is managers posed
as quite educated people [13]. There is no
doubt that education, first of all special edu-
cation, is an important condition of leaders’
success in organizing and managerial activi-
ty. Nevertheless, world practice of efficient
management sometimes presents quite curi-
ous exceptions.

F. Fiedler [10] in his work on deter-
mining the role of a manager’s intellect in
efficiency of their managerial activity devel-
oped the cognitive resource theory. He paid
attention to the following curious contradic-
tion. In real practice of successful selection
of managerial personnel the utmost role is
played by considering applicants’ intellectual
abilities, experience, and competency. At the
same time, according to scientific research
data, presented in reviews by leading special-
ists, one discovers quite low correlations be-
tween intellectual abilities and managerial
efficiency [10, 11, 14].
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As early as in the 1960s, American
industrial psychologist E. Ghiselli [11] when
monitoring groups of managers discovered
that the most efficient executives were not
those with too high or too low intelligence
ratios, but those displaying average indices
evaluated by degree of its manifestation. The
conclusions by Ghiselli on the whole corre-
late with the tendency characteristic, accord-
ing to T. Kono’s [5] data, of Japanese man-
agement. The scientist draws attention to the
fact that students having exclusively high
grades at school and at university when em-
ployed by Japanese corporation normally do
not become top managers there. T. Kono ex-
plains this fact by inability on behalf of these
people to establish collective activities which
is the most significant obstacle for manageri-
al career building in Japanese organizations.

A great role in a leader’s formation is
played by values-and-motivation component
of their potential, that is values, motivation,
and convictions. Universal values (notions
like abundance, justice, goodness, beauty,
truth, destiny, and so on) are inherent to any
epoch and any nation, but their topicality and
hierarchy change with time and are deter-
mined by tendencies in society’s develop-
ment. Life values determine ideals, moral
norms, a personality’s subjective value atti-
tude towards reality and so on. A leader’s
adherence to special, the most attractive to
followers values is the basis of his/her au-
thority, i.e. it’s an important factor determin-
ing leadership. The value-oriented approach
to leadership has become most popular one in
the latest decades and it comprises the basis
of a number of value theories.

In this connection of interest is the
theory by R.L. Krichevskiy which views
“values exchange” as a mechanism of leader
nominating [6]. According to this concept, it
looks as if value characteristics of group
members are exchanged for a leader’s au-
thority and acceptance — key components of
group status which are also important univer-
sal values. As a result, as a leader is accepted
the person who represents in the greatest ex-
tent the traits particularly important for this

group’s activity. In the course of interaction
the group nominates for a leading position
the person who is identified with the rest of
the group as possessing the most complete
setoff group values. It is for this reason that
(s)he makes the greatest impact on subordi-
nates’ motivation and satisfaction.

In other words, psychologic content
of values exchange lies in mutual satisfaction
by participating parties of certain social
needs of one another in the course of interac-
tion through mutual proposal by each party
of corresponding values. Such view enables
to treat the values exchange in leadership as a
process extended in time. Appearing within
originating interpersonal interaction, values
exchange acts as its significant activator.
This facilitates further evolvement of inter-
group leadership.

In his analysis of values exchange as
a leadership mechanism, R.L. Krichevskiy
introduces the notion of an individual’s value
input into group’s activity. By value input he
understands any useful, that is having some
value, and thus working for needs satisfac-
tion of both separate individuals and the “ag-
gregate subject” — a social group, actions,
which are addressed to both individual group
members and the group as a whole and pos-
sess various forms of manifestation. The
measure of psychologic reward by a group of
its member (including vesting authority, ac-
cepting one as a leader) depends on the ex-
tent of his/her value input into efficiency of
group’s functioning.

Theoretical analysis and empiric data
enable to determine the correlation between
the value input of an individual into group
activity and his/her status therein, namely:
the more significant the value input of an in-
dividual into group activity (causative varia-
ble) the higher, correspondently, is their in-
tragroup status (consequential variable).
Nevertheless, it should be noted that due to
the influence of various factors (personality,
group, situational, etc.) the extent of linear
interrelation between the mentioned variables
may lower considerably. Such are the main
elements of value mechanism of nominating
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a person for a leading position according to
R.L. Krichevskiy, and this mechanism has
passed a considerable empiric testing [7].

Of interest also is a model which is
classified by specialists as “motivational”
because it views a leader’s efficiency as the
one determined by the strength of his/her im-
pact on the following variables:

- subordinates’ motivation in general;

- subordinates’ ability of productive
performing a task;

- subordinates’ satisfaction with the
work process [13].

This model supposes that leader’s be-
havior motivates subordinates or brings them
satisfaction when it clarifies the way of
achieving the goal and increases probability
of its being achieved by the subordinates. In
other words, a leader is seen as a kind of a
“motivator” of subordinates’ activity. The
“motivation model” contains two common
suppositions concerning the probabilities of a
leader-cum-manager’s influence on subordi-
nates’ motivation and satisfaction:

- the manager’s behavior is approved
by subordinates depending on how this be-
havior is viewed as either the immediate
source of actual satisfaction or as a means of
obtaining future satisfaction;

- the manager’s behavior will be of
motivational character (i.e. stimulate the in-
crease in employees’ work efforts) to the ex-
tent in which it, firstly, puts subordinates’
needs satisfaction into dependence of their
efficient performing, and secondly, comple-
ments work situation providing employees
with resources (such as special training, or-
ganizing, support, and reward) needed for
efficient accomplishment of a task [13].

To “earn” the leadership status, just
value input into the group activity and moti-
vation resource are not enough. It is neces-
sary that the content of this input correspond
to the prototypes of leader’s behavior as
viewed by group members, i.e. even an effi-
cient “contributor” should be perceived as a
leader. According to specialists, to be nomi-
nated for a leader’s position other character-
istics of a leader’s potential are needed as

well, namely those that facilitate accommo-
dation to the group, situations, and variable
conditions.

Within factors-and-analytical concept
of leadership,scientists introduce notions of
goals and tasks connected with a particular
situation which set different criteria of lead-
ers’ personality traits and behavior. N.V.
Belyakova researching social and psycholog-
ical peculiarities of leadership manifestation
in student groups noted that it is goals and
motives of a group that determine the cir-
cumstances of leadership arising. Conse-
quently, the leaders accepted by the group
play a significant role in forming and chang-
ing the group’s goals, views, as well as struc-
ture organization and mutual activity of
group members [2].

As a result of the interaction of a
leader’s individual traits with the tasks facing
him/her, his/her behavior style is formed.
This direction in the western literature is
calledbehavioral, while in domestic literature
it is named organizing-and-managerial ap-
proach to the study of mechanisms of nomi-
nating one for a leader’s position typical of
organizational leadership. The central point
in this approach is the study of a leader’s real
actions in the course of their work and their
connection with managerial efficiency. This
issue has attracted considerable attention of
researchers for more than half a century and
is undoubtedly of practical interest.

The work of a leader-cum-executive
is based on interaction with other people and
is stressful, rapidly changing, reactive, and
stochastic in character. One of his/her im-
portant characteristics is the presence of the
ability to concentrate on attaining of a goal,
overcoming any obstacles; displaying firm-
ness and persistence in actions leading to the
goal attaining. They often have to make deci-
sions in a complicated situation when they
have to take risks. Efficient leaders can find
connections between numerous problems,
issues, and opportunities they come across.
This supposes using innovations or distrib-
uting authority and resources.
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A leader-cum-executive’s profession-
al activity is based upon permanent influenc-
ing their employees to cause them to actions
enhancing achievement of success by the or-
ganization. In other words, (s)he plans, or-
ganizes, motivates, and controls employees,
bears responsibility for performing the set
tasks, but the immediate work is made most-
ly by employees. It follows that managerial
activity is performed on account of efforts by
both the executive and the employees. Con-
sequently, of special importance is perceiv-
ing a manager by the group as leader, accept-
ing his/her leader’s status and authority. All
this attracts followers who think that such a
person cn be entrusted with their destiny and
become his/her” team”. The presence of a
team indicates that a person is really a leader
for group members.

Thus, the role of a leader-cum-
executive is decisive in organizing common
activity of a group and ensuring its work ef-
ficiency. (S)he focuses the main values of the
group, is able to perform achievement of a
goal by the group and ensure satisfying the
needs of group members, their expectations
and interests. The personality of a leader and
their style of behavior as a dominant person
in many respects determine the destiny of
each group member and the group as a
whole, which means that leaders influence
individuals’ socialization. At the same time,
a leaders style of behavior is also influenced
by circumstances, group members, as well as
by personality traits of not only the leader
themselves, but also their followers’.

It is known that an important condi-
tion of a person’s successful creative devel-
opment is the belief in their strengths, which
is impossible without obtaining the experi-
ence of achieving and experiencing success
that is an active formation factor. Achieve-
ment of success is obtaining a concrete result
deemed significant for an individual. Experi-
encing joy, satisfaction, recognition smooth-
ers affective reactions and consequences of
conflict situations. At the same time, the state
of success is a person’s emotional satisfac-
tion with an activity’s process and results as

well as his/her status and role in the collec-
tive [8]. It creates relationships of positive
cooperation between the executive and group
members, positive influence of the emotional
factor. Researchers who studied this issue
have obtained numerous interesting data on
its role in a leader’s activity in small groups.

Emotional intellect is treated by sci-
entists as the ability to realize the meaning of
emotions and apply this knowledge for ana-
lyzing and solving arising problems. It was
shown empirically that emotional intellect
may act as some foundation, a kind of refer-
ence point of leadership inception. It has
turned out, that in 50% of respondents who
experienced leader’ influence to various de-
grees there took place the coincidence of a
high status partner on “emotional issue” with
preferring the same partner as an identifica-
tion object. The emotional preference factor
can amplify collective members’ identifying
themselves with the leader which quite com-
plies with literary data. Thus, Ye.M.
Dubovskaya[3] in her research, conducted in
youth sport teams, noted the connection be-
tween the identification and structural com-
ponents of leadership. It appeared, that as
identification objects emotional leaders con-
siderably (in quantitative aspect) outrun
business leaders. But this connection does
not have a direct character, it is rather medi-
ated mostly by intermediate cognitive pro-
cesses connected with emotional intellect and
including analysis and filtering incoming in-
formation, considering the present situation
form the point of view of other group mem-
bers, etc. These cognitive processes, in their
turn, influence the coordination of partici-
pants’ individual efforts in solving group task
and enable to predict which of them is most
likely to be nominated for the position of in-
formal leader.

For leadership to be efficient it is nec-
essary that a leader-cum-executive should be
a “communicative personality” which makes
communicative aspect topical in the study of
leadership. A leader’s activity is performed
in the process of interaction with other peo-
ple, and its success depends considerably on
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the culture of its being performed. This is
connected with the ability of adequately per-
ceive the communicative situation, to under-
stand people’s feelings, to realize the extent
of one’s influencing them, to recognize the
causes of arising difficulties and conflicts.
Communication includes psychic and emo-
tional self-regulation that enables to react
quickly to changes in the other person’s state
in the course of interaction, to evaluate the
communication partner’s psychological atti-
tude, to establish the needed contact, to be
able to apply efficient techniques of interper-
sonal relationships.

The basis of leadership is comprised
by the process of interpersonal influence
evolving between the leader and their fol-
lowers, the leader acting as the initiator of
these processes that reflects on the changes in
behavior, of certain personality traits, atti-
tudes, motivation, and other characteristics of
group members. The ultimate goal of influ-
ence in leadership is orienting them through
psychologic means on solving the tasks set to
the group. The strength of the leader’s inter-
action with the followers depends on certain
readiness on the followers’ part to accept this
influence. The followers are able to amplify
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