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In the business sector, it is very important togkpace with changes, which are
regularly encountered. The changes are also related the professional
leadership, which needs to ensure that employedbhalcequired work and fulfill
business objectives, while, at the other handy thetisfaction and self-realization
should be achieved, as well. In order to achiees¢hobjectives, managers need to
approach employees in a proper manner. The maia adehis paper is to present
styles of leadership by providing theoretical andchgpical information and
compare styles of leadership used by differentriassi entities.

1. INTRODUCTION

In the challenging and constantly changing comipetitenvironment,
companies have to react flexibly to changing coodg In particular, for
management positions, they need to hire people lwimg the greatest benefit
to the company and can manage the company mosttiedly. Business
performance is differently evaluated by each staldsr: the owner expects
return on the investment, employees expect a bgtigity of working life, the
customers want to satisfy their demands for a prbdti a reasonable price,
suppliers and financial institutions want the comp#o pay its obligations, etc.
Managers, therefore, need to know how to effegtimehnage; they must select
the appropriate style of leadership, but partidylanake sure the enterprise
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constantly improves its performance. It is apprajerito look for such a
management process that allows linking corporatategy to operational
objectives, and the one that will also help togné¢e continuous improvement
of daily activities into the strategy.

2. METHODOLOGY AND THEORETICAL ASSUMPTIONS

Most definitions assume that leadership includes phocess of social
influence, which occurs in certain situations andves towards achieving a
specific goal or goals. The academic actors prefitical assessment to
empirical research and are skeptical about the tipehc applications.
Practitioners, i.e. managers, on the contrary,irecqanswers to the question of
how to solve problems related to people and theswaynanaging them.

2.1. Prerequisites for leadership

Many prerequisites could be listed, but to achielaity, they will be
organized into four main areas:
1. Know yourself
2. Know the employees and understand them
3. Have knowledge and skills of using management austhand
procedures
4. Display the behavior of a manager, which corredpdn the situation

This is a relationship between self-knowledge aatlérship. This can be
expressed as follows: it is difficult to succedsfidad others without knowing
oneself."Knowing oneself“was, for the ancient Greek, the role of a lifetime
Today's managers make this challenging task seeyr-¢hey complete one or
more psychological tests and believe that they ldawe more than enough.

In terms of leadership, it is important to pay mtiten particularly to these
elements of knowledge of oneself as a manager:

* One’'s ownvalue systemsince values generally express the preferences
that are reflected in the decisions of each indiald including
managers. They should possess integrity, which @medmat
subordinates consider the manager to be a relpgkon. Integrity also
means taking responsibility for conducting one’snawegotiations and
reaching own decisions.

« One’s own idea of what is ttepropriate behavior of a managesince
some managers believe that people should be fooosedrk. Therefore,

158



Management, Vol. 18, 2013, 2, pp. 157-168
J. Gonos, P. Gallo: Model for leadership style egtbn

they might use a prescriptive, autocratic styleleddership. Other
managers believe that they should be sensitiveragigonsive to the
needs of their employees and apply a more democskdtile of
leadership (Koontz, 1993).

Individual cases of management practice suggessppetives on

determining the style of leadership: the generiesoare two basic groups: the
autocratic and the democratic style of leadership.

The autocratic style of leadership is characteribsd the following
features:

subordinates do not participate in the decisionintpgrocess,

all decisions are made without the agreement oftiverdinates,
managers ruléwith a heavy hand?

managers are uncompromising,

they refuse to explain they behavior,

managers change subordinates’ obligations, witlegigus agreement,
managers meticulously set the tasks and methodsl@ambt leave the
flexible space for the employees’ decisions antikitive.

The democratic style of leadership is determined thbg following
features:

subordinates are involved in the decision-makiragess,

managers are constantly trying to obtain the cdneérsubordinates
before implementing changes,

managers assemble subordinates to discuss wotkdefaoblems,
managers inform the group about relevant issuexgress,
relationships with other groups and so on,

managers explain their intentions and current 8doa

managers take time to listen to the group members,

managers inquire about the feelings and ideaseofithup members,
critiqgue of the own procedures are welcome,

group members are encouraged to speak freely,

subordinates are encouraged to produce their oeasiénd express
their own opinions,

managers try to put into practice suggestions sttibdhiby the
subordinates,

subordinates are allowed to work in a way they ictars to be the best,
interpersonal relationships within the group arecoemaged and
reinforced.
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2.2. Leadership

Management and the ability to lead are often egudités true that the best
performing managers tend to be effective leadersyell as that leadership is
one of the fundamental functions of management. é¥®ny management and
leadership need to be distinguished in the follgwiray:

 Management involves decision-making, planning, iling,

organizing, coordinating and giving jobs to peoplelged to be
capable, or motivating them to perform better atkwdhese functions
of management cannot be performed well, if the manaloes not
have the ability to lead people and does not kntwekvhuman factors
affect the achievement of the desired results.

» Leadership is a dynamic process of influencing peophich, in

certain organizational conditions, can have arceffe other members,
with the aim of meeting the objectives of the group

Leading people is of great importance and it is ohéhe most studied
topics in this area. There are, therefore, numeeatisors and theories that try
to explain leadership. However, the best way tal [paople cannot be clearly
identified in practice.

This stems from the complexity of human activityhieh is related to the
complexity of human behavior. Manager is primaalyeam leader, who knows
management procedures and knows how to motivat@l@etn additions,
managers should appreciate different individualitegs and skills, as well as
make the most of their useful habits, as to guidgirtfurther career and
gualifications’ development (Blaha, 2005).

Necessary prerequisites of leadership are powercantpetence. These
terms are also often used interchangeably and e&xglained in the following
way:

» Power is considered to be a broader concept thaipetence, i.e. it is
the ability of individuals to change or influencket opinions or
behavior of other members. There are various tgbgsower, which
may originate in a legitimate power, expertise, fEnce,
remuneration, etc.. One of the types of power mp&tence.

» Competence represents a right, arising from a fopoaition in the
organizational structure, i.e. the right of thesoer holding a position
to make decisions and influence subordinates.daged on legitimate
power (AntoSova, 2011).
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Figure 1. Relationship between authority and power

Competence, but not power
The right, but not the ability
acquired by people to

do something.

Competence and
power

The right and the ability
acquired by people to
do something.

Power, but not competence
The ability, but not the right
to force people to do
something.

Source: AntoSova (2011)
2.3. Styles of leadership

Approaches to leading people can be defined in raéveays. In
management theory, there are three fundamentaloagpes to defining
effective leadership and explaining the influenae individuals (Blaha,
Mateicius & Kaidkov4, 2005):

» explaining leadership in terms of personal qualiaed characteristics,

i.e. the approach based on the characteristicshef l¢ader, and
respective character theories,

» analyzing how leaders use their influence, i.e ajgroach centered on
the behavior of the leader and related styles dfabier (style of
leadership) and

» analyzing how leaders carry out their function adow to situation in
which he or she operates, i.e. the situationalagmgtr to leadership.

Three classical styles of leadership, based oruseeof competence were
first distinguished by Lewin. They can be definadigrly even today:
* The autocratic (authoritative) style— characterisgdmplementing the
will of a leader, without taking into the considiwoa the opinion of
subordinates. Leaders decide alone, give ordesulordinates and
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expect them to carry them out, based on unilaterah-down
communication. In order to motivate, leaders usgrtiposition to
decide on the appropriate remuneration.

* The democratic (participative) style - charactetiz®y the two-way
communication between the leader and the suboefindteader is a
person with a friendly approach to subordinates.oHeshe discusses
the proposed tasks and decisions, proceduresSatmwrdinates are
consulted and their opinions carefully considerkd.addition, the
leader coordinates work, helps in performing dutied analyzes the
achieved results with subordinates. Subordinates phrticipate in
conducting evaluations and giving rewards.

* The liberal style — the leader only occasionallgaukis or her power
and assigns a significant level of freedom to sdinates, in order to
perform their jobs. Leader relies on subordinatesirtdividually
determine the objectives of their activities, theams to achieve them,
as well as the implementation process. The leaglpsisubordinates to
obtain the necessary information and ensure comiélctthe external
environment (Koontz, 1993).

These leadership styles are a simplified classifinaof leadership. In
practice, there are usually no leaders who wouldfam to only one of the
styles, but they rather tend to mix styles.

Autocratic Democratic
leader leader

GG e Gy

Liberal
leader

Figure 2. Leadership styles based on the use oépow

Subordinate

Source: AntoSova (2011)
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Rensis Likert assumed that there were four styldsamlership, developed
on the basis of a three-decade research on managetyles. They are referred
to assystemsand defined as follows:

System 1 (exploitative - authoritative style ofdiehip) the leader is
highly authoritative and does not trust the submatlis. Decisions are
made exclusively at the top of the organizationmBwnication takes
the form of top-down commands. Managers requirgshhdiscipline
and are not interested in initiative and opiniorfs sabordinates.
Motivation is encouraged through fear and punishmehile rewards
are rarely given.

System 2 (benevolent-authoritative style of leddpjs the
authoritative element still dominates, although satecision-making
is delegated. It allows downward communication aose the leader is
interested in some ideas and opinions of subomnahus partially
tolerates them. Although some responsibility isedated, there is still
a strict control. Motivation is based on rewardst &lso on fear and
punishment.

System 3 (consultative style of leadershifije leader trusts the
subordinates to a great extent, but not completééy.or she usually
tries to use their thoughts and ideas. The top genant has control
over general policies and decisions, while specdicisions are
delegated to lower organizational levels. Informatflow both top-
down, as well as bottom-up. Rewards and sometiraassipments are
used to motivate subordinates.

System 4 (participative - group style of leaderghipe leader fully or
almost fully trusts the subordinates. This is Be in a more
significant level participation in the decision-ntadk processes. Lower
organizational levels are given a more extensiwereumy. The two-
way communication is promoted and is often used tfa joint
preparation of important decisions. Participationaint activities, e.qg.
setting goals and fulfilling them, is also motivétdy financial
remuneration.

During his research, Likert concluded that manggetso are using the
system 4, are the most successful ones., whilenaf@ons applying this
system were most effective and achieved high pitodtyc Its success is based
on maintaining a high level of employee’s partitipa in management
(AntoSov4, 2011).
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2.4. Application of Likert's leadership styles

The purpose of this article is to apply the Likenmnhodel of leadership
styles in a generic way. The basis of the mod#iasspecification of features of
managers’ characteristics and behavior, relevantLiker's model. Figure 3
shows the model used to evaluate the leadershile sty the analyzed
companies.

Figure 3. Leadership styles (as defined by Renkisrt)

) "
e Authority « Overriding authority
+  Commands - - Strong control
. Vgn{cal_l communication - Motivation through
« Discipline rewards, but also by fear
Exploitative
authoritative Benevolent
leadership authoritative
style leadership style
Participative
Consultative group
leadership style leadership
style
*  Authority * High participation
¢ Commands indecision-making
»  Vertical communikation * Two-way communication
» Harsh discipline » Participative management
J "

Note: All items (statements) are measures on thewiimg scale: 5 - strongly agree; 4-
agree; 3- neutral; 2- disagree; 1- strongly disagre

The various definitions of relevant managers' ottarestics/behavior were
compiled, so that the resulting style of leadersizip be identified. We singled
out 20 characteristics, which were used in a modeplied to nine leading
engineering companies in East Slovakia, as to geosi practical example. The
items used for evaluation are presented by Table 1.
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Table 1. ltems used to identify the leadershifesty

1. Manager’s behavior is very authoritative; littledt is placed in subordinates.

2. Decisions are carried out exclusively by the bazrthe organization.

3. Communication in the company takes the form ofrateders from top to
bottom.

4. Initiatives from subordinates are not taken intasideration at all.

Motivation using rewards hardly exists. There is/anotivation stimulated by
punishment.

6. Some decision-making is delegated, but only at idexels.

7. The management of the company looks for ideas m@itidtive from the
subordinates, allowing communication from bottonthi® top.

8. The power that has been delegated to lower lesedsictly controlled.

9. Employees are motivated by rewards, but also hy&ed the threat of
punishment.

10. Manager may express some confidence in subordirfaiethe decision is
reached at his discretion.

11. Manager takes into account the ideas and insigbis fhe subordinates and
tries to use them.

12. A strategic framework is set and basic decisioescarried out by the highest
authorities of the organization.

13. Specific decisions are delegated and carried dotar organization levels.

14. The company uses a two-way communication.

15. Motivation is achieved mostly by using rewards.

16. Manager expresses a high confidence in his subatetiror fully trusts them.

17. Manager shows his/her confidence by allowing thleatgst possible
participation of lower organizational levels anéyding them with extensive
autonomy in the decision-making processes.

18. The decision-making process is conducted aftentag-communication.

19. There is adequate communication between managérsudordinates.

20. The economic incentives based on participationjoira activity refer to the
setting of targets and their achievement.

Source: Authors
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Based on an empirical example, an evaluation cactob®leted, resulting
in identification of a leadership style (based @ansis Likert's framework), with

individual managers' results presented by Table 2.

Table 2. Managers’ opinion and its evaluation

. . Company evaluated
Questionnaire no. 21 [ #2 | #3 | #4 | 45 | #6 | #7 | #8 | #9 Total
1 4 2 4 1 2 3 2 3 2| 23
2 4 2 4 1 2 3 2 3 2| 23
3 4 2 4 3 2 3 2 3 2| 25
4 5 2 4 3 2 2 2 3 2| 25
5 4 2 4 3 2 3 2 2 2| 24
6 2 3 2 1 2 2 3 2 3] 20
7 2 2 2 3 2 3 3 3 2| 22
8 3 3 2 3 2 2 3 2 3| 23
9 3 2 2 3 2 3 3 3 2| 23
10 2 4 3 5 4 5 5 5 3| 36
11 2 4 3 4 4 4 3 3 5| 32
12 2 5 3 5 4 5 4 4 4| 36
13 4 4 2 4 3 4 5 4 4| 34
14 2 4 3 3 4 3 4 4 4| 31
15 1 5 3 3 4 5 4 4 5| 34
16 2 3 3 2 3 3 3 2 2| 23
17 2 1 3 2 2 3 2 1 3| 19
18 1 2 3 3 2 3 1 2 2| 19
19 2 1 3 2 1 3 2 1 2| 17
20 1 2 3 2 1 3 1 2 3| 18

Source: Research results

Based on the total achieved score, the evaluafittcedeadership style has

been performed (see Table 3 and Figure 4).

Table 3. Evaluation of leadership style models

Leadership style Score
Exploitative-authoritative leadership 120
style
Benevolent-authoritative leadership style 88
Consultative leadership style 203
Participative-group leadership style 96

Source: Research results
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Figure 4. Graphical representation of the findings
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O Exploitative-authorative leadership style
B Benevolent-authorative leadership style
O Consultative leadership style

O Participative-group leaderhsip style

Source: Research results

3. CONCLUSION

The application of the presented model shows thatthe selected
companies, the consultative leadership style plevdihese companies trust
their subordinates, but confidence is not absoliMest of the surveyed
companies use opinions of their employees in thek\woocesses. The analysis
also shows that fundamental decisions are maddyrasthe top management
level. In the majority of surveyed companies, esypes are motivated by
using rewards. Most of the companies also use dlsilpility of punishment. It
is up to the company to decide what style of lestiprapplies to its employees,
but it is important that employees feel neededhgydompany and, thus, bring
benefits to their organization and its stakeholders
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MODEL EVALUACIJE STILAVO DENJA MENADZERA
Sazetak

U poslovnom je sektoru vrlo zéaino drzati korak s promjenama, koje se redovito
pojavljuju. Promjene se odnose i na menadzerskienje, koje treba osigurati da
zaposlenici obave potrebne poslove i postignu pogiciljeve, dok se, s druge strane,
trebaju osigurati i njihovo zadovoljstvo te samaalizacija. Kako bi se postigli ovi
cilievi, menadZeri se trebaju na adekvatartimaponaSati prema zaposlenicima.
Temeljna je odrednica ovog rada prezentacija stileadenja na temelju teorijskih i
praktiénih informacija, kao i usporedba stilovademja na primjeru razlitih poduzéa.
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