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DEVELOPMENT OF ORGANIZATIONAL
LEADERSHIP AS AN ELEMENT OF ANTI-CRISIS
MANAGEMENT (IN THE CONDITIONS OF COVID)

Abstract. The article analyzes the role of organizational leadership in the
modern public management system.

The work reupdates the issues of organizational leadership development and
analyzes them by example of the case of coronavirus pandemic.

It is emphasized that the forced circumstances of shifting the work of organi-
zations to virtual context led to new challenges and strengthening the decentral-
ization trends in management and the need for collaborative leadership. Also, this
context imposed new requirements on the managers of organizations, in particu-
lar, strengthening the level of their emotional intelligence — to response flexibly
to emergencies and manage the growing anxiety of employees.

225




The cases of public organizations are considered to determine the level of emo-
tional intelligence among the managers and key characteristics, which manifests
the emotional literacy of the manager in a crisis period.

It is concluded to expand the areas of virtual reality of organizations’ activi-
ties, which will ensure effectiveness provided that there is developed organiza-
tional leadership. It is emphasized that developed organizational leadership re-
quires a balance of ET and 1Q.

The effective team can consist of different individuals. The group cohesion
and mutual understanding are achieved by active teaching methods, including
role-playing games, individual management counseling and long-term social and
psychological trainings. The prerequisite for forming a cohesive team is leader-
ship qualities and organizational abilities of the manager, their participation in
all trainings of competent business communication at the same level with other
team members. With development of team spirit and assimilation of corporate
culture, it is important to create a system for constant monitoring of interper-
sonal relations and psychological correction of conflicts.

Keywords: public management, value-oriented public management, organi-
zational leadership, transactional leadership, distributive knowledge.

PO3BYJIOBA OPTAHI3AIIIITHOIO JIJIEPCTBA K EJJEMEHT
AHTUKPU30BOIO VIIPABJIIHHA (B YMOBAX COVID)

Amnoraris. [IpoanasizoBano poJib oprafizaiiiiHoro JiijlepcTBa y cyJdacHiii cuc-
TeMi myOJsIiYHOTO yIipaBJiHHsA. PeakTyasizoBaHo MpoOJIeMHi acleKTH PO3BUTKY
OpTraHizalliifHoro JiijlepcTBa, SKi MpoaHali30BaHO Ha TPHUKJIALI Keilcy mepiony
nax/ieMii KOpoHaBipyCHOT iH(DEKITii.

Harosomieno, mo BuMyIneHi ob6cTaBuHKM 3MilleHHsT poOOTH OpraHisailiii y
BipTyaJbHUIl KOHTEKCT 3yMOBUJIM HOBi BUKJIMKHU Ta ITOCUJIEHHS JlelleHTpaJli3a-
HIITHUX TeHIEHIiil B yIpaBIiHHi, T0Tpedy KOJEKTUBHOTO JigepcTa. Takox Ta-
KUII KOHTEKCT 3yMOBUB HOBi BUMOTH Ilepe/l KepiBHUKaMU OpraHisalliii, 30KkpeMa,
MIOCUJIEHHS PiBHS CBOTO €MOIIHOIO iHTEJEeKTY JJIsl THYYHOTO pearyBaHHs Ha
Ha/I3BUYAlHY CUTYAllilo Ta YIIPaBJIiHHS 3POCTAIOYMMHU €MOLisSIMU TPUBOKHOCTI 3
GOKY TIpaIliBHUKIB.

PosrustyTo Keiicu my6IiyHIX OpraHisaiiil 3 MeTolo JeTepMiHallii piBHs eMo-
IIITHOTO iHTeNeKTYy cepell KePiBHUKIB Ta KJIOYOBI XapaKTePUCTUKU €MOIiIHOI
IPaMOTHOCTI YIIPaBJIiHISA Y KPU3OBUI TIEPioj.

3alponoHOBaHO Po3IUpeHHs cdep BipTyaabHOI peajbHOCTI 1iIJIbHOCTI Opra-
Hizalliii, 1110 3a6e31eYnTh Pe3yIbTaTUBHICT 32 YMOBU PO3BIMHEHOIO OpPraHi3alliii-
HOTO JifepcrBa. Harosonieno, 1o po3suHene oprasisatiiiine JiiziepcTBo 1morpe-
6ye Gamancy EQ ta 1Q.

EdexruBHa KOMaHIa MOXe CKJIafaTHCsS 3 PisHUX ocobuctocteil. I'pynosa
3rypPTOBaHICTh i B3AEMOPO3YMiHHS JIOCSATAIOTLCS aKTUBHUMU MeTO/laM1 HaBYaH-
H$1, BKJIIOYAIOUYM POJIbOBI irpu, iHAMBIJyaJbHe YIIPABIiHCbKE KOHCYJIbTYBaHHS i
TPUBAJIi COIiabHO-TICUXO0JI0TiuHiI TpeHiHrn. OG0B’ I3KOBOIO YMOBOIO JJIst hOpMY-
BaHH$ 3TyPTOBAHOI KOMaH/IM € HAsIBHICTb Y CaMOro KepiBHUKA JIi/[EPCbKUX KO-
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cTell i opraHizaTopchbKuX 3/i6HOCTEN, HOTO Y4acTh Y BCIX TPEHIHIaX KOMITIETEHT-
HOTO /IiJI0BOTO CIIIJIKYBaHHS Ha OJHAKOBOMY PiBHI 3 iHIIMMHU Y4JI€HAMU KOMaH/IN.
3 BULBJIEHHSIM KOMAHHOTO JIyXY, 3aCBOEHHAM KOPIIOPATUBHOI KyJIbTYPU BasK-
JIMBUM 3JIUIIAETHCS CTBOPEHHST CHCTEMHU TIOCTIHHOTO MOHITOPUHTY MizKOCOO-
CTiICHUX BiJ[HOCHH i TICUXOJIOTIYHOTO KOPUTYBAHHST KOH(JIIKTIB.

KmouoBi cioBa: 1yGsiiuHe ynpaBiiiHHSI, I[IHHICHO-Opi€eHTOBaHe IybJiiuHe
yIIpaBJIiHHS, OpraHisalliiiHe JiepcTBO, TPaHCAKIiIHe JIiJIePCTBO, ANCTPUOYTHB-
He 3HaHHS.

PA3BUTUE OPTAHU3AIIMOHHOTIO JIUJEPCTBA KAK 3JIEMEHT
AHTUKPU3NCHOIO YIIPABJIEHUA (B YCJIOBHUAX COVID)

Amnnotanus. [Ipoananusuposana poJsib OpraHU3alMOHHOTO JUJEPCTBA B COB-
peMeHHON cucTeMe MyOJUYHOTO yIpaBieHust. PeakTyanin3oBatnbl MpoOIeMHbIe
ACIEKTHI Pa3BUTHUS OPraHU3aIIMOHHOTO JIM/IEPCTBA, KOTOPbIE IIPOaHATN3UPOBAHBI
Ha IpruMepe Keiica repuo/ia naHjieMun KOpOHaBUPYCHON NH(EKINH.

OT™MeueHo, 9To BHIHY KIEHHbBIE OOCTOSITEIbCTBA CMEIEH ST paOOThI OpraHu3a-
Wi B BUPTYAJIbHbBII KOHTEKCT 0OYCIOBUIIN HOBbIE BBI3OBBI U YCUJIEHUE JIETeH-
TPAM3AIMOHHBIX TEHEHIMIT B yIIpaBIeHUN, HEOOXOAUMOCTb KOJIIEKTHBHOTO
smgeperBa. Takske Takoil KOHTEKCT 00YCJIOBUII HOBbIe TPeOOBAHISI TIEPE PYKO-
BOJIUTEJIIMU OPTaHU3aI1ii, B YaCTHOCTH, YCUJIEHUE YPOBHS CBOETO 9MOIMOHAIb-
HOTO MHTEJUIEKTA JIJIsi THOKOTO pearnpoBaHUsT HA YPE3BBIYANHYIO CUTYAIMIO U
YIPaBJIEHUST PACTYIIIUMEI OMOIUSIMU TPEBOKHOCTH CO CTOPOHBI PAOOTHUKOB.

PaccmoTpenbl Kefichl MyOJNYHBIX OPraHU3AUN € TEJTbI0 JeTePMUHAIIH
YPOBHSI 3MOIIMOHAJIBHOTO HHTEJJIEKTa Cpeil PYKOBOAMTENel M KJIoueBble
XapaKTepUCTUKN dMOIIMOHAJIBHOI TPAMOTHOCTH yIIpaBJieHIla B KPU3UCHBIN Iie-
puo/.

[Tpennoskeno pacimpenuie cdep BUPTYaIbHON J1eATeIbHOCTH OpraHu3aIuii.
PesynbraTuBHASE [IESITEIBHOCTD TAKOTO XapaKTepa MOKeT ObITh obecriedeHa mpu
YCJIOBUM PA3BUTOI0 OPraHU3allMOHHOTO J1iepeTBa. OTMEUeHo, YTO pa3BUTOE Op-
raHu3aInoHHoe JugepcTBo Tpebyet Gamanca EQ u 1Q.

EdextnBHas KOMaH/Ia MOKET COCTOATH W3 pa3HbIX JuyHocTel. ['pymnmosas
CIJIOYEHHOCTH ¥ B3AUMOTIOHUMAHUE IOCTUTAIOTCST aKTUBHBIME METO/IaMU 00y de-
HUs, BKJIIOYas poJieBble UTPbI, MHANBU/yaIbHOE yIIpaBJeHYeCKoe KOHCYJIbTUPO-
BaHue U JIJINTeIbHbIe COIUATbHO-TICUXO0JIOTUYeCcKre TPEHUHTH.

Ob6s13arebHBIM yCJI0BHEM (DOPMUPOBAHUSI CITIOYEHHON KOMAHJIbI SIBJISIETCSI
HaJM4Ke Yy CaMOro PYKOBOJUTEJIS JINJIEPCKUX KayecTB U OPraHU3aTOPCKUX CIIO-
COOHOCTEIT, €r0 yyacThe BO BCEX TPEHUHTaX KOMIIETEHTHOTO JIEJIOBOTO OOIIEHSI
Ha O/IMHAKOBOM YPOBHE C JIPYTUMHM ujieHaMu KoMaH/ipl. C 1osgBieHneM KOMaH/I-
HOTO JIyXa, YCBOEHHEM KOPIIOPATUBHOMN KYJIbTYPbl BaKHBIM OCTaeTCsl CO3/laHKe
CUCTEMBI ITOCTOSTHHOTO MOHUTOPUHTA MEKJINYHOCTHBIX OTHOIIEHUI U IICUXO0JIO-
IMYeCKON KOppeKIu KOH(MJINKTOB B OpraHU3allnH.

KmoueBble cioBa: 1my0inyHOe yIpaBJIeHHe, [[eHHOCTHO-OPUEHTUPOBAHHOE
0011IeCTBEHHOE YITPaBJIEHNE, OPraHU3AIMOHHOE JIMIEPCTBO, TPAHCAKIIMOHHOE JIN-
JEPCTBO, TUCTPUOYTUBHOE 3HAHWSI.
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Formulation of the problem. In
the context of coronavirus pandemic,
most public and private organizations
switched to remote work. Digital tech-
nologies are changing the nature of
leadership, as unified communications
tools create virtual collaboration by
mixing multiple multimedia modes in a
single environment.

There are situations when virtually
every member of the organization can
participate in company management,
conducting business interactions with
colleagues, clients and partners. This
highlights the issue of organizational
leadership and its development. Under
these virtual conditions, which make
organizations more vulnerable and
complicate planning and performance-
based management, “soft skills” and
emotional intelligence become espe-
cially important for managing modern
remote meeting environments.

The spread of coronavirus infection
updated the need for quality remote
work. This became a contributing fac-
tor to organizational leadership devel-
opment. Technologies significantly
reduced the dependence on centraliza-
tion. In case of such an area of inter-
personal relations as education, and
importance of effective interpersonal
interaction to ensure quality educa-
tion, the emotional leadership became
increasingly important for organiza-
tional ability of public organization not
to lose a client during crisis. As a result,
during COVID-19 pandemic, the most
successful managers are managers with
developed EI, and, therefore, stress-re-
sistant and harmoniously sensitive.

Analysis of recent research and
publications. The issue of leadership is
the subject of research by well-known
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foreign scientists: I. Adizes, W. Ben-
nis, M. Weber, S. Covey, H. Minsberg,
V. Pareto, F. Fiedler, and others.
Among domestic scientists who have
studied the issue of leadership and
value-oriented public management are
E. Afonin, R. Voitovych, I. Dehtiariova,
M. Lohunova, S. I. Nestulia, T. V. No-
vachenko, and others. In this work, the
issue of leadership will be considered
in regard to a new concept of organiza-
tional leadership in the context of the
approach of value-oriented public man-
agement.

Purpose of the article is to explore
the issues of developing organizational
leadership in the current crisis context
of pandemic.

Statement of main material. The
basis for emergence of concept of or-
ganizational leadership in 1994 was
transformational leadership [1]. Trans-
formational leadership ensures that all
employees are identified with organiza-
tion/community.

The concept of transformational
leadership was initially introduced by
J. MacGregor Burns, who contrasted
this concept with category of transac-
tional leadership. According to J. Mac-
Gregor Burns, transformational style
activates significant positive changes in
the lives of followers, focusing them on
achieving a higher level of morality and
motivation. The followers of such lead-
ers feel trust, admiration, respect for
their leaders, and are willing to work
harder than originally expected. The
changes in organization are based on a
common vision and goal.

In contrast, transactional leadership
is based on traditional approaches to
management through task setting and
performance control [2]. At the same




time, the main tools of influence of
transformational leaders are:

* identification and formulation of
the leader’s vision (similar to strategic
leadership, but the concept of the latter
is largely based on the principles of new
public management);

e creation of an appropriate work
model; strengthening the acceptance
of group values; performance manage-
ment;

« intellectual stimulation.

According to a number of authors,
it is transformational leadership that
optimally meets the requirements for
leaders in knowledge companies in
terms of its characteristics [3]. Trans-
formational leaders influence the basic
attitudes and values of employees of
organizations, creating a coherent im-
age of reality, which allows successful

achieving organizational goals [4]. The
scientists believe that, as a rule, this
leadership style provides greater per-
formance compared to transactional
leadership [5].

The leader’s position within the
concept of transformational leadership
can be compared with “hero” approach
in the teachings of G. Durand. Accord-
ing to G. Durand, the classic bearer
of diurnal in mythology is a hero who
challenges death, breaks the balance
of usual routine existence and brings
distant horizons to existence, turning
everyday into tragic. The hero is the
one who breaks through, divides and
cuts off. In the functional sense, heroic
is identical to primary, which gener-
ates oppositions, pairs of opposites and
struggle. The hero is impossible with-
out activities. G. Durand emphasizes

Approaches to defining organizational leadership (definitions)

Year
of concept Meaning of concept of organizational leadership
definition

1994 Business relations that cannot be controlled by formal systems, but require a
dense network of interpersonal connections

1994 Cooperation in a team where leaders can protect the process, facilitate the
interaction, and patiently deal with high levels of frustration

2008 System for distributing the performance results across borders between dif-
ferent organizations based on trust and partnership

2009 Focused relations in which all parties strategically decide to cooperate to
achieve common results, with communication, partnership, collaborative ac-
tivism and democratic persuasion as the main resources

2013 Ability of leaders to participate and cooperate with business, government and
social sector, ensuring effective management of limited resources based on
implementation of smart network technologies and intelligent urbanization

2015 Active combination of individual leadership abilities that manifests itself at the
behavioral level in the group. This is an operational partnership for coaching
teams

2016 Process of engaging collaborative intelligence to achieve results beyond or-
ganizational boundaries, when there are no conventional control mechanisms

2017 Process of agreeing on the goals of a number of different stakeholders and
agreeing on integration between and over organizations to achieve them
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the functional and conceptual charac-
ter of the hero that creates a mood and
plot outline of reality. In the theory of
G. Durand, heroism is a feature of daily
regime of imaginer [6].

A number of modern foreign scien-
tists deduce new theories of leadership
from the concept of transformational
leadership [7]. Transformational lead-
ership can be defined as an important
phenomenon of knowledge society and
economies based on knowledge/know-
ledge-creating companies and compa-
nies using it intensively [8].

Organizational leadership creates
the so-called collaborative intelligence
to achieve results across organizational
boundaries and is an increasingly im-
portant source of competitive advan-
tage in today’s team- and partnership-
oriented business environments [9].
Organizational leadership involves the
developed ability of leaders to build dy-
namic networks, and thus increasingly
requires the creation of a culture of
cooperation to use the knowledge and
experience of all stakeholders for inno-
vation and their effective cooperation.

When change becomes the only pos-
sible stability, flexibility becomes an
important organizational characteris-
tic. All processes in the company can
be roughly divided into two profiles. In
English sources, they are called Run (in
this case, it is appropriate to translate
this word as “operation”) and Change.
Today, most employees sharpen their
competencies in the first: they become
good executives, and then managers
who work within the established pro-
cesses. The problem, especially in large
organizations, is that there is a serious
imbalance between these two func-
tions. It is clear that Runners are very
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valuable to the company. However, to
ensure flexibility, it is necessary to sys-
tematically increase the share of Chang-
ers — people who will understand in
time when it’s time to change, who will
bring fresh ideas and develop new mod-
els. Changers are often unable to man-
age stable and well-tuned processes, so
this is about balance, not substitution.
There are also situations when there is
no need to try to “rebuild” good manag-
ers: it is better to attract young special-
ists for change processes, or find those
in your team who will be initially inter-
ested in it.

According to Roy Braja Deepon,
organizational leadership is a manage-
rial approach in which managers help
to set strategic goals of the organiza-
tion, while inspiring people in the com-
munity to perform tasks to effectively
achieve these goals [10]. Today, a
changing work culture requires a lot of
competencies from the managers of or-
ganizations. Technological innovations
brought many tools for social coopera-
tion, but at the same time, the chang-
ing work environment makes it chal-
lenging. Let us consider, for example,
COVID-19 crisis. We are all aware of
the situation and how it doomed the
economy. The organizations work re-
motely, employees suffer from stress
and anxiety, many sectors of the econ-
omy experienced a deep crisis, and the
rest are dealing with its consequences.
It is difficult to maintain the proper
level of organizational culture while
employees work from home. It is dif-
ficult to provide the employees with
intellectual support and motivate them
during this difficult time.

Transformational leadership con-
tains the latest concepts of collab-




orative, organizational, strategic and
situational leadership. The concept of
leadership in a broad sense reflects the
relations between leader and members
of the group (or other social commu-
nity), which has a mutual influence
on each other while moving towards a
common goal.

Based on this definition, organiza-
tional leadership can be defined as re-
lations having the character of close
cooperation between leader and em-
ployees of the organization or institu-
tion, which is carried out while moving
towards a legitimized common goal.

Transformational leadership is effec-
tive in various types of organizations,
including educational ones. The forma-
tion and development of leadership in
educational institution is influenced
by 4 interrelated components: motives
for achieving personal and collective
goals, behavior of leader, influence of
leader on group and influence of group
on leader. The education managers can
implement measures for formation and
development of collaborative leader-
ship using situational leadership algo-
rithms [11].

The quarantine situation has proved
that we need to acquire new skills to
succeed.

Let’s state the most important ac-
tivities of the manager of organization,
in which they should show their emo-
tional intelligence as much as possible:

1) to take the initiative in crisis
management. If there is no strategic
planning, immediate measures should
be taken to overcome obstacles;

2) to work on preserving the orga-
nizational community — showing em-
pathy, listening skills, which can some-
what compensate for the effect of “live”

communication under forced virtual
communication;

3) to be flexible and adaptable —
the manager’s immediate response to
the crisis was work at home and use of
remote control tools available on the
market;

4) to communicate constantly — the
more you communicate, the more you
bring your message directly to the at-
tention of people. The development of
excellent communication skills is abso-
lutely essential for effective leadership.
The manager should be able to share
knowledge and ideas to convey a sense
of urgency and enthusiasm to others.
If the leader cannot clearly convey the
message and encourage others to follow
them, then presence of the message does
not even matter. It is worth looking for
new ways of communication. Commu-
nicate as much as possible, especially
informally. The effective communica-
tion can solve many problems that can-
not be dealt with. The organizational
leaders who listen and hear build trust
and goodwill in the organization;

5) to put the mission first, trying to
stabilize your organizations to over-
come the current crisis and intensively
look for opportunities against the back-
ground of difficult restrictions;

6) to stay far-sighted — to overcome
anxiety, to create a compelling vision
of the future inspiring others to perse-
vere, and to anticipate new patterns of
activities that are likely to determine
tomorrow.

To improve cooperation at all levels
of the organization, it is important that
professionals acquire emotional intel-
ligence (EI) — the ability to develop
awareness and to control their emo-
tions and emotion of others [12]. The
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research shows that EI can influence
performance in the organizations, espe-
cially those in which successful nego-
tiations and cooperation are desirable.
Having shown that EI development im-
proves the elements of cooperation re-
lated to integration of ideas, trade-offs
and communication, John Donald Cox
recommends introducing new methods
to improve the skills of team members
that can ultimately improve team per-
formance and cooperation. John Don-
ald Cox emphasizes that EI impact on
cooperation is maximized when teams
consist of individuals who have leader-
ship experience and experience working
in teams for more than one year. The re-
sults of the scientist’s research showed
that with EI development, the ability
of employees to cooperate in the virtual
environment increases significantly.
Thus, many modern scientists em-
phasize the need to develop the atmo-
sphere of cooperation in the modern
culture of organizational activity [13;
14]. Toimprove cooperation at all levels
of the organization, it is very important
that managers develop emotional intel-
ligence as the ability to develop aware-
ness and to control their emotions and
emotion of others [15]. In addition, it is
important to maximize shared strate-
gies of cooperation based on strengths,
opportunities and aspirations.
Conclusions. Organizational lead-
ership involves the approach of wide-
spread use of expert knowledge of
employees, and, therefore, large-scale
activity of leaders aimed at forming
and developing in team members of
special behavioral skills and traits that
are basic for acquiring knowledge in a
dynamic knowledge society. Such lead-
ers can be referred to as “leaders who
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give knowledge”. They are able to en-
courage employees to develop special
traits allowing them to learn and work
effectively with knowledge. This type
of leader is characterized by high reli-
ability in the eyes of their followers that
enhances the positive effect of using
power status.

The intellectual connection be-
tween leader and followers is the most
important factor, the leadership strat-
egy of the future, which in the context
of public authority is likely to be highly
intelligent in response to requests of
the knowledge society. Therefore, now
the manager will not show intellectual
dominance in the organization, but will
be one of the intellectual employees
who will largely have the same expert
knowledge in the organization. The
manager will be distinguished by their
ability to increase intellectual capacity
of the organization through psychologi-
cal factors, in particular, providing ap-
propriate conditions for joint activities
and teamwork. Perhaps then we will
have grounds for saying about semi-
neutral /semi-virtual leadership.

The publication was publicly funded
by Ministry of Education and Science
of Ukraine for developing of research
project “Innovation component of se-
curity of sustainable development of
old industrial regions of Ukraine: stra-
tegic directions of institutional support
and technology transfer in innovation
landscapes” (Ne 0121U100657).
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