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Abstract

Introduction. Teams involved to innovation activity are usually cross-functional, consisting of
employees with different mentality, temper, values etc. So not only different teams, but even dif-
ferent people within the same team require different leadership styles. Moreover, required lead-
ership style can change because of changes in the organization’s environment. But the problem
is that there is still no single approach to classify the leadership styles and to develop clear rec-
ommendations to choose the particular style in different managerial situations.

Purpose. The purpose of this paper is to develop and justify a set of principles to choose the
leadership style for innovation activity management.

Results. Basing on the deep analysis of the scientific researches on the leadership styles, we
have developed a set of principles to choose the leadership style for innovation activity manage-
ment. First of all, there can be no one fixed leadership style applicable for all the members of
innovating team. So we think the leadership style is a combination of 15 determinants, which
can be varied for different employees in different managerial situations. Other key principles
are: Contingency approach to choosing the leadership style for innovation activity manage-
ment; Leadership style must be driven by the context; Volatile environment requires more inno-
vations; Personal approach to subordinates; Development of innovative culture; Filtered and
unfiltered leaders have significantly different characteristics etc.

Conclusions. We believe there is no single leadership style appropriate for innovation activity
management. Moreover, leadership styles are multiple, and particular leadership style can be
defined as a combination of 15 determinants. Such combination depend on different factors.

Keywords: leadership; leadership style; innovation activity management; principles for choos-
ing the leadership style.
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AHomauyisa

Bcmyn. Komandu, 3a1y4eHi do iHHosayiliHOi disabHOCcmI, 3a38uyatl € Minc@YHKYIOHAAbLHUMU,
CKA1a0arwmbCsi 3 Npayi8HUKI8 3 pI3HUM MeHma/aimemoM, Xapakmepom, YIHHOCMsAMU moujo.
Tomy He minbKu pi3Hi KOoMaHOu, ase Hagimb pi3Hi 100U 8 00HIT KOMAHOI 8UMaA2ardMb PIZHUX
cmuie aidepcmea. bisibw mozo, Heo6XiOHUT cmu/lb 1idepcmea Moxce 3MIHUMUCS Yepe3 3MIHU
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8 cepedosuwi opeaHizayii. Ase npobsiema noasicae 8 momy, ujo 0oci He icCHye eJuH020 nidxody
do kaacugikayii cmusis aidepcmea ma po3pobku Yimkux pekomeHoayitl ujodo 8ubopy KOHKpe-
MHO20 CMUJ/K0 8 PIZHUX YNPABAITHCbKUX CUMYAYISX.

Mema. Memot daHoi cmammi € po3pobka ma 06TpyHMye8aHHs HaAbOpy NpuHyunie subopy
cmusko sidepcmaa 0151 ynpas/aiHHs IHHO8AYitiHOW Jis/1bHICMIO.

Pe3yabmamu. Buxodsvu 3 2aub60k020 aHAI3y HAYKOBUX A0CAI0NCeHb Wodo cmuig Aidepcm-
8a, MU po3pobuau Habip npuHyunie subopy cmuso aidepcmea 0151 ynpasAiHHs IHHO8AYILIHOKW
disiabHicmio. [lepw 3a 6ce, He Modce Gymu HO0OH020 PIKCOBAHO20 cMUJIK0 Aidepcmaa, AKull bu
3acmocogyeascs o 8cix u/eHig iHHo8ayitiHoi komaHOu. Cmusb aidepcmea — ye no€EOHAHHS 15
demepMIiHaHmM, AKi MOXYymb 6ymu pi3HOMAHIMHUMU 0151 PI3HUX NPAYIBHUKI8 Y PI3HUX ynpas-
AIHCbKUX cumyayisix. [HWUMu KAw408uMU npuHyunamu €: cumyayitiHuii nioxid do eu6bopy
cmusto snidepcmea 0451 ynpasaiHHs IHHO8AYIIHOW OislIbHICMIO; cmu/b sidepcmea NoB8UHEH
dukmysamucsi KOHMeKkCcmoM; Hecmabi/lbHe 308HIWHE cepedosuuje 8uMazdae 6inbWoi IHHO8A-
yitiHocmi; nepcoHa/izo8aHull nioxio do nidaezaux; po3euUmMokK IHHO8AYIlHOI Kyabmypu; 8idgi-
AbMmpo8aHi ma HeinbmMposaHi Aidepu MarmMs Cymmeao pi3Hi xapakmepucmuku moujo.
BucHogeKku. Mu esajxcaemo, wo He icHye eduHo20 cmuJto sidepcmea, sikull 6u nidxodus 0415
ynpae/iHHA IHHo8ayiliHOW disiabHicmio. Kpim moeo, icHye MHOMCUHA cmuJie nidepcmea, I KOH-
KpemHull cmu/ib Moxce 6ymu 8u3HaveHull ik noeOHaHHa 15 demepminanm. Taka Kom6iHayis
3as1excums 8i0 pi3HUX pakmopis.

Kawuoei caoea: sidepcmso; cmuav saidepcmea; ynpagaiHHSA IHHO8AYIliHOW OisiibHICMIO;
npuHyunu 8u6opy cmuw sidepcmaa.

JEL classification: 031

Introduction

The processes of globalization, integration, along with the upcoming 4th industrial
revolution require nations, sectors, companies and individuals to focus on continuous inno-
vations. But it is necessary to say innovations means not only about developing new technol-
ogies, introducing new products etc. Along with the mentioned above, innovations can also
be non-technological (marketing and organizational innovations) [1]. So innovation activity
is not a prerogative of departments directly involved in R&D. Today each organizational unit,
each employee is a subject for innovations.

This means innovation activity management becomes the key focus in the company
management. But the complexity of innovation activity management is that innovations are
the product of people’s creativity that is intangible and barely managed «asset». So success-
ful innovations require the full disclose of employees’ potential, what can be done effectively
only if they are inspired, motivated, communicated and treated, that means shift from man-
agement to leadership.

But leadership can’t be effective just by default. The researches of this phenomena,
such as K. Lewin, R. Lippitt and R. K. White [2], R. House [3], F. Fiedler [4], R. Tannenbaum
and W. H. Schmidt [5], R. Likert [6], V. H. Vroom and Ph. W. Yetton [7], G. Graen, K. Alvares,
J. B. Oris and ]. A. Martella [8], K. Cameron and R. Quinn [9], 1. Adizes [10], B. M. Bass,
B. J. Avolio, D. L. Jung and Y. Berso [11] and many others, have developed numerous ap-
proaches to identify the leadership style. Moreover, there are attempts to describe leader-
ship styles particularly for innovation activity management, e.g. by N. Kolinko [12]. But the
problem is that there is still no single approach to classify the leadership styles and to devel-
op clear recommendations to choose the particular style in different managerial situations.
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Formulating the goals of the article

The purpose of this paper is to develop and justify a set of principles to choose the
leadership style for innovation activity management.

Presentation of the main research material

First of all, we have to admit that general, universal principles of management is ap-
plicable to innovation activity management as well, as to other functional areas of manage-
ment. Such principles, formulated by H. Fayol and developed in comprehensive studies in the
management field [13-15] can be used to shape leadership style in any functional area of a
company, including innovation activity management.

Another group of principles are narrower and relate specifically to innovation activity
management. They are pronounced by Peter F. Drucker [16], and part of these principles can
be used as tips in order to help in choosing the appropriate leadership style, e.g.:
1. Innovation, in order to be successful, should be simple and focused. 2. Many things should
not be done at a time. Innovations have a need for concentrated energy and common effort.
It also requires that people who effectuate the innovation should have mutual understand-
ing. 3. Innovation needs a system. 4. Passion is the fuel and pain is the hidden ingredient.
5. Co-locating (physical proximity between people) drives effective exchange. 6. Differences
(such as language, culture, race, gender and thinking and problem solving styles) should be
leveraged.

We support this statement as leader should contribute the innovation activity man-
agement on all its stages: not only on the emergence stage, but also during the implementa-
tion and diffusion of innovation. Different stages of innovation activity require different com-
petencies of employees, not only creativity-oriented.

F. Patterson identifies ten different types of people from the point of view of their po-
sition to innovations [17, p. 48]. Besides, the more complicated the innovation is, the more
multifunctional the team must be.

As different kinds of people can successfully participate the innovation activity, and
they probably require different leadership style. This means not only different teams, but
even different people within the same team can require different leadership styles. Moreo-
ver, required leadership style can change because of changes in the organization’s environ-
ment.

Basing on the deep analysis of the subject, we want to formulate our own principles to
choose the leadership style for innovation activity management.

1. Optimal level of innovativeness. Innovation activity management must not man-
datory be oriented on obtaining the maximal possible level of innovativeness. Innovations
are related to the organizational resilience, which can be defined as being able to cope with
changes successfully [18], in contradictory way. On one hand, innovations bring changes,
that to some extent brakes existing processes, procedures, rules, structures etc. So from the
static perspective innovations decrease the level of company’s resilience.

But on another hand, innovations help company to adapt itself to ever-changing envi-
ronment, hence making it more resilient from the dynamic perspective.

2. Contingency approach to choosing the leadership style for innovation activity
management. Depending on the current state of external and internal factors, on particular
problems in innovation activity, an organization can require different types of leaders and
leadership styles.

So there can be variety of leadership styles applicable for organization’s innovation
activity management. There are determinants distinguishing one leadership style from an-
other. Analysis of the key leadership theories [2-12] allowed us to obtain the list of leader-
ship style determinants: 1. Delegation of authority and responsibility. 2. Decision making
style. 3. Way of formulating the tasks. 4. Operational independence of employees. 5. Leader's
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consultation, support. 6. Confidence and trust in subordinates. 7. Rigidity or flexibility in in-
ternal procedures. 8. Work climate. 9. Communications distance, approachability of a leader.
10. Innovations acceptance. 11. The way how plans are communicated. 12. Motivational ap-
proach. 13. Way of subordinates' assessment and criticism. 14. Orientation on task or people.
15. Stimulation of intra-team competition or teamwork.

So these determinants have to be used in order to define the leadership style.

3. Context orientation. Leadership style must be first of all driven by the goals of a
team. In turn, goals are set according to the strategy, which is, as a rule, environment-
oriented. So environment, strategy and specific tasks for the department or team subordinat-
ed to particular leader dictate what and how he or she must manage.

The same, level of innovativeness of department’s (team’s) activity must fit environ-
ment and strategy (no less, no more innovative).

4. VUCA environment (Volatile, Uncertain, Complex and Ambiguous [19]) requires
more innovations. H.-D. Haustein and H. Maier proved that the more unpredictable the envi-
ronment is, the more radical innovations are required [20].

So we believe the higher is degree of VUCA in the company’s environment, the more
of innovations it requires.

5. Focus on team, not on organization. Many researches on leadership style associ-
ate it to the whole organization. But we believe different departments or teams can have dif-
ferent pace of innovations and so must be leaded differently. Additionally, different teams
obviously have different members’ skills, motivation etc. So effective leadership style can be
different for different teams within the same organization.

6. Environment has different effect on leadership style depending on the company’s
goals. If company goals are more innovative than it is required by the environment, the lead-
ership style must be adjusted to the goals. But if company goals are less innovative than it is
required by the environment, leadership style must take into account the environmental re-
quirements and so set the innovativeness level higher than it is required by goals.

7. Leader should keep the balance between the discipline and agility, between pro-
cesses and people. From one hand, today the process approach to management has got a
high acceptance in academic and practical environment, and even some international stand-
ards (like ISO) are based on it. Process approach requires discipline, regularity, well-
established routines in order to achieve the high quality and reproducibility of outputs.

From another hand, high speed of changes dictates new rules. Project management in
all the sectors utilizes agile practices (originated in IT sector but actually applicable for any
project management, including innovation management). As we know, one of the leading
principles of agile is «Individuals and interactions over processes and tools» [21]. It’s diffi-
cult to force a person to creativity, so culture becomes at least as important as processes.

8. Personal approach to subordinates. People are unique, so keeping single leader-
ship style for all the team (we don’t even say - for all the company) leader can’t treat each
employee equally good. So his leadership style can vary depending on employee.

9. Leader must develop innovative culture. Despite the requirement of personal ap-
proach, leader can’t control each act of his subordinates. The best way is to create conditions
when all the team will become innovative enough. This conditions can be created by devel-
oping the innovative culture within a team.

10. Filtered and unfiltered leaders have significantly different characteristics and can
produce different leadership styles. We distinguish 2 types of leaders:

1) filtered - are grown up inside the organization. By hypothesis, they are less innova-
tive as: they have strong relationship inside organizations that prevent them from unpopular
changes; don’t want to take a risk to save a current status-quo; as they became leaders under
the current organizational culture, they try to save and support it, and resist changes in cul-
ture; they have stable decision making patterns, hindering to innovate.
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2) unfiltered - leaders from outside. They have a fresh eye, new decision making pat-
terns, they do not dedicated to the current organizational culture and don’t have relationship
inside the organization. So they are ready for innovations and risk.

11. Innovation activity management is applicable not for R&D only. One can think in-
novation management is a narrow area within companies, and not all the leaders are in-
volved in there. But this is not true. Today any company face VUCA environment, so it must
adopt with innovations. And within a company, all the departments (business processes) are
important in terms of innovation activity, not only those which directly generate innovation:
some more while some less. For example, product innovations can only be effective if all the
departments will be involved in transformation (like according to TQM concept everybody is
quality responsible for quality, so everybody is innovations’ responsible). But process and
organizational innovations are applicable to any team.

Conclusions and perspectives of the further research

We believe people are the key resource defining the success of innovations. So in or-
der to secure high effectiveness of innovation activity, the shift has to be made from manage-
ment towards leadership. But as innovation activity requires different types of people work-
ing together, there can be no one fixed leadership style applicable for all the members of in-
novating team. So we suppose the leadership style is a combination of 15 determinants,
which can be varied for different employees in different managerial situations. This is one of
the key principles of choosing the leadership style for innovation activity management. Other
key principles are: contingency approach to choosing the leadership style for innovation ac-
tivity management; leadership style must be driven by the context; volatile environment re-
quires more innovations; personal approach to subordinates; development of innovative cul-
ture; filtered and unfiltered leaders have significantly different characteristics etc.

The further researches should be aimed on developing a particular methodical ap-
proach to choosing the leadership style for innovation activity management basing on the
formulated principles.
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