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RIGHTEOUS NON-CHARISMATIC LEADER MOST
EFFECTIVE IN POLISH ORGANIZATIONS?
IN SEARCH OF A CULTURE-SENSITIVE
COMPETENCY MODEL FOR POLAND

In times, when most scholars are looking for uréeécompetency model, which could
work in international environment, this study foes®n local specifics differentiating effec-
tive managers operating in various social and ntaréeditions. The main aim of conducted
research was to build a picture of the successilisi® manager seen from his own perspec-
tive, and place it in Central-Eastern European caltoontext. The findings revealed that,
against current trends, Polish leaders appreciatstant self-related competencies much
more than people-related skills. Leadership wasgeized as crucial for manager’s role,
but there seem to be no charismatic implicationthi® competency. Importance of this at-
tribution varied depending on the place in orgaivzrel hierarchy. Evaluated as having the
most impact on senior managers’ effectiveness,elship can be potentially seen as the
power tool more than ability to inspire others. Thest surprising was very high evaluation
of integrity as having an impact on leaders’ effaotess, what can be potentially a strong
determinant of local management specifics. Furtbeemthere was a relationship between
the sales or non-sales work character and theipeccintegrity significance observed. Ap-
preciated more by people engaged in commercialities, integrity seems to be recognized
more like business ethics than fairness and hotregtyerpersonal work relations.
Keywords: leadership, competences, intercultural management

INTRODUCTION

In the current research on modern organizationstlasid management, there is a strong
tendency to focus on universal competency modek kelieved to be valid basically
under all internationalcontexts. Taking into coesation diverse socio-economicand
cultural conditions is rather marginalized, whitete is an expectancy that popular West-
ern leadership theories can be successfully appli@imost every environment. In spite
of those contemporary trends, there are some vemgisg that potentially there may be a
significant gap neglecting regional specifics ajamizational order. Recognizing the fact,
that there have been barely any research conducterhg Polish managers in recent
years, I've decided to investigate local trendsampetency model in order to extract this
specifics (tell the difference) from contemporarye$térn studies. That could build a
ground for further examination of Polish current atesirable leadership styles and more
profound understanding of its peculiarity. And masiportant, such a research could
bring the answer to the question about potentigtitgng determinants of local manage-
ment specifics.

LJustyna Chtodna M.A., SWPS University of Social 8ces and Humanitie€hodakowska 19/31,
03-815 Warsaw, Poland, e-mail: justyna.chlodna@risveom
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1. WHAT IS A COMPETENCY?

Before going deeper into analysis, it is crucialtalerstand the difference between com-
petence and competency, which definition was iimsbduced by Whité By this word he
understood personal traits which are associatddjalit performance and motivation. This
definition was later enriched, among others by Bsig who put an emphasis on influ-
ence of person’s characteristics on effective aqmegor performance. Further, the mean-
ing of person’s characteristics was explored nanitirgs “array of different characteris-
tics, behaviors, and traits’and even more in detail “individual’s knowledgskills,
thought patterns, mindsets, social roles, and #spécself-esteem or self-efficadythat
have an impact on successful performance of sop® fyhus competencies can be linked
to both abilities to perform a certain activity,damower and scope of this activity, where-
as competence is simply worthy performance, whica function of the ratio of valuable
accomplishments to effective behavior, measuringcific and objective milestongs
Current competencies’ definitions have two impadrteonnotations. First, it is a strong
relation between the person’s competency and Higeowork effectiveness. This effect is
even more visible among managers since they apgmegble not only for their own per-
formance, but also for leading both teams and lessinHogan and Kaidestate that in-
trapersonal, interpersonal, leader and businespetemcies are predictors of leader effec-
tiveness. Moreover, it was recognized that theie demonstrable link between the com-
petency of top team members and the overall pedoom of the organizatiénThere are
many research that provides evidence that orgamimdtsuccess is dependent upon its
managers and their leadership capabifiti#ollowing MacClelland classical theory of
needs, it is very important for managers to be awémhich type of need, power, affilia-
tion or achievement, most strongly motivates thadividual worker&®. Second important
conclusion from studies on competencies is its alostract nature. When talking about
competencies we mean a set of observable and repbbel behaviors and not simply job
potential or particular talent. Competencies ate@d something that people actually do
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and what can be observed and measdtrgtiey are instrumental in the delivery of desired
results or outcomés

2. GROUPING COMPETENCIES

If we consider competencies as a wide set of frkitswledge, attitudes, roles and other
personal characteristics, it is clear, that theraricountable number of them, depending
on a certain view. In order to analyze competenaiemore efficient way, there were
many competencies models proposed, which divideohtimto certain groups. Andersén
grouped competencies into 9 categories: relatiomglartial, technical, creative, directive,
tenacious, empowering, influential and strategiécWwhaccording to his study, are predic-
tors of leader effectiveness. Other, more recemtiss especially on project management,
divide competencies into 3 dimensions. Knowledgmpetency is associated with tech-
nical, organizational and management principleswkedge that allows a manager to
execute and control various activities. In turnrfgenance competency also refers to
knowledge, but rather to proving managers’ abditief employing related skills and
knowledge for performing tasks. Finally behaviotampetency is associated with main
characteristics of personalify For my studies | decided to use simple compe¢snaddel
dividing them into: people-related, task-related aalf-related onés In my opinion, this

is unique division ensuring that all traits would &ssigned, depending both on their mo-
tivational context and presented behaviour. Whagudising types of competencies, it is
crucial to distinguish them from managerial rol€$assical division of the latter, intro-
duced by Henry Minztbet§ proposed 3 main categories of roles which arerimétion-

al, interpersonal and decisional which cannot ls#lyeranslated into desirable competen-
cies which help to fulfill the roles effectively.aEh competency can support manager in
all of the roles. For example, decision makingatunally associated with decisional roles,
however it is also important in informational orfdecision about communication channel
and group of recipients) as well as in interperooke (decision about the best way to
motivate the group). People-related competenciesgathered around ability to build
relationships with other people. They refer dine¢tl people management, e.g. managing
teams, influencing others or effective communiaafi@sk-related skills abilitiescan be
also named operational ones since they are ach@awemniented. Those competencies are
strongly based on intellectual capabilities that belp in efficient problem solving and
decision making. Self-related competencies appegktsonal attitudes and skills which

113.P. Campbell, R.A. McCloy, S.H. Oppler, C.E. Sadeheory of performangeN.Schmitt& W.C.
Borman (Eds.) Personnel Selection in Organizati®®8pp.35-70, San Francisco: Jossey-Bass.
12D, Bartram, I.T. Robertson, M. Callinaimtroduction: A framework for examining organizational
effectivenesd, T. Robertson, M.Callinan&D.Bartram (Eds.) Organiaaal effectiveness: The role
of psychology2002,pp. 1-10, Chichester, UK: Willey.

13D.W. Anderson, H.T. Krajewski, R.D. Goffin, D.N. Json,A Leadership Self-Efficacy Taxono-
my and its Relation to Effective Leadershipadership Quarterly 20080l. 19, No.5, pp.595-608.
14 Project Management Institute, Project Manager Gaeney Development Framework 2007, 2nd
edn. PMI. Newton Square. PA.

155uch a division was proposed among others by WAgdhur, E.A. Day, T.L. McNelly, P.S.
Edens A Meta Analysis of the Criterion Related ValidityAafsessment Center DimensioRerson-
nel Psychology 2003, Vol 56, No. 1.

16H. Mintzberg,The Manager's Job:Folclore and Factjarward Business Review 1975, Jul-Aug.



48 J. Chlodna

can also influence people, but indirectly. They als® the most resistant to change and
learning process. The examples could be leaderisiggrity or stress tolerance.

3. COMPETENCIES AND LEADERSHIP

Possessing and manifesting certain competenciesbaitertain leadership style. Leader-
ship issue has been widely studied over the decadldprobably now there are as many
leadership theories as leaders themselves. Sothe ofsearchers payed special attention
to the aspect of organizational success, othensséat on helping to develop and share
certain vision among employees. But the vast migjofistudies focus on individuals who
just or as much are leading others in organizatigvhat is common in all theories, are
theelements of leaders’ characteristics. Firsdgders create meaningful results. Second-
ly, they don’t do that themselves, but through cthénd thirdly, they have a future per-
spective in which short-term objectives have tdrbaccordance with long-term go&ls
Most recent theories concentrate predominantlynaiividual’s influence on others. Ac-
cording to these conceptionsleadership is thetploli an individual to influence, moti-
vate and enable others to contribute to the effendss and success of the organization of
which they are a membér Such a view is also present in the most prevgiliowadays
conceptions of transactional, charismatic and, aball, transformational leadership,
which is the most prevalent in current literatuféis approach, introduced by Butfs
draws on leaders’ moral values and exploits thhilitg to set examples and articulate
goals to instigate positive change within socialaures and individuals’ behaviours. The
Burns’s concept was frequently used in followingangeby other scholars. Kouzes and
Posner applied it in their model which proposegdciices of exemplary leadership: in-
spiring a shared vision, challenging the procesgaking an initiative, enabling others to
act, encouraging others and modelling the way bxeldping self-awarene¥s Coming
back to competencies issue, the transformatiorealeles need to possess very people-
oriented traits, which enables them to influence simow directions to others,rather than
giving them tasks, monitoring and evaluating thmérformance, what constitutes tradi-
tional meaning of management. The question thaesrhere, is whether we can apply
popular concepts, like transformational theoryyarsally all around the world regardless
of the national context, or maybe culture and Inystan verify commonly used assump-
tions.

4. THE NATIONAL CONTEXT OF ORGANIZATIONAL CULTURE AND
LEADERSHIP

This is probably not particularly astonishing, tkast majority of currently prevailing
competencies’ models have been built upon Ameraaah British experiences. Recent
interest in building a cross-cultural universal @etompetencies needed by managers also
have its roots in Anglo-Saxon history and marketl®94 Lambert reviewed the interna-

173, Schultz, The elements of Leadership, Global Business andar@zgtional Excellence,
DOI:10.1002/joe.21514, September 2013.

18R.J. House, M. Javida@verview of GLOBE, in: House et al. Cultuteeadership and Organiza-
tions, the GLOBE study of 62 Societies 2004, Thod€aaks: Sage Publications, 9-28

19]. BurnsLeadershipHarper and Row, New York NY 1978.

20], Kouzes, B.Posneteadership: The Challeng&ourth edition. Jossy-Bass, San Francisco CA
2007.
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tional literature and constructed the concept obgl competency, which describes the
characteristics necessary for professional praédtié@om that time many scholars are
engaged in similar projects aiming to find a “reXigor an ideal global manager. Even,
when we look at dominant competencies’ theoriestetis not much place for a cultural
context. Such a perspective fails to consider tbatpetencies as work accomplishments
are functions of the social and task-specific ceinie which performance occufs It is
important to take into consideration the fact tifferences in cultural contexts, organiza-
tional cultures, and workplace environments playnaportant role in defining and under-
standing competence in work performaiic@/hy it so crucial? Firstly, each nation has its
own, unparalleled history which shapes its currecdnomy and marketand foremost
mindset of the countrymen. Secondly, competenaies’'tagainedacquired in vacuum —
they are developing under certain circumstancesafted specific experiences because of
active participation in different situations.

It is recognized that the development of managerardtleadership styles in Central and
Eastern Europe, as well as the development of pedioce management systems were
deformed to the greatest extent under the commumiatket economy?. Taking into
consideration specific conditions under which Canémd Eastern Europe organizations
shaped their organizational cultures, it raisesbtiyuwhether doing “copy-paste” from
Western competencies and leadership models in @EBties really works. Until now
numerous examples have proved that while comp#mies CEE countries enthusiastical-
ly introduced contemporary performance measurefinamteworks developed for organi-
zational contexts of Western companies, here tléyaok lead to the anticipated success-
eg®. A cultural-based approach recognizing certaircifiseof our region have already
been introduced in a few studies concerning Ceantndl Eastern Europe which aimed to
demonstrate some unique aspects of their orgaoimdticulture and leadership styles,
which have its roots in communism.

For example, in Romania it was recognized foundtbétral history stresses an autocrat-
ic leadership style due to strong previouselemehtrong economic centralization. Or-
ganizational cultures in Romania have been chaiaetbby standard bureaucraticvalues
and structures such as hierarchy, rigid organimatiboundaries, and a general mechanis-
tic view of people embedded in the organizatiofithus, there is a strong value of tradi-

21R.D. Lambert Educational exchange and global competemt®w York 1994, Council on Inter-
national Educational Exchange.

22). Burgoyne,The competence movement: Issues, Stakeholdersrangdeets,Personnel Review
1993, No 22, pp. 6-13 and J. Sandbétgman Competence at Work: An Interpretive Perspectiv
Goteborg:Bas 1994.

23G. Scaratti, S. Ivaldi, BPA - Applied Psychology Ritiih (Bollettino di Psicologia Applicata).
Jan-Apr 2015, Vol. 63 Issue 272, pp. 42-57.

24B. Vargic, National culture and Human Resources mamagt practices, PhD thesis, Bratislava
2002.

25A.R. Buhovac, M.Z. Groff,Contemporary performance management systems in Cearich
Eastern Europe: synthesis of the empirical literafuournal of Eastern Management Studies, 17, 1,
pp.68-103.

26E.C. Fein, A. Tziner, C. Vasiliu, M. Fele&onsidering the gap between Implicit Leadership
Theories and expectations of actual leader behaviduthree-study investigation of leadership
beliefs in Romanialournal for East European Management Studies, 201520 Issue 1, pp.68-87.
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tionalism, and managers lean towards a more tdskited leadership styie One of the
most current research of that type in Slovakia stbthat the typical organizational struc-
ture is the “family” type with a great power dist@nand weak uncertainty avoidance; and
typical features are that there is direct contfothings and the fatherly behavior of the
leaders of the organizaticfisStudies conducted in Russia clearly showedarpsitdtive
character of leadership styles which was the hgeiaf Soviet times. It was proved that
more managers demonstrated a transactional siytettie transformational styfe They
were also very comparative studies in Russia whinted to confront British competency
model and the list of competencies determined tinfportant in Russian market. They
proved that although there were significant sintikes between those models, there are
also important differences in the standards for fdfesand Russian successful manager.
The main differences were found in areas of intesqeal skills and individual traits
which depended to a large extent on cultural sscdnd the country’s socioeconomic
developmeri

Studies in Poland conducted in 90s also indicatetl tnanagers are still relatively auto-
cratic in natur& which, no doubt, had its main reason in communésd centralized
economy, where there was not much place for bathace reciprocal cooperation be-
tween employees and their supervisors. Althoughoffieial collapse of former regime
happened in the end of 80s, learning how to funciiothe new market realities had to
take a long time. GLOBE research conducted globaitiuding Poland in the end of 90s
still showed relatively high results in power dista and low in future orientation.Later
research were still showing thatPoland might beurged as a collectivist nation under the
imposition of communism and the emphasis on comtypwarid egalitarianisfd. Howev-

er, other studies conducted in Poland proved tlzaiket reforms has changed the mode of
allocating rewards in favour of () meritocrd&ywhich indicates that individualistic ap-
proach is developing. More recently, the Developni@mensions International organiza-
tion has published research results concerningelship in Poland. The data shows that
the skills which Polish leaders lack most are coagland developing others. They de-
clared that the critical skill which made Polishders effective in the past and will make
them effective in the future is improving employs®eyagement. Generally Polish leaders
evaluated themselves more strictly than their cemnpatrts abroad. What is interesting,

27, Aioanei, Leadership in Romanjalournal of Organisational Change Management 209,
pp-705-710.

28D, Bauer, Successfigadership behaviours in Slovak organizations’ emwinent — an introduc-
tion to Slovak implicit leadership theories basedG_OBE study findingsournal for East Europe-
an Management Studies 2015, Vol. 20 Issue 1, pp.9-3
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303, Simonenko D. Khrenov Diairy tails and true stories about assessment nuktiod personnel.
Moscow 2010, RF:DeTech.

3IA.G. Jago, J. Maczynski, G. RebExolving leadership styles?: A comparison of Polisinagers
before and after market economy reformslish Psychological Bulletin 1996, Vol 27(2), df7-
115.

32, Lett, M. Smith,East meets West: the case of Polish expatriatédseitJK International Journal
of Human Resource Manageme®&p2009, Vol. 20 Issue 9, pp.1864-1878.

33H. Domaiski, Rise of Meritocracy in Poland: 1982:200Buropean Sociological Review Jun2011,
Vol. 27 Issue 3, p400-411, p.409.
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after more than 20 years from communism collagssy still felt that the transition period
for Polish economy is not endédThis research, although providing very interegtin
information, doesn’t show the clear picture of cetemcy model influencing effective-
ness of Polish managers. There is still little dd¢scribing the competencies that have
direct effect on leaders’ success that could bepewed to Western leadership models. |
found this gap critical for further studies regaglieadership in Poland, and that is why
I've decided to conduct a research devoted meoeBolish leaders’ competencies.

Hypotheses

The research I've conducted had its aim in answefime main hypothesis related to
managers’ subjective view on the most desirablepatencies. First was an assumption
that due to the fact that power distance is stivpd to be relatively high in Poland, peo-
ple-related competencies will be evaluated as lgpléss importance than task and self-
related ones. The second hypothesis based on theatudifference between East and
West, was that charismatic leadership worshipaéstern literature, will not be indicat-
ed as one of the most important competency forsRatianagers’ effectiveness.Furtherly
I wanted to determine the relationship betweeneplachierarchy and perceived leader-
ship importance. Since the proposed definition afgabto ability to create a certain vi-
sion and convince others to follow it, | expecthdlttit will be treated as more significant
for younger generation of managers brought on AiSglgon leadership theories, who are
still relatively low in organizational hierarchyo&rthpresumptionthat | had, referred to
the relation between age and perceived importahdetaygrity, fairness and reliability. |
assumed that due to the fact, that communism peodval work environment devoid of
those features, senior people would indicate thmsmpetencies more often than the
young.Finally, the last hypothesis that | had, Wesd integrity will be more important for
those managers, who are tied to sales, since d@ngsfairness are perceived as essential
for doing business as closely related to trustfairdess.

Method

There was a survey conducted among 74 Polish menaljaey were representing differ-

ent hierarchical levels in organizations, startirggn first line sales supervisors and end-
ing on General Managers. Respondents were recrod#dfrom public organizations and

from private sector. Detailed information abouttggvants’ characteristics is given in

Chart 1.

34 Global Leadership Forecast 2011
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Chart 1: Characteristics of Respondents

Characterisctics of Respondents

Total N 74
Women 46

Sex
Man 28
20-30 3
31-40 34

Age
41-50 30
51-60 7
Distrubution 44
. Production 16

Type of activity

Services 5
Public Institution 8
Sales manager 31
Non-sales manager 24
Job position Sales director 3
Non-sales director 12
General manager 4
1-20 workers 19

21-50 workers
51-100 workers

Size of company

101-200 workers 14
201-300 workers 1
More than 300 workers 27
Less than 20 000 citi-
zens/inhabitants 4
20 001-50 000 citizens 7
Size of the town 50 001-100 000 citizens 3
100 001-500 000 citizens 6
500001-1min citizens 10
More than 1 min citizens 43

Source: own study
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Measures

Managers were asked to classify set ofcompeteragesrding to their opinion about
importance of those competencies for their orgdivizal roles’ effectiveness.Final set of
26 competencies was built on the base of featused by Assessment Systems Interna-
tional in the contemporary research among Centaatdtn European managers. It is im-
portant to recognize that this set is not homogenas those competencies come from
very different levels of analysis. Next to very ogt@nal capabilities like decision mak-
ing, there are also competencies having ethicalacker like integrity and also the ones
which can signify the broad meaning category lé&dership. What they have in common
is the fact that they were all proven to have apaot on managers’ behavior.

There were 5 levels ofpotential importanceof thengetencies: crucial, very important,
important, fairly important and not important). Ttask for participants was to compose a
pyramid, where the subjective importance rate wdgtarminant of chosen tier. On the
top there was only one competency indicated asairuben there were 3 considered as
very important, 5 seen as important, then 7 foundtal fairly important and the bottom
of pyramid was composed of 10 competencies evaluatenot important at the bot-
tom.Such a scheme constrained managers to reaily ¢ther the choice rather than give
quick and ad hoc response.

| provided very short description for all the costgncies in order to have a fairly com-
mon understanding of themto enable responsescosopari At the same time the depic-
tion wasn't too detailed so that some field of iptetation was left to respondents.

Results

Graph 1:Averages competencies’ importance

Averages competencies’ importance in a group of Polish managers N=74
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Source: own study
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Graph 2: Frequency of crucial competencies

Frequency of crucial competencies in group of Polish managers N=74
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The competencies evaluated as having the most tmppamanagers’ effectiveness are
leadership and integrity and also decision makimgy managing teams. The importance of
the first two is much more visible when analyzidm@cteristics appraised as crucial for
the role. More than half of respondents indicatitiee leadership or integrity as the most
significant trait for successful manager, whichrsedo be quite a meaningful result. The
difference between distribution of competenciesnfeml out as generally important and
those indicated as crucial is quite striking andaubtedly should be examined more in
detail. The competency evaluated as having thelsshahfluence on leaders’ work suc-
cess are adaptation skills. Also good judgementflico resolution, initiative, innovation
and reliability were appraised quite low on a scelden asked for the characteristics that
are crucial for the role, there were few of themit tveren’t recognized as such. These are
again innovation, initiative, good judgement, riiily and conflict resolution and more-
over interpersonal skills, stress tolerance anttiimg effective teams.

Nest step of my analysis was to determine, whetrehypothesis connecting age, mana-
gerial position and type of work with perceiveddeeship and integrity importance.
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Graph 3: Leadership importance depending Graph 4: Integrity importance depending on
on the managerial position the type of work
Leadershipimportance Integrity importance
depending on the managerial depending on type of work
position {ANOVA) {ANOVA)

5 5 /

4 4

3 3

2 2

1 1

0 0

Supervisors  Directors Sales Non-sales

B N=70, F(1;68)=5,5, p<0,05,n2=0,075 B N=74, F(1;73)=8,62, p<0,05,n2=0,107

Source: own study

ANNOVA variance analysis proved that there areistiatlly valid differences between
different managerial positions when indicating lesthip importance. The research
showed that this competency is considered as nignifisant among more senior posi-
tions. It was also evidenced that perceived intggmportance varied between the group
of managers involved in commercial activities ahdse leading supportive functions,
showing that it is much more important for thosewmying sales functions in organiza-
tions. Both hypotheses about the relationship betwage and leadership importance and
between age and integrity, were not confirmed @espely F = 0,626 andF=0,895).
As mentioned above, in order to analyze data frademperspective, I've decided to use
3 families of competencies: self-related, peoplatesl and task-related ones. | divided
them as presented in chart 2.

Since proposed criteria are not perfectly sharpabjdctive, one can argue here that pro-
posed division could have had a different shapadeeship, for example, can be seen as
natural talent to influence others which wouldtditself-related competency definition (as
| state) and at the same time as actual abilitynamage other people motivation what
would fit more to people-related category. What vese to be aware here, however, is
that the 3 categories are introduced mainly forhm@ological reasons rather than being
foundation of critical theory.
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Chart 2: Division of Competencies

Self-Related competencié

Task related competencie

People-related competencie

Leadership Decision making Managing teams
Integrity Planning Effective communication
Fairness Results driven Infuencing others
Flexibilty Customer Focus Team cooperation

Stress tolerance

Job knowledge

Solving problems

Possitive attitude

Strategical thinking

Interpersonal skills

Reliability

Initiative

Building effective teams

Innovation

Good judgement

Developing employees

Adaptation skills

Confict resolution

Source: own study

Competencies were divided in 3 groups on baserite8a described below:

Chart 3: Competencies’ division criteria:

Criterion

Self-related compe-
tencies

Task-related compe
tencies

People-related com-
petencies

Learning possibil-
ity

Very difficult to
learn

Possible to learn

Fairly possible to
learn

Type of ability

Natural talent or
trait

Intellectual ability

Emotional and intel-
lectual ability

Connection with
managing people

and resources

Indirectly connected
with managing

people

Connected with
managing resources

Directly connected
with managing
people

Source: own study

When analyzing types of competencies which wereatdd as having the biggest impact

on managers’ effectiveness, self-related ones wWerenost appreciated. The prevailing
role of self-related competencies is even morelast we look at the traits crucial for the
role. No less than 66% of respondents indicatetittteamost important for being a suc-
cessful manager is possessing self-related valodsoth analysis, people-related skills
were recognized as having the weakest relationsftip managers’ work effectiveness,
which confirmed my hypothesis.
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Graph 5: Weighted average importance of Graph 6: Frequency of types of competen-
types of competencies cies
Weighted average importance Frequecy of types of
of types of competenciesin competenciesrated as crucial
group of Polish managers by Polish managers
1,25
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5. DISCUSSION

The research showed that the most valued competaoiong Polish managers are
leadership and integrity, both of them categoriasdself-related ones, but with potential
impact on all the managerial roles. As for leadigrsthe most important question that
appears, is what is the managers’ understandinthisfcompetency? If we associate it
with charismatic conduction, my hypothesis aboet tlon-charismatic character of man-
agement in Polish organizations would be false. &l@x,| argue here, that the definition
provided in the most recent theories focusing oarisinatic management does fit into
Polish organizations’ context. Transformational iloof leadership supposes close coop-
eration between manager who has an ability to iasand influence others and subordi-
nates who consciously apply the experience and latlge gained through this relation-
ship. Western leadership scholars claim that tcansdtional behavior characterized by
ability to make an emotional contact with peoplepressing concern and building trust
and loyalty that nurtures long-term relationshipmfluences followers and make the
functioning of whole organization more efficienuc® a coexistence is only possible in
the organizational culture with a very small powlstance, and according to previous
research done in Poland, power distance is heliegstte high. The fact that people-
related competencies were evaluated as the lepsttamt ones in all groups of managers,
seems to confirm that Polish organization cult@wendt mainly focused on cooperation
between employees from various hierarchical passtiorhe relation between model of
leadership and power distance have been provedebefeor example, Brain and Lewis
(2004) have demonstrated that Australians prefenstormational leadership because

355, Wolmarans, N. Marting,he 360 degree Emotional Competency Profllerpublished manual,
Johannesburg 2001, Organizational Diagnostics &adriing Link International.



58 J. Chlodna

national cultural values of small power distancd aigh individualism, characteristic of
Australian society, fit this leadership sfiflelt is also quite meaningful that quite against
my hypothesis, leadership was mostly appreciateshgnmore senior managers standing
at the top of organizational hierarchy and thusif@wnore distance to other positions in
organization. While | thought that leadership vk recognized as having more im-
portance for leaders directly managing their pemsband naturally having stronger rela-
tions with subordinates, it seems like it's assitlamore with more distant guidance.
What is also worth attention here is very low apfaton for competencies which West-
ern literature and research describe as “mustafoeffective leader, and these are inter-
personal skills, conflict resolution and buildinfjeetive teams. In place of those skills
which we can name as “soft”, there was a high eatan of competencies related with
intellectual potential and operational functionitige planning, decision making, manag-
ing and obtaining results. Additional argument whstipports the non-charismatic leader-
ship model prevailing in Poland is a very high gty score and traditionally integrity is
not seen as central to charismatic leadef$hijus we can think of different than charis-
matic understanding of leadership, being more gasre and direct management rather
than inspiring others with vision.This is of coursaly hypothesis that could be verified
only be in-depth interviews concerning the subjectneaning of leadership for Polish
managers.

Integrity is a competency almost absent in mosterurWestern research. However, |
wouldn’t argue here that it's not perceived asrapdrtant competency for Western lead-
ers. Quite the opposite — it has been proved ttrastivorthy”, “just” and “honest” are
universally desired attributes in Western leadg@rgheories. Thus, | would rather state
here that in mature Western organizations it issi@red as inherent characteristics ac-
companying other skills necessary to be an effedader and that this is this obvious-
ness which makes integrity not central in conterapoiVestern research. However, I've
encountered single studies where integrity was ethdut as having some importanceas
an independent trait, although | must admit thatuhderstanding of this trait differed to a
large extent. Some researchers linked it with thefidentiality in communicatioli. Oth-
ers connected integrity with honesty and trustwoess which leaded to respect for oth-
ers, expressing concern, listening responsively raadgnizing the contributions of oth-
ers®. Integrity was also seen as putting others’ gbalsnanagers before their own and
admitting their own weaknesses. Although integahd other ethical-related competen-
cies were among 26 competencies that would be oHmgenanager, | didn’t expect that
such a large number of Polish managers would itelitéis competency as crucial for
their effectiveness. There is one study conduatedkraine that also takes notice to the
fact that integrity, understood there as high marad ethical norms, is something that
distinguishes American competency model from Ukeairone. Do we have to do with a

36K. Brain, D.Lewis,Exploring leadership preferences in multiculturalrkgroups: An Australian
case studyi.eadership and Organisational Development Jo@@@d, 25/3, pp.263-278.

%R.B. Kaiser, R. Hogan{ow to (and how not to) assess the integrity of marggConsulting

Psychology Journal: Practice and Research 2010,62poNo. 4, pp.216—-234.

38D.E. English, E.J. Manton, J. Walkétuman resource managers' perception of selectedraem
nication competenciegducation 200,\/ol. 127 Issue 3, pp.410-418

39, Reave,Spiritual Values and Practices Related to LeadgrshkffectivenessThe leadership
quarterly 2005, Vol. 16,No.5,pp.655-687.
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regional trend here? There is no research evidgimowing that integrity was appreciated
most by the oldest age groups, who started thedérecan the communist times. However,
in order to definitely reject that hypothesis, thatuld be necessary to increase the sample
of respondents from the oldest groups (51-60 andkeritan 60), which were underrepre-
sented in this study. In the interest of deterngnifhether this phenomenon is characteris-
tic for Central-Eastern Europe, it would be necastaconduct a research in, at least, one
other country from the region to observe some cominends. The other question is the
same as for leadership, so what is the managedgrstanding of integrity. As we can see
from examples above, there is no common definibbnntegrity among scholars. Are
managers more coherent in that matter? So faeinsehat it is not associated with relia-
bility,since the lattercompetencywas evaluated Jew. That seems to support the view
connecting Polish business ethics rather with psifmalism understood as compliance
with the law and professional standards, and wittependence to decide what is wrong
and what is righf rather than with credibility and honesty. Integnitore often was indi-
cated as having the strong impact on managersttefémess by Sales Supervisors and
Directors. The fact that the hypothesis saying theggrity was the most important for
managers involved in commercial activities was tordéd, seems to support the pre-
sumption that this competency is commonly assatiatgh business ethics more than
with interpersonal fairness.

6. CONCLUSIONS AND FUTURE IMPLICATIONS

One of the strongest trend which we can lately olesin research on leadership com-
petencies, is an aspiration to build a universtab$éraits which will make the manager
most effective. Progressive globalization whichpamother effects, lead to development
of international cross-cultural organizations isloabtedly supporting such a tendency.
Although such studies are important and up-to-dateeeds to be recognized, that still
there are many local specifics which influence fihal leadership models. The universal
theory is not necessarily applicable in every cett€his leads to further conclusion that
the Western competency models, which are beinghtaing Central-Eastern European
business schools, courses or universities canntakem for granted. The example could
be transformational theory, which can be succdgsfiplemented in Anglo-Saxon or-
ganizations with small power distance, and canifaitompanies from post-communist
countries, where traditional hierarchy is still ya@ing. The high importance of integrity
for managers’ effectiveness, which was proven értsearch, can also constitute region-
al picture of Central-Eastern leadership, but bwdth be farther explored in additional
country with similar history. It is also significarthat Polish managers appreciated most
the self-related competencies, which are relatieelystant and not susceptible to change.
Strong conviction that traits having the most intpat effectiveness are in fact congenital
predispositions and not task-oriented or peoplenteid competencies, which can be
learned more easily, raises a question, to whaneéxhanagers are open for managerial
education.

Research conducted in Polish organizations canestigigat leadership, although similarly
to many recent Anglo-Saxon studies, recognized aasnb crucial importance, here is

40A. Simha, A. Stachowicz-Stanuschhe Link Between Ethical Climate and Managerial ®ssc
A study in Polish contexipurnal of Business Ethics, Apr2013, Vol. 114 Iskuep.55-59, p.58.
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understood differently than in current Westerrréitare. In order todetermine, what is the
real understanding of leadership, integrity anc&eptompetencies for managers, there is a
need to conduct in-depth interviews, which wouldda more profound view.
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UCZCIWY | NIECHARYZMATYCZNY LIDER NAJBARDZIEJ EFEKTYWNY W
POLSKICH ORGANIZACJACH? W POSZUKIWANIU SPECYFICZNEGO KU -
TUROWO MODELU KOMPETENCJI W POLSCE

W czasach, gdy wkszdi¢ badaczy zajmuje siposzukiwaniem jednego, uniwersalnego
modelu kompetencji, ktéry mogtbyessprawdzt w ogromnych, midzynarodowych korpo-
racjach, to studium skupiaesna lokalnej specyfice, ktéra ma wplyw na efektyvaez-
dzanie w organizacjach funkcjomaych w r@&nych warunkach spoteczno-ekonomicznych.
Gléwnym celem tego badania byta préba uchwycenibe&tywnego wizerunku odnosz
cego sukces polskiego meneda i osadzenie go w kulturéeodkowoeuropejskiej. Wyniki
pokazaty,ze wbrew obecnym trendom, polscy mersdwie w znacznie wkszym stopniu
doceniag kompetencje osobiste, z natury rzeczy nie poddegajickszym zmianom w cza-
sie, niz kompetencje zwzane z zamdzaniem zespotem. Przywodztwo zostato ocenione ja-
ko mapce kluczowe znaczenie w pracy meiad, ale raczej pido dopatrywa sie tu jego
charyzmatycznych implikacji. Ocena istofobtej kompetencji rénita sie w zaleznosci od
zajmowanej pozycji w organizacyjnej hierarchieddc oceniane jako waiejsze przez do-
$wiadczonych lideréw, przywddztwo potencjalnie 7ady¢ widziane bardziej jako nagz
dzie sprawowania wladzy fnumiefgtnos¢ inspirowania i motywowania pracownikéw. Du-
zym zaskoczeniem byta wysoka ocena uczésiviasko majcej bardzo dey wptyw na efek-
tywnos¢ polskich meneizeréw, co potencjalnie nie mie zrodto w lokalnej specyfice. Po-
nadto zaobserwowany zostat amék pomgdzy sprzedzowym i niesprzedaowym charak-
terem pracy a subiektywroceny istotndgci uczciwdgci. Deceniana bardziej przez mened
réw zaangaowanych w dziatania komercyjne, uczci&govydaje s¢ by¢ widziana bardziej
jako etyka biznesu niszczeré¢ w relacjach interpersonalnych.
Stowa kluczowe:przywddztwo, kompetencje mensuiskie, zaradzanie mgdzykulturowe.
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