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The purpose of the article is to highlith a new dimension of business that takes place in completely different
conditions and that is based primarily on knowledge, creativity and post-modern leadership. Radical changes, in which
today's economy and its entities exist and develop, require the new ways of leadership. Hence the modern form of business
articulates and gives a critical dimension of leadership, as an interaction between leaders and employees, with the
intention to change it, based more on emotional and ethical assumptions than on forced active influence. The aim of the
analysis is to determine the professionalism of leadership treatment of employees and what is the projection of the further
trend of these relationships, given that this relationship directly affects the motivation of employees in achieving their
performance.

Research methods. The research was carried out using common scientific approaches and methods, in particular the
empirical method.This paper analyzed the different theoretical and practical approaches to the phenomenon of leadership
as a result of the changes within which today’s Serbian business and inverse role of this phenomenon occurs. Relevant
employee data was collected using the questionnaire method. For the needs of the research, and based on the literature in
the field of leadership and experience of the authors, a questionnaire with 40 questions was developed (this is not a
standardized questionnaire model, but a personal projection).

Research results. The research resulted in the confirmation of the set hypotheses that the performance of the
organizations depends on the style of leadership and the characteristics of employees and that leadership is not only the
management but also a psychological problem.

Research novelty. Leadership in the future imposes an unwritten rule that some things will never be the same, as well
as that some new forms will appear that will improve our knowledge, the systems in which we work and general business
environment. New leadership will rely on the complex knowledge and innovations that come from employees. Future
leaders will be those who make entrepreneurs out of their employees and who create an atmosphere of direct innovation.
Serbian companies need to invest much more in the future development of leaders and managers. The research sheds light
on the role and importance of leadership as a direct reflection on changes in employee behavior, motivation and increased
performance.

Practical significance. The results of this research can be applied in all areas of business and economy. Having in mind
the contingent approach, the obtained results can be used as a basis for creating the most efficient leadership style
possible. Tabl.: 6. Refs.: 20.
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Scientific problem. Leadership as an un-
stoppable metamorphic process continues its
evolution in the modern economy. The evolu-
tion of leadership starts from connection be-
tween leaders and subordinate employees
over hierarchical chain of command and a
one-way communicative process. Leadership
can be treated as a collective process that
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involves both leaders and employees and is
created in a specific social and historical con-
text.

"Therefore it is necessary to make princi-
pled distinction between management and
leadership: while management focuses on
personal problems and problems of human re-
sources, organizational setup and structure,
preparation of certain funds and their execu-
tive recruitment, efficiency and utilitarian-
ism, that is the internal organizational issues,
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management, technical objectives and con-
trol, the leadership is focused on the vision,
the construction of the "big picture” of
change, innovation, strategic landmarks, pur-
pose of the future" (Kottler, J.P., 2006) [12].

Leadership in its analysis has two points of
view: orthodox perspective based on the con-
cept of efficiency, since it starts from the as-
sumption that the leadership takes place in a
rational created institutions, where the fun-
damental function of the leadership is mobili-
zation of employees in the direction of the or-
ganizational objectives and critical perspective
that involve various sociological concepts in-
cluding social structure, processes, culture and
norms oriented towards the discovery of ways
in which power, control, and legitimacy con-
flicts affect the dynamics of relations between
leaders and employees* (Rost, J.C.) [14].

Increasingly the question is what is leader-
ship? And who are the leaders? Leadership is a
process of influencing and directing the activ-
ities of members of organizations towards
achieving the business objectivities. It is a
wise way how leadership uses its influence
and power. Leadership as the process of form-
ing the behavior of people in the business sys-
tem is focused on human interaction "influ-
encing the others" and on internal integration
of business system (Rost, J.C., 2008) [14].

Leadership is demonstrated when individu-
als mobilize institutional, political, psycholog-
ical and other resources to arouse, engage
and satisfy the motives of employees
(Stogdill, R., 1948) [19].

From the above it can be seen that leader
is a chosen and favorite person with a central
role and the highest social status and the spir-
it in front of everyone in the business system.
This is a person with a physical and personal
qualities and characteristics (age, appear-
ance, communication skills, knowledge, intel-
ligence, creativity, integrity, flexibility, and
an aspiration for leadership, reliability, self-
confidence, extraversion, emotional stability,
and the like).

According to the global leadership progno-
sis, a leader is defined as someone who man-
ages the performance and responsibilities of
other individuals in the organization (Howard,
Wellins, 2008) [8].

Analysis of recent research and publica-
tions. A number of authors have researched
the topic of leadership in the Republic of Ser-
bia. Berber and others (2019) found that the
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dominant leadership style in the banking sec-
tor in Serbia is the transformation style. Bob-
era, Jelaca and Bjekic (2017) [1] came to the
conclusion that a combination of transactional
and transformational leadership style is pre-
sent in Serbian companies, while laissez faire
leadership is almost unrecognizable. Simic,
Kezic, and Ristic (2017) [16] observed connec-
tion of the motivational structure with the
quality of the relationship between leader and
employees. Stojanovic-Aleksic, Stamenkovic,
and Milanovic (2016)[18] investigated the re-
lationship between gender leadership and
leadership style applied by the leader and
concluded that women leaders are more task-
oriented and implement an authoritarian
leadership style while men choose democratic
leadership styles. Stojanovic-Aleksic and
Zivkovic (2015) [17] conducted research on 38
Serbian companies and singled out the most
important characteristics of leaders that form
the basis of their power and that influence
the formation of leadership skills. Josanov-
Vrgovic, and Pavlovic (2014) [10] investigated
the relationship between leadership and job
satisfaction in the education system and came
to the conclusion that the focus of leaders on
people contributes to employee satisfaction
and motivation in the areas of school devel-
opment, management, relationship with col-
leagues and teamwork. The leader’s focus on
tasks has a negative effect on communication,
management, development and safety. Buble,
Juras and Matic (2014) [2] highlighted the
connection between leadership style and mo-
tivation in Croatian companies.

All previous research has observed the style
and behavior of leaders mainly from the per-
spective of Integrity and morality (ethical and
spiritual leadership) of leaders increasingly
take the key positions in the profiles of lead-
ers, so creating both the basis and guarantee
for respect from employees, and all this leads
to business success. (Burns, 2006) [3].

Altruism, or caring for others, and integrity
are also important characteristics of leaders.
When it comes to differences between lead-
ers, authentic leaders emphasize authenticity
and self-awareness and tend to be more
transactional than others. Ethical leaders em-
phasize moral issues, while spiritual leaders
emphasize vision, hope, and faith. Schermer-
horn, J., Hunt, J., Osborn, R., (2007 lead-
ers.In the research part of this paper we deal
only with the perception of leadership style
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and leadership characteristics from the per-
spective of employees.

The purpose of the article is to highlith a
new dimension of business that takes place in
completely different conditions and that is
based primarily on knowledge, creativity and
post-modern leadership. Radical changes, in
which today's economy and its entities exist
and develop, require the new ways of leader-
ship. Hence the modern form of business ar-
ticulates and gives a critical dimension of
leadership, as an interaction between leaders
and employees, with the intention to change
it, based more on emotional and ethical as-
sumptions than on forced active influence.
The aim of the analysis is to determine the
professionalism of leadership treatment of
employees and what is the projection of the
further trend of these relationships, given
that this relationship directly affects the mo-
tivation of employees in achieving their per-
formance.

Research methodology.The aim of the em-
pirical part of the research is to identify the
extent to which the personality of leaders and
leadership style contribute to the motivation
of employees in business systems in one part
of Serbia (western Serbia). The research was
conducted in organizations with different
types of activity in both economic and public
sector.

The authors of the research started from
two hypotheses:

1. The hypothesis that leadership is not on-
ly the management but also a psychological
problem.

2. Hypothesis that business success de-
pends primarily on the style of leadership and
the characteristics of the employees them-
selves to be motivated to achieve higher per-
formance.

The goal of the analysis is to determine
whether leaders properly treat his employees
and what is the projection of future trends of
these relations, in view that this attitude di-
rectly affects the motivation of employees in
achieving their performance.

By questionnaire method and leadership re-
search, we investigated the employees in cer-
tain business systems at listed regional area in
the Republic of Serbia. The target group of
the research is composed of business and pub-
lic business systems that perform their activi-
ties in the territory of Western Serbia during
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the period of this surve (from April to Sep-
tember 2019).

For the study, based on the literature in
the field of leadership (Northouse P., 2008
[13]; Goleman, D., 2000 [6]) and experience
of authors, a questionnaire with 40 questions
divided into two sections is presented.

In addition to general questions about gen-
der, age, years of service and qualifications,
in the first section the respondents have an-
swered the question of whether they are do-
ing the work for which they are trained. The
reason for this question lies in the hypothesis
that work motivation and employee success
first depends on whether the employee works
a proper job, then on style and characteristics
of leaders in the business system. As a last
guestion in the first section the respondents
evaluated their own performance in the job
evaluations of 1-5, ie. from unsatisfactorily to
excellent.

The second part of the questionnaire is re-
lated to the characteristics of leaders in the
business system perceived by employees.
Within this section the respondents on a 5-
point Likert scale, which ranges between 1
(Strongly Disagree) and 5 (Strongly Agree)
evaluated the leadership style which is im-
plemented in the business system, traits that
a leader has, behavior when working with
employees and attitude to their own responsi-
bilities. In a separate part the respondents
could provide recommendations for the im-
provement of leader work. On the last ques-
tion in the second section the respondents
evaluated the overall experience of leaders
with mark of 1-5, i.e. from unsatisfactorily to
excellent.

In this study, we use the first and simplest
classification of leadership styles presented in
studies known as lowa and Ohio, according to
which leadership style can be: autocratic,
democratic and liberal, that is, a leader can
be focused on either tasks or employees
(Stojanovic-Aleksic, 2016 [17]; Northouse, P.,
2008 [13]; Gonos & Gallo, 2013 [7]).

Autocratic leadership style is characterized
by the leader's distance from associates, the
leader is responsible for setting goals and
overall business, and all decisions are made
independently while associates are expected
to be subordinate and obedient. An autocrat
leader is always focused on achieving business
goals while interpersonal relationships are not
important to him. Such leaders are less crea-
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tive and use coercion to persuade employees
to achieve set goals (Gonos & Gallo, 2013 [7];
Karacsony P., Czibula A., 2020 [11]). Demo-
cratic leadership style is otherwise called par-
ticipatory and is determined by good commu-
nication skills, cooperation with subordinates,
openness, and mutual respect. Such a leader
is more focused on good interpersonal rela-
tions than on accomplishing planned tasks.
The liberal style of leadership is characterized
by the full involvement of all employees in
the decision-making process, defining the vi-
sion, taking responsibility and achieving busi-
ness policy. Such a leader fully believes in the
knowledge of the employees and gives them
complete freedom in decision-making and
work. The main role of such a leader is to
help associates get the necessary information
from the environment (Northouse 2008, Gonos
& Gallo, 2013) [7].

To define the list of leader traits, the com-
bined literature of several authors in this field
was used, (More in Northouse, P., 2008 [13];
Casimir, G., & Waldman, DA, 2007 [4];
Drzewiecka, M., Roczniewska, M., 2018 [5];
Stojanovic-Aleksic, V., Zivkovic, S., 2015 [17])
and 14 characteristics were singled out on the
basis of which the psychological characteris-
tics of leaders were assessed.

Satisfaction with the leader and business
success is determined on the basis of the
leader's assessment, support for the leader's
decisions, identification with the leader, the
degree of trust that employees have in the
leader and the assessment of their own suc-
cess at work.

Motivation is determined on the basis of the
means used by the leader to persuade associ-
ates to achieve the set goals (penalties, re-
wards, tolerance, acceptance of suggestions,
pleasant and polite communication, etc.)

For collecting data was used an anonymous
survey available on the Google Forms plat-
form. For the collection of data was used the
snowball technique. Link to questionnaire was
distributed to e-mail addresses of 100 em-
ployees from 30 business systems different
sizes and different activities. In the invitation
email, respondents were asked to distribute a
link of the questionnaire with their colleagues
and associates. 196 respondents took part in
the research. All the statistical analysis has
been conducted by using the SPSS software
package.

Research results. In 196 respondents, men
participated with 48% and women participated
with 52%. Average age 30.8 years (standard
deviation from the mean was 7.683 years)
with 6.65 years of service (standard deviation
from the mean value is 6.695 years). The rea-
son for testing such young generation of em-
ployees (74.5% of respondents aged 23-33
years) is that the future of business system
depends precisely on their knowledge and mo-
tivation for business success. Most respond-
ents, 55.6% were even highly educated and
61.1% of respondents do the job for which
they were trained. The own success in busi-
nessis is rated very high by employees, an av-
erage score of 4.29 (standard deviation is
0.767). It is characteristic that the men who
do the work in the profession are very confi-
dent in themselfs and their success as much as
57.4% of them have rated the own perfor-
mance with a maximum score of 5. While the
women in both cases (and when they do and
when they do not do the work in the field)
were uncertain and assessed the own success
in business as very good (51%). Important
characteristics of the employees, separated
by gender are shown in Tables 1 and 2.

Table 1. Age, years of service and evaluation of the employees classified by gender

Men Women
Min Max Mean S.td'. Min Max Mean S.td "
Deviation Deviation
Age 23 56 31.26 8.009 22 51 30.48 7.388
Years of service 1 30 7.36 7.324 0.3 25 5.60 5.864
Own success 2 5 4.49 0.684 2 5 4.10 0.738

Source: Formed by authors based on data.
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Table 2. Schedule of respondents by company size, level of education and the work

they do

Men Women
Company size N % N %
Small 43 45.7 38 37.3
Medium 26 27.7 32 31.4
Large 25 26.6 32 31.4
Education level N % N %
Secundary 35 37.2 52 51.0
High 59 62.8 50 49.0
Job within profession N % N %
Yes 64 68.1 56 54.9
No 30 31.9 46 45.1

Source: Formed by authors based on data.

The reliability of the scale, which is based
on its internal accordance, was analyzed using
the Cronbach’s alpha coefficient. The reliabil-
ity of the factors in this study is presented in
Table 3. All of items are divided in 8 dimen-
sions and for each of them it is calculated
Cronbach’s alpha coefficient. Some of items
are overlapped in two or more dimensions and

some of items needed reverse order of scale
(marked with*). Table 4 indicates the corre-
sponding elements of each dimension.

The obtained results clearly indicate the
appropriate internal accordance (Cronbach’s
alpha coefficient for all items is 0.946), which
significantly exceeds the recommended theo-
retical value of 0.7 (lvy, 2008).

Table 3. Reliability of measuring scale

Dimensions Nu_mber of Cronbach’s alpha
items
Style of leadership 24 0.882
Democrats (D) 13 0.911
Autocrats (A) 13 0.706
Liberals (L) 12 0.897
Social relations (S) 10 0.747
Task orientation (T) 8 0.760
Psychic abilities of the leader (P) 14 0.947
Motivation (M) 12 0.888
Atributed Satisfaction with leader and own business success (B) 5 0.827

Cronbach’s alpha coefficient for 36 items = 0.946

Source: Formed by authors based on data.

Based on collected data the style of lead-
ership is analyzed that prevails in the territory
of Western Serbia. The leadership style that
participates in this territory was determined
on the basis of 26 elements from the ques-
tionnaire. Although all leadership styles are
almost equally represented in individual re-
sponses, the overall result is the democratic
leadership style (Mean 4.066, St. Dev. 0.798),
followed by the Liberal (Mean 3.899, St. Dev.
0.829) and Autocratic (Mean 3,485, St. Dev.
0.586). Leaders from these areas are a shade
more focused on interpersonal relationships
(Mean 3.78, St. Dev. 0.630) than on tasks
(Mean 3.72, St. Dev. 0.603)

Leaders are dedicated to their work and to
the fulfillment of the planned objectives.
They are very motivated and focused primari-
ly on achieving their goals. They respect the
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employees (even 41.3% of employees is abso-
lutely convinced of this), they believe in their
skills and abilities, they delegate tasks to
them but suggestions of followers are only
partially accepted. Employees see leaders as
very creative persons with high intelligence
and great integrity. They interpret the state
of the environment to employees (21.4% of
followers fully recognized their leader in this
statement) and then direct and motivate
them to meet the scheduled tasks. The lead-
ers in this part of Serbia like to show their
power (69.4%) and rarely use the means of
coercion and punishment but their power is
based on imposing their own will, awards,
praise, knowledge and expertise. Also a large
number of leaders in this part of Serbia have
minions into the ranks of employees who
greatly protect "save" position of leader.
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Nevertheless, respondents perceive their lead-
ers as tolerant (51.5%) and fair people (73.5%).

Table 4 below provides information about
Mean, Standard Deviation, skewness and kur-
tosis of each item classified by size of enter-
prise. Based on Table 4, it can be noted that
the style of leadership depends on the size of
the business system.

By individual elements, the autocratic way
of behaving of leaders is represented in small
enterprises, although this cannot be con-
firmed in the summary results. In medium-
sized companies, autocratic and liberal lead-
ership styles alternate and democratic and
liberal leadership styles are typical for large
business systems. In small enterprises, leaders
are more focused on tasks (Mean 3.73, St.Dev.
0.632, vs.Mean 3.57, St.Dev. 0.688), in medi-
um-sized enterprises leaders are more com-
mitted to accomplishing tasks (mean 3.81,
St.Dev. 0.632). Dev. 0.476) and less on creat-
ing a good organizational climate (mean 3.64,

St. Dev. 0.552) while in large business systems
leaders are focused on achieving the set tasks
(Mean 4.05, St. Dev. 0.580) and developing
good interpersonal relationships (Mean 3.80,
St.Dev. 0.611).

In large business systems leaders are com-
mitted to work, have a lot of confidence in
employees, their knowledge and skills, respect
the organizational goals but are more motivat-
ed by the pursuit of the own objectives (pro-
motion, salary, prestige, status, benefits, privi-
leges). Leaders explain the state of the envi-
ronment employees, delegate their responsibil-
ity, they explain in detail the tasks and duties,
respect their suggestions but usually punish
employees. In this case the leaders are focused
on achievement, encourage employees to per-
form tasks as qualitative as possible, the em-
ployees have high expectations from the lead-
ers but they are very critical of themselves,
especially if they are given the opportunit to
participate in decision-making.

Table 4. The mean value, standard deviation, skewness and kurtosis for each criterion
are classified by the size of the business system

Leader is- Small enterprise Medium enterprise Large enterprise
' M [Stb.[ S [ K | M [stb.] s [ K | M [stD.] s | K
D, A%, Democrats 2.77 [ 1.0280.490 [-0.172| 2.98 [ 1.344]-0.013]-1.333 3.16 | 1.131]0.370|-1.318
D*, A Autocrats 3.02 | 1.025|-0.408-0.142| 3.19 | 1.357 |-0.226|-1.094| 2.67 | 1.2440.382|-0.947
L Liberals 2.67 | 0.822|-0.277|-0.336] 3.10 | 0.785 |-0.410] 0.557 | 3.16 | 1.0490.250 |-1.262
D,AP,T | Responsible | 3.51 |1.216-0.550|-0.822| 4.34 | 0.947 |-1.191|4.106 | 4.14 | 1.008|-1.376|1.880
P Honest 3.96 | 1.018 |-1.164]0.902 | 3.76 | 1.031|-0.684]-0.222| 3.75 | 1.138-0.471]-1.173
D,P,T Dedicated 3.84 | 1.006 |-0.954] 0.491 | 4.19 [ 0.843|-1.096|0.994 | 3.82 | 1.212 |-0.586]-1.240
P Reliable 3.57 | 1.214|-0.442|-0.885] 3.64 | 1.071]-0.550|-0.282 3.63 | 1.304 |-0.474]-1.268
L*,P,S Decent 4.14 | 0.905 |-1.520] 2.902 | 4.06 | 1.007 |-0.922|-0.131] 4.11 | 0.994 |-1.121]0.358
P Intelligent 3.65 | 1.185|-0.957/0.087 | 3.78 [ 1.009 |-1.012|1.119| 4.21 | 0.750 |-1.160[2.103
D,P Has integrity | 3.64 | 1.088|-0.913(0.310| 3.86 | 1.067 |-0.9720.786 | 4.14 | 0.915 |-1.592|3.511
P _Emotional 2.95 | 1.128 |-0.330|-0.543| 3.19 | 1.051(-0.019|-0.793| 3.58 | 1.253 |-0.440|-1.166
intelligence
L,P Creative 3.44 |1.118-0.353[-0.402| 3.41 | 1.185|-0.409|-0.714] 3.91 | 0.969 |-1.163[1.041
L,P Charismatic | 3.12 | 1.269 |-0.322|-0.750] 3.19 | 1.221]-0.177|-0.930] 3.65 | 1.232 |-0.535/-0.989
D,P,T Motivated 3.43 | 1.083 |-0.214]-0.164] 3.59 | 1.044 |-0.333]-0.271| 4.11 | 0.859 |-1.082| 1.018
DL, S Respects the | 4 o5 |1 254 |-1.187|0.118 | 3.71 | 1.075|-0.780|-0.510| 3.95 |1.274 |-1.919-0.570
employees
D,S | Motivates followers | 3.15 | 1.226 |-0.290]-0.760| 3.40 | 1.169 |-0.492|-0.944| 4.47 [0.734|-1.587|2.833
AL¥,S* Demo;;\rﬁ:fs the 1322 |1.162|-0.350|-1.002| 3.90 |1.150 |-1.010| 0.315 | 4.11 | 0.976 |-1.649| 2.903
AT _|Punishes employees| 2.64 | 1.345 | 0.053|-1.595| 3.22 | 1.364 |-0.207|-1.303| 2.86 | 1.172|0.075 |-1.263
AP Vindictive 2.37 [1.2890.528 |-1.073| 2.93 [ 1.387 | 0.087 |-1.132| 2.00 | 0.9720.821[-0.218
L,P Tolerant 3.22 |1.107|-0.229]-0.761] 3.62 | 1.085|-0.279|-0.864] 3.56 | 1.323 -0.713|-0.721
P Careful 3.27 | 1.323|-0.552|-0.847| 3.36 | 1.038 |-0.300|-0.167| 3.44 | 1.296 | 0.038 |-1.740
s.B Emp'cr’]3i’r$55h2f“e"e 3.10 | 1.357 [ 0.272 |-1.283| 3.47 | 1.112|-0.625(-0.195| 3.65 |1.382 |-0.427|-1.487
Hero 2.31 [1.2810.421 |-1.065] 2.36 | 1.252 | 0.381 |-0.961| 2.58 | 1.349 | 0.324 |-1.209
AS* Distanced from | 3 15 | 1.0440.406 |-0.569) 2.66 |1.132 |0.050 |-1.215| 2.72 | 1.436|-0.006|-1.526
employees
D, A*,L, S | Accepts suggestions | 3.12 | 1.308 | 0.110 |-1.363] 3.17 | 1.440|-0.131|-1.401| 3.72 | 1.146 |-0.822|-0.355
D,AT | Explains goals | 3.01 | 1.2400.339 |-1.264| 3.29 | 1.284 |-0.524|-0.831] 3.96 | 1.068|-1.112]0.756
DA% L,T Interprets 3.93 |1.2120.318 |-1.124 3.45 | 1.187 |-1.013|-0.064| 3.91 |1.272 |-0.856|-0.644
environment
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Continued table 4

Respects

D,A,T resp 3.53 |0.989 [-0.280|-0.290| 3.57 |1.141|-0.836|-0.103| 3.82 |1.227 [-0.796|-0.614
organizational goal
A,L,T | Respects own goal | 3.53 | 1.183 |-0.403]-0.981] 3.90 | 1.320|-0.987|-0.203| 4.04 | 1.981 |-0.895|-0.081
A*,L,T* |Flexible in the work | 3.27 | 1.107 |-0.165|-1.221| 3.43 | 1.156 |-0.214|-0.729] 3.33 | 1.300 |-0.251|-1.297
L,S Be"e‘k’ﬁg\‘lﬁgj‘;'é’yees 3.74 |1.043 |-0.229|-1.161| 3.51 |1.044|-0.333|-0.271| 3.79 | 1.235 |-0.584|-1.094
5 Has favorites 3.12 | 1.122 | 0.023 |-0.810| 3.40 |1.376|-0.593]-0.789] 3.96 | 0.981 |-0.398|-1.053
5 Has wards 2.99 | 1.019 | 0.316 |-0.258| 3.09 |1.247]0.113 |-0.865| 3.60 | 1.100 |-0.380|-0.540
S,B Favored 3.09 |1.153[-0.223|-0.530| 3.17 |0.970|-0.561|-0.152| 3.28 | 1.114|-0.265|-1.116
by employees
sg | T© theg:t%'oyees 2.35 |1.226 | 0.513 |-0.826| 2.62 |1.361|0.298 |-1.055| 3.12 | 1.211 |-0.368|-1.200
B Leader rate 3.36 | 1.040 |-0.225|-0.250| 3.38 |0.834|-0.447|1.114| 3.65 | 1.259 |-0.426|-1.205

Source: Formed by authors based on data.

Leaders in large business systems are best
assessed and the reasons for this can be found
in the fact that the managers of these busi-
ness systems are mostly highly educated, with
extensive work experience, vision, clearly set
goals, delegate tasks, set standards, not vain,
have great charisma , intelligence and are
trusted people. The employees suggest these
leaders to be involved in all levels of the
business system, to pay more attention to the
needs and feelings of employyees and become
more flexible.

In medium sized business systems, the
leaders are most dedicated to their work.
Employees see them as trustworthy persons
but greatly distanced from employees. They
are tolerant or vindictive and, to a lesser ex-
tent, are committed to organizational goals
but responsible in their work. The employees
criticize these leaders mostly for relationship
to employees, harassing, tactlessness, level of
education, moral principles and political en-
gagement.

In small business systems the leaders re-
spect mostly their own goals and take least
care of the relationship with employees. They
are flexible in setting deadlines for the per-
formance of the tasks, penalties and coercive
measures are used rarely, they love to show
their power but it happens less frequently
than in other business systems. Employees
rated their honesty the highest marks but
leadership style is rated the lowest grade.
Leaders in small enterprises are mainly per-
sons with secondary education, have expert
knowledge about the production itself but not
the managerial and organizational skills as
well as a sufficient level of emotional intelli-
gence. The leaders in these business systems
generally have the prejudice that the power
should be separated i.e. to distance from
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employees which is a big mistake of leaders
and employees largely condemn such an act.

It is characteristic that all questions that
assess the leadership style of women were
very critical and it is also observed the great-
er dispersion of responses in women compared
to male respondents. The perception of wom-
en leaders is that they are less respected by
leaderst in relation to male colleagues, lead-
ers underestimate their abilities and do not
respect their suggestions. Women are poorly
assessed at honesty and commitment of lead-
ers. Also female respondents believe that
leaders are not willing to delegate their re-
sponsibilities and more often punish them and
show their power against them. Most sugges-
tions concerning relationships with employ-
ees, care about the wishes of followers, toler-
ance and modes of communication were writ-
ten by women,

Men more often describe the behavior of
leaders as focused on interpersonal relation-
ships (Mean 3.88, para. Dev. 0.565) and less
on tasks (mean 3.69, st. Dev. 0.656), that is,
leadership style (in summary results) is per-
ceived as democratic (Mean 4.12, St. Dev.
0.746) or liberal (mean 4.02, St. Dev. 0.747).
Women in most cases describe the leadership
style as task-oriented (mean 3.86, dev. 0.598)
and less as people-oriented (mean 3.58, dev.
0.604). In the cumulative result, women also
recognize the democratic style of leadership
as dominant (mean 4.02, para. Dev.0.844),
but in individual elements they most often
describe the leader's behavior as autocratic
(Mean 3.04, St. Dev. 1.178).

People who do work in the profession have
more often described the leader as focused on
creating a good organizational climate (Mean
3.81, St. Dev. 0.539) than on achieving goals
and tasks (Mean 3.78, St. Dev. 0.526) while
employees who do not work the job for which
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they were trained see the leader as a person
focused on accomplishing tasks (Mean 3.74,
St. Dev. 0.755) and less as a person interested
in creating good social relations in the com-
pany (Mean 3.64, St. Dev. 0.706).

The truth is that there is no only one true
leadership style but some features and capa-
bilities that are characteristic can be separat-
ed for successful leaders. The following are
the properties which leaders should also pos-
sess and it is indicated in brackets the per-
centage in which these characteristics are
identified at the leader inWest Serbia. As the
most influential attributes that leaders have
in this part of Serbia are high motivation to
achieve their goals (57.0%), followed by the
goals of the business system (62.3%), respon-
sibility (72.7%) and dedication (77.1 %). Lead-
ers are usually creative people, especially in
today's turbulent business conditions, general
crisis and globalization, seek to find a way to
achieve business plans, unfortunately, in this
part of Serbia only 38.9% of respondents con-
firmed that. These are people of integrity
(73.3%) having high intelligence (76.0%), a vi-
sion they projected on the followers (28.4%).
They just have to be honest men (39.7%) and
21.9% of employees fully believe their leader.
These people are competent (44%), tolerant
(30.2%), flexible (21.6%), charismatic (47.6%)
and caring (51.0%).

Emotional intelligence is the ability to fol-
low and differentiate the own and others'
feelings and emotions, and use this infor-
mation as a guide for thinking and behavior
(Salovey & Mayer, 1990) [20].

Emotional intelligence makes a leader able
to increase the motivation of followers to carry
out the necessary tasks in the business of or-
ganizational system. (Goleman, Boyattzis, Mc
Kee, 2006).Particularly important characteris-
tics of successful leaders is emotional intelli-
gence that Goleman (2010) [6] defines as the
ability to empathize with others, estimates,
create good relations, to be attractive - and
other emotional skills which are critical to re-
ally fit in and be successful, and thus useful to
themselves and the environment. Emotional
intelligence can be developed over time and it
is an essential prerequisite of success of lead-
ership style and the level of employee motiva-
tion. Results of this study showed that the
lowest level of emotional intelligence show
leaders in small enterprises and the highest
level of emotional intelligence have leaders in
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large business systems. Regardless of the level
of education, age and years of service, emo-
tional intelligence is equally important for both
sexes, and to a large extent determines the
image that employees have about the leader.
On the basis of the calculated coefficient of
Pearson linear correlation it is calculated is a
strong positive correlation between the rating
of leader and level of emotional intelligence,
which has a leader (r = 0.650, n = 196,
p <0.05), meaning that emotional intelligence
explains 42.25% of the variance in the rate of
leaders by employees.

There is also a significant level of correla-
tion (Pearson linear correlation) between the
observed level of emotional intelligence of
leaders and employee motivation viewed both
as a single element (r = 0.510, n = 196,
p <0.01) and as a summary result (r = 0.703,
n =196, p <0.01).

To be seen as hero by employees a leader
has to possess a lot of knowledge, to demon-
strate a high level of intelligence and creativi-
ty, to have a vision that will be transferred
employees, to explains the goals and objec-
tives of business, to leading constructive dis-
cussions with employees and involve them in
decision-making. It must be a man of faith
who has a high level of integrity, emotional
intelligence and charisma. Unfortunately in
this part of Serbia, the employees do not
identify with the leader sufficiently.

22.9% of all respondents see the leader as a
hero while 53.1% of respondents do not find
heroic qualities in the leader.

Also, 60.7% of employees would behave dif-
ferently if being in the place of leader and
their suggestions in most cases are related to
tolerance, flexibility, confidence in their abil-
ities, not looking for mistakes but finding so-
lutions through teamwork and communication
with all employees.

It has been said that a leader must be a
motivator. Based on the data analyzed, 26.5%
of respondents absolutely recognized their
leader as someone who motivates and inspires
them. Subjective level of motivation of em-
ployees in this part of Serbia, to a large ex-
tent depends on the size of the business sys-
tem (Table 4) and years of service. For women,
in addition to these factors, is greatly
influenced by age.

Employees receive the highest level of mo-
tivation and inspiration from leaders at the
beginning of their work engagement and the
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lowest level of motivation they perceive at
the end of their working life (Mean 3.86, St.
dev. 1.213 in the first 5 years of work to Mean
2.90, st. Dev. 0.968 with 25+ year of service).
However, in summary, the motivation of em-
ployees is highest in the first 5 years of ser-
vice (mean 3.87, dev. 0.908) followed by em-
ployees with 25+ years of service (mean 3.75,
dev. 0.639) and the lowest in employees who
are in the group of 15-25 years of work expe-
rience (mean 3.42, st.dev. 0.937). Women
rated the motivational abilities of leaders (as
an independent category but also in the cu-
mulative result) with a lower grade (sum Mean
3.656, st.dev. 0.949) compared to men (total
score Mean 3.947, st.dev. 0.781).

Also, people who do not do the job for
which they were educated leader will moti-
vate with more difficulties than people who
do the work they love and for which they are
educated. To be accepted by followers as mo-
tivator the leader should primarily respect the
employees, to be caring, to respect the organ-
izational goal employees, has emotional intel-
ligence, charisma, be reliable, dedicated, mo-
tivated and a man of integrity. In a large per-
centage of creativity, intelligence and cha-
risma of leaders can be a factor of motiva-
tion. For motivation of women is particularly
important that the leader is a man of confi-
dence and charisma, while men is motivated
by tolerance, respect of organizational goals,
employee care, and dedication to work.

Table 5. Spearman correlation coefficients between the subjective experience of the
performance of leaders and leadership styles with different chaacteristics and
personalities of leaders evaluated from the perspective of an employee

Leader rate (rho) Leader rate (rho)
o 0.647* - . 0.678**
Leader respect organization goals 0.000 Leader is intelligent 0.000
Leader explains organization goals 0.659** . . 0.588**
to employees 0.000 Leader has integrity 0.000
Leader believes in ability of 0.637** Leader is motivated 0.676**
employees 0.000 0.000
Leader interprets state of 0.618** . . 0.426**
environment 0.000 Leader is responsible 0.000
Leader accepts remarks from 0.793* Leader is vindictive person -0.652**
employees 0.000 P 0.000
. 0.700** . 0.751*
Leader is to employee taste 0.000 Leader is tolerant 0.000
. . 0.618** . 0.691**
Leader is flexible 0.000 Leader is honest 0.000
. . . 0.576** . . 0.682**
Employees identify with leader 0.000 Leader is reliable 0.000
Leader respect personality of 0.722* . . 0.667**
employees 0.000 Leader is dedicated 0.000
. -0.452** . 0.671**
Leader often punishes employees 0.000 Leader is trusted person 0.000
Leader motivates and inspires 0.458** Leader is caring person 0.751**
employees 0.000 gp 0.000
. 0.711* . . . 0.721*
Leader is favored 0.000 Leader is charismatic person 0.000
0.591* Leader has emotional 0.626**
Leader respects own goals 0.000 intelligence 0.000
Leader is creative 0.674* Leader politely address to 0.505**
0.000 followers 0.000
**p<0.01
*p <0.05
n=196

Source: Formed by authors based on data.

On the territory of Western Serbia, employ-
ees assess the effectiveness of leaders with
average rate of 3.45 (standard deviation is
1.014). What elements of personality and style
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of leadership and to what extent, contribute to
the creation of these estimates are shown in
Table 5. The employees require a warm,
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friendly relationship from leader, a high level
of tolerance, emotional intelligence, confi-
dence in employees, understanding their prob-
lems and respect their personality. Employees
criticize leaders for aloofness of tasks, de-
tachment from employees, disorganization,
inadequate knowledge, unclear objectives,
tasks and neglect of poor communication.

The data collected partially confirmed the
initial hypotheses. There is a high degree of
correlation between the mental characteris-
tics of the leader and the perception of his
success (which can be seen from Table 6).
Spearman correlation between leadership
style and psychic traits is r = 0.856, n = 196, p
<0.01, so the leadership style is largely de-
termined by the perceived psychic traits of
leaders, which confirms the first hypothesis.
The second hypothesis, based on these re-
sults, cannot be confirmed or refuted because

there is not enough data on the characteris-
tics of employees that could affect business
success.

The business success of the leader was rat-
ed at 3.31 (dev. 0.805). A leader's focus on
interpersonal relationships contributes to the
perception of a successful leader who creates
an organizational climate that motivates em-
ployees to perform better while autocratic
behavior of the leader, in the eyes of employ-
ees, creates the image of unsuccessful leader
who does not know how to motivate employ-
ees in the right way because of mainly using
the punishments and repressive measures.

In order to have employees motivated and
to achieve good results, goals must be clear,
the leaders have to be focused on the future,
and employees have to know about every part
of the business in order to have the ability to
identify and solve problems.

Table 6. Spearman correlation coefficients between leadership style, motivation and
perceived leader success in the overall result

@ 2 2
£5 2 s g 5 5 2
2g S @ g S = 3
S E o < s © S z
"0 % o 5 3] = o
e5 i 2 g £ = g
x o — = o (&)
< o) -
Psychic 0.713** 0.504** 0.883** -0.501** 0.809** 0.844** 0.818**
characteristics 0.000 0.000 0.000 0.000 0.000 0.000 0.000
Relationship 0.291** 0.668** -0.560** 0.650** 0.792** 0.786**
orientation 0.000 0.000 0.000 0.000 0.000 0.000
Task focus 0.436** -0.209** 0.596** 0.434** 0.412**
0.000 0.000 0.000 0.000 0.000
Liberal style -0.615* 0.825** 0.883** 0.838**
0.000 0.000 0.000 0.000
Autocratic style -0.523** -0.687** -0.610**
0.000 0.000 0.000
Democratic style 0.811* 0.775*
0.000 0.000
L 0.841*
Motivation 0.000
**p<0.01
n=196

Source: Formed by authors based on data.

This research has certain limitations. The
results should be taken with caution because
the respondents were exclusively from the
ranks of employees, so their feelings, atti-
tudes, needs and motives influenced their ob-
jectivity. The topic of leadership includes a
large number of elements and factors and this
research started with 40 questions in order to
make the time for filling in the questionnaire
optimal, so certain dimensions and factors are
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insufficiently explained and researched. Also,
the research was conducted in the time be-
fore the COVID-19 crisis when business condi-
tions were different.

In future research, it is necessary to design
research for each leadership style separately,
to include leaders and employees in the re-
search equally, and to limit the sample to the
size of the company. Also in the introductory
part it is necessary to get more detailed data
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on the followers and the global success of the
business system

Conclusions. Many factors, both external
and internal, are linked with the success of
the business systems. The role of leaders in
strategic management approach is sacrosanct
and most important. The leader’s role in a
turbulent environment is to design organiza-
tional and functional unit in business systems.
To get adequate success the leaders should
adjust their behavior in an optimal way to the
requirements of environments on the one side
and to internal environment with emphasis on
the needs of employees, on the other side. In
the research part the leadership is viewed
from the perspective of employees in a part
of business systems Republic of Serbia (its
western part). Also through the research, due
to the long period of transition and the gen-
eral crisis in our country for a long time, nu-
merous problems are seen in leadership.

The survey found that Serbian leaders in
business systems use the democratic leader-
ship style to the highest extent. They are ded-
icated to their work and achievement of the
goals and are motivated to work. The specific
characteristics that employees appreciate
with leaders are: knowledge, skills, creativity,
charisma, honesty and pleasantness. In the
view of employees, leaders in the region do
not have a sufficient level of emotional intel-
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ligence, tolerance and flexibility. Leadership
style which is used in Serbian enterprises var-
ies depending on activity, size of business sys-
tem but requirements of employees are abso-
lutely identical. Employees require from lead-
ers more responsibility, open communication,
respect, respect for employee suggestions and
friendly attitude. These requirements are
more pronounced in women who have long
years of service and do the work for which
they were educated.

To be in accordance with employees’ taste
and at the same time to be their heroes, in
addition to vision, technical and conceptual
skills, leaders have to pay attention to em-
ployees. Leaders must be willing to listen to
suggestions and ideas of employees, to openly
express their opinions, praise good ideas, ar-
guments, refuse bad idea, to interpret the
current state of the environment and explain
the objectives of the work. Only an open and
fair relationship with employees, clear goals
and authority based on knowledge can make
leaders be successful.

Interpersonal skills that leaders from these
areas are missing can be gained through nu-
merous training sessions and seminars which
leaders can attend. To make it happen lead-
ers must become aware of their shortcomings
and to show the initiative to rectify them.
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PadosaHosi4y Bnadimip, fasidosiy NopdaHa Pendyniy. Jlidepcmeo 8 posii Momusamopis ma cmumyaamopis npodykmus-
Hocmi cnispo6imHuKis

Mema cmammi - gucgimnumu Hosy napaduzmy 6i3Hecy 8 abCoIOMHO iHWUX YMOBAX, Wo 6a3yembCcs Hacamnepeod HA 3HAHHSAX,
KpeamusHocmi ma nocmmodepHoMy nidepcmsi. PadukanbHi 3miHu, 8 AKUX icHylomb (i po38uBaMbCA Cy4yacHa eKoHomika ma ii
cy6’ekmu, nompebylomb Hosux cnocobis nidepcmaa. ToMy HoBa napaduama BU3HAYAE i KPUMUYHO OYiHIE 1idepcmao AK 83aEMODi0
MiX nidepamu ma nocnido8HUKAMU 3 HAMIPOM io20 3MiHUMU, 6a3yYuck bisibwe Ha eMoyiliIHUX ma emuYHUX NPUNYUEeHHSX, HiXX Ha
npuMycosoMy akmusHoMy 8nsugosi. Memoro aHanizy € susHavyeHHs npogecioHaniamy cmassieHHA nidepis 0o cniBpobimHuKis ma
npo2Ho3 noda/Ibwo20 Po3BUMKY Yux 8iOHOCUH, 8paxo8yoyU, Wo yi 8IOHOCUHU HanpAMY 8NJIUBAIOMb Ha MomuBayit cnispobimHuKis
y JocA2HEeHHi iXHix pe3y/iibmamis.

Memoduka docnidxkeHHA. Y npoueci 00CNiOXeHHs 3acmocos8aHoO 3azasibHonpuliHAmMi Haykosi nioxodu i mMemodu, 30Kpema
emnipuyHuli. MpoaHanizosaHo pi3Hi meopemudyHi U nNpakmu4Hi nioxoou 0o eHomeHy nidepcmsa 8 pesysbmami 3MiH, 8 AKUX
30ilicHembca menepiwHili 6i3Hec y Cepbii, ma 380pomHa po/sib Ybo2o Asuuja. BionosioHi daHi npo npauyisHukis 6ysi0 3i6paHo 3a
doNomMo2010 aHKemHo20 Memody. Y OocnidxeHHi Ha ocHosi simepamypHux Oxepesn y cdepi nidepcmsa ma Odocsidy asmopis
po3pobsieHo aHKkemy i3 40 3anumaHb, Wo A8/1A€ cobo0 HEe cmaHAapmu308aHy mMode/ib aHKemu, a 0cobucmy NPOEKY;ito.

Pe3ysibmamu docnidxeHHA. Y pe3ysibmami docnidxeHHs 6yau niomsepoxkeHi sucyHymi einome3u npo me, wo dis/bHicmb op-
2aHisayili 3anexumsp 8i0 cmusl0 KepisHUYMABA i Xapakmepucmuk cnispobimHuUKig, a makox, wo nidepcmaso - ye He MisibKu ynpas-
JiHHA, a U ncuxoso2iyHa npobaema.

EnemMeHmu HayKosoi Hosu3Hu. Jlidepcmso 8 mMalibymHbOMY 8CMAHOBJ/IIOE HeNnuUCaHe npasusio, 8ionosioHo 00 sK020 OesKi pedyi
BXe Hikonu He 6yOymb AK paHille, a Makox 3’A8NAMbCA HOBI OpMu, AKi nosinwyroms iCHYHOYi 3HAHHA, cUCMeMu, 8 AKUX MU
npaytemMo, ma 3azasbHe 6i3Hec-cepedosuuwye. Hosi nidepu 6ydyms noknadamuca Ha KOMNJIEKCHI 3HaHHA ma iHHosayii, 3anponoHo-
8aHi npayisHukamu. MalibymHimu nidepamu cmaHyms mi, Xxmo i3 c8oix cnispobimHukKis gopmysamume nidnpuemyis ma cmso-
prosamume ammocgepy npamux iHHosayill. Cepb6CbKUM KoMnaHismM nompibHo Habazamo 6inbwe iHBecmysamu 8 malbymHill po-
38UmMOK nidepia ma meHeoxepis. /JocniOxeHHA BUCBIMOE poJib i Bax/uBicmMb nidepcmaa AK NpAMo20 B8i006paAXKeHHA 3MiH Y
nosediHui npayisHUKiB, iXHbOI Momusayii ma nidsuweHHA NPodyKMuUBHOCM.
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MpakmuyHa 3Ha4vywjicmb. Pe3ysibmamu Oo0CNiOKeHHA MoXymb 6ymu suKopucmaHi 8 ycix cepax 6i3Hecy ma eKOHOMIKU.
Maro4u Ha ysasi ymosHull nioxid, a ompumaHi pe3ysibmamu - AK OCHOBa O/I CMBOPEHHA MAKCUMAJIbHO eeKmusHOo20 CMuJIo
KepisHuymsa. Tabn.: 6. bibnioep.: 20.

Knro4dosi cnoea: nidepcmeo; cmusib idepa; Mmomusayis; npoOyKmusHicmb; ycnix y 6i3Heci.
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PadosaHosu4Y Bnadumup, [Jasudosud [opdaHa PeHdynuy. Jludepcmso 8 po/iu MOmMUBAMOPO8 U CMUMYJ/ISMOpPOS8
npodyKmusHocmu compyodHUKO8

Llenb cmambu - ocgéemums HoByto napaduzmy 6u3Heca 8 cosepweHHO Opyaux Yc/a08UAX, KOMOPAs OCHOBbIBAEMCA npexde 8ce2o
Ha 3HAHUAX, KPeamusHOCMU U NOCMMOOepHOM udepcmae. PadukasibHble U3MEHeHUs, 8 KOMOpPbIX Cyujecmayom u passusarmcs
CoBpeMeHHAas 3KOHOMUKA U ee cybbekmbl, mpebytom HoBbix cnocobos siudepcmaa. lMosmomy Hosas napaduema onpedesisem U Kpu-
muyecku oyeHusaem UOepCcmMBo Kak s3aumoodelicmsue mMexdy udepamu U nocsiedosameniamu ¢ HaAMepeHUem e20 USMeHUMb, OC-
HOBbIBAACL 60JIblWE HA 3MOYUOHA/IbHLIX U 3MUYeCKUX NpeonosIoKeHUAX, YeM Ha NpUHyoumeJsibHOM aKmusHOM so30elicmsuu. Llesbto
aHanusa ssnsemcs onpedesieHue npogeccuoHanusma omHoweHuli udepos K COMpYOHUKAM U nNpoeHo3 dasbHeliwezo passumus
3Mux omHoweHul, y4umsI8as, Ymo 3Mu OMHOWEeHUA HaNPAMYIO B/IUAIOM HA MOMUBAYUIO COMPYOHUKO8 8 GOCMUMKEHUU UX pe3y/ib-
mamos.

Memoduka uccnedosaHus. B npoyecce uccnedosaHus npumeHeHbl 06ujenpuHAmMbie Hay4Hble No0xo0bl U MeMOoObl, 8 4aCMHOCMU
amnupuydeckul. lpoaHanu3uposaHsl pasHble meopemuyeckue U npakmuyeckue nodxodbl K ¢eHomeHy nudepcmsa 8 pesysbmame
u3smeHeHul, 8 KOMOpPbIX ocyujecmasiaemcsa HbiHewHul 6u3Hec 8 Cepbuu, u obpamHas poJib 3mo20 AsneHusA. Coomsemcmaytoujue
0aHHble 0 pabomHuKax 6bl1u coObpaHbl C NOMOWbI0 AHKemMHo20 Memoda. B uccnedosaHuu Ha ocHose lUMepamypHUX UCMOYHUKO8 8
obsacmu nudepcmsa u onbima asmopos paspabomaHa aHkema u3 40 sonpocos, npedcmasaswwas coboli He cmaHOapmMu3UpPoB8aH-
HYI0 MOO€/Ib QHKEMbI, A JIUYHYIO NPOEKYUIO.

Pe3ysibmambi uccnedosaHus. B pesysbmame uccnedosaHus 6biiu nodmsep:KdeHbl 8bI0BUHYMbIE 2unome3bl 0 MOM, Ymo oes-
me/ibHOCMb op2aHu3ayuli 3asucum om cmuJiA pyKkosooCcmasa U XapakmepucmuK cOmpyoHUKO8, d MakXxe, Ymo udepcmao - 3mo He
MOJIbKO ynpasjieHue, HO U ncuxojioauyeckas npobsiema.

SnemeHmsbl Hay4yHoU Hosu3HbI. Jludepcmao 8 bydyujem ycmaHasausaem HenucaHoe NpasuJsio, C02/1acHO KOMOPOMY HeKomopble
Bewju yxe HUKo20a He 6yoym KaK paHbWwe, a Makxe NofSBAmcs Hosble opMbl, KOMopble yy4wam cywecmsyrujue 3HaHus, cu-
cmeMbl, 8 KOMOpPbIX Mbl pabomaem, U obwyto busHec-cpedy. Hosble audepbl 6yOym Nosa2amscA HaA KOMNJIEKCHbIe 3HAHUA U UHHO-
B8ayuu, npedsioKeHHble pabomHukamu. bydywumu nudepamu cmaHym me, KMo U3 CBOUX compydHukos 6ydem copmuposamsb
npednpuHumamenel u cozdasamb ammocgepy npambix uHHosayul. Cep6CKUM KOMNAHUAM mpebyemcs 2opa3do 6o/ble uHsecmu-
posamsb 8 6ydyuwiee passumue udepos u meHedxepos. MccredosaHue ocsewjaem poJib U BAXXHOCMb IUOepCmMBaa Kak npAmoz0 om-
paxkeHus usmeHeHull 8 nosedeHUU pabomHUKO8, UX MOMUBALUU U NOBbIWEHUU Npou3sodumesibHOCMu.

lMpakmuyeckas 3Ha4umMocms. Pe3ysibmamsi ucc1edosaHus mo2ym 6bimb UCNOJIb30BAHbI BO BCEX chepax BU3HECa U 3KOHOMUKU.
UMes 8 Budy yc108HbIl N0OX00, NOJyYeHHble pe3y/ibmambl Mo2ym 6biMb UCNO/Ib308AHbI B8 Ka4ecmae 0CHOBbl 0J1f CO30aHUA MAkKcu-
MasibHo 3pekmusHo20 cmuaa pykosodcmaa. Taba.: 6. bubauoep.: 20.

Knroyesble cnosa: nudepcmso; cmusib iudepa; Momusayus; npou3sooumesibHOCMb; ycnex 8 busHece.
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