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DYNAMICS OF COMMUNICATIVE LEADERSHIP STYLES:
EXPERIENCE OF THE UKRAINIAN ORGANIZATION

Sushkevych O. V.
Pavlo Tychyna Uman State Pedagogical University

The paper focuses on the results of the study of the shifts in communicative leadership styles practised at the Ukrain-
ian organization as the reflection of overall behavioural and communicative changes in the Ukrainian society, namely,
in higher education in the post-Soviet period. The study was conducted at the Faculty of Foreign Languages, Pav-
lo Tychyna Uman State Pedagogical University focusing on the communicative leadership styles realized between
2014 and 2021.

Communicative leadership is regarded in terms of the interplay between positional leaders and co-workers in
the organization. At the same time, communicative leadership is addressed as a complex psycholinguistic phenome-
non. Its potential is viewed as a means for teambuilding, satisfaction of institutional, personal and professional goals
and demands in a given situation or context. Correspondently, it is evaluated according to communicative and prag-
matic effectiveness, fulfilment of organizational and team tasks connecting co-workers with common goals. We also
take into consideration people’s emotional satisfaction after the communication with the leader.

We regard a communicative leader as a person who has moral authority in the team, takes responsibility for
the staff and unit in a broad sense. We address a communicative leader as a person who suggests concrete things
to deal with a situation, speaks the language people speak, shares the same values and problems with people, thus,
uniting and integrating the co-workers.

The objective of the research is to analyze and contrast the effectiveness of the communicative leadership styles in
the Ukrainian organization, namely, the HEIL

The research embraces the following stages: preparatory (analysis of the existing research in the area); research
(observing the situational context, discourse analysis of the participants’ responses in the interview, conducting
an associative experiment); findings and conclusions (making parallels and diversifying communicative leadership
styles and their pragmatic effects for the team and the organization).

Key words: communicative leadership styles, the Ukrainian organization, discourse practices, communicative
interplay, leaders, non-leaders.

Cywkesuu O. B. /lunamixa cmunie KoOMyHiKamugHnozo nidepcmea: 00ceio yKpaincokoi opzanizauii. Cmamms
8idobpadicac pe3ynbmamu  OOCHIONCEHHS. 3MIH Y CIMUIAX KOMYHIKAMUHO20 JNidepcmed, AKi NpaKMuKyomscs
8 YKpAiHCKill opeanizayii, K 8i000padicentss 3a2albHUX NOBEOTHKOBUX MA KOMYHIKAMUBHUX 3MIH 6 YKPAIHCbKOMY
cycninbecmsi, a came y suwyiti 0c8imi 6 NOCMpaodaHCcbKkuil nepiod. Jlocniodcenns 30ICHIOBAN0Cy HA (aryrbmemi
IHO3eMHUX M08 YmancbKozo Oepoicasnozo nedazociunozo yuieepcumemy imeni Tasna Tuuunu. Bono 6yno nayinene
HA QHATE3 CIMUTIE KOMYHIKAMUGHO20 TI0epCmed, AKI peanizysaiiucs Ha mepenax nioposoiny 6 nepiood 2014—2021 poxis.

Komynikamuene nidepcmeo po3enaHymo K 63a€MOo0ir0 Midc no3uyiiHuMu rioepamu ma nioneiumu. Boonouac
KOMYHIKamueHe 1i0epcmeo nocmace K ckiadue ncuxoninegicmuune aguuje. Hozo nomenyian éidispae ponv y cmeo-
PeHHi 0i€80i KOMAHOU, 3A0060NCHHI IHCMUMYYIUHUX, 0COOUCIUX Ma NPOeciinux yinel | nomped y nesuii cumyayii
yu KoHmexcmi. Bionogiono komyHiKamusna ma npazmamuyia sHA4uUMicCmy, GUKOHAHHSL OP2AHI3AYIIHUX MA KOMAHO-
HUX 3a80aHb, OOCACHEHHSL CRINbHUX YiNlel € NOKASHUKAMU eeKmUBHOCHI KOMYHIKamugHo2o ioepcmea. Bpaxosano
mMakodic 1 emoyitiHe 3a0060J1eHHs IH00ell iC/ CRUIKYBAHHSA 3 TI0EPOM.

Komynikamuernoeo nioepa susnaueno Ax 10OUHY, AKA MAE MOPATbHUL A8MOPUMen Y KONeKmusi, Hece 8i0nogiodib-
HiCMb 3a NePCoOHAN ma Niopo30in Y WUPOKOMY PO3YMIHHI, AKA NPONOHYE KOHKPEemHI KPOKU 0718 PO38 sI3aHHA mi€i yu
mici cumyayii, poO3mMOBIsLE 0OHIEIO MOBOIO 3 IOObMU, 4 MAKOIC NOOIISE 3 HUMU YIHHOCMI Ma RPOOIeMU, MAKUM YUHOM
006 ’eonyiouu Konee.

Memoro docnidacents € ananiz ma npomucmagients eqeKmueHOCHI KOMYHIKAMUSHUX CIMUILG 1i0epCcmed 8 YKpa-
iHCbKIl opeanizayii, a came 3aKkAa0i 8uwoi oceimu.

Hocnioscentss 0XONt0€ KinbKa emanis: nio2omoguuil (AHAami3 akmyanbHux 00CIiodceHd i3 6Ka3aHoi npodnemamu-
KU); npoeederHs 00CTI0NHCEHHA (CROCEPEeNCeHH s 8 CUMYAMUSHOMY KOHMEKCMI, OUCKYPC-AHANI3 8i0n08ioell yuacHu-
Kig IHmep8 10, NPOBeOeHHst ACOYIAMUEHO20 eKCnepUMennty), niodumms niocymKie (nposedenns napaneneii i ougepen-
yiayis KOMyHIKAMUGHUX CMUJ8 1I0epcmea ma ix npazmMamuyHux HAcaioKie 0Jisl KOMAHOU ma Opeanizayii).

Knrouosi cnosa: xomynixamusni cmuni 1idepcmeda, YKpaiHCoka Opeanizayis, OUCKYPCUBHI NPAKMUKY, KOMYHIKA-
MUBHA 63aEMO0Is, Tidepu, He nidepu.

Defining the problem and argumentation all sorts of organizations representing the national eco-
of the topicality of the consideration. With the fall nomy. The Soviet regime was mostly of an authoritative
of the Soviet regime in Ukraine in 1991, new styles totalitarian type with a command system of workers’
and patterns of communication have been developing in  subordination to an organizational leader. Where com-
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municative leadership was ideologically and contextu-
ally coloured with suppression of workers, namely, their
personal opinions apart from what was predetermined
by the regime’s ideology, needs, demands, and values
[2, 25-30]. Primitively, the communicative leadership
was reduced to such basic language formulas: “Do it
because I say!” or “Do it because the country demands!”

Geopolitical changes in modern Ukraine along with
people’s urgent need for humane communication pre-
determined the necessity to reopen team-oriented styles
of communication in contrast to authoritative leader-
centred means [1; 3; 4]. Developing new communi-
cative models of the interplay among academic staff
has become especially topical in HEIs preparing future
generations for the country [6].

Analysis of recent research and publications.
Generally speaking, in psycholinguistics, commu-
nicative leadership is frequently interpreted as taking
communicative initiative, dominating in conversa-
tion due to some personal traits and characteristics.
A. Romanov regards a communicative leader as an ini-
tiator and addresser in the dialogue [8, 57]. M. Kochkyn
suggests defining communicative leadership according
to the communicative input of each interlocutor [7, 33].
“A communicative leader” is a person who engages
people “<...>in dialogue, actively shares and seeks feed-
back, practices participative decision making, and is per-
ceived as open and involved” [4, 147]. Correspondently,
communicative leadership belongs to soft skills [5, 91].

Accordingly, communicative leadership falls into
two large categories — ideological and contextual. The
first one represents the highest level of communica-
tive leadership (revealed in the studies of Alvesson &
Sveningsson, 2003; Carsten, Uhl-Bien, West, Patera
& McGregor, 2010; Collinson & Collinson, 2009).
Such an approach means following the directories
and orders of an ideological leader who is respected,
trusted and fully supported by the majority of people
in the given period, i.e. Stalin, Margaret Thatcher, Hit-
ler, etc. The latter is rather unstable and demanding as
it should adapt to the circumstances and different levels
of social organization for its efficient functioning (espe-
cially addressed by Fairhurst G. T., 2005; Hamrefors S.,

Commanding Visionary

e
~

i

Do what | tell Come with

you

People come What do you
first think?

2010; Hamrin S., 2016; Johansson C. Miller V. D.,
2014). For example, contextual communicative leader-
ship can be developed at different levels of a political
party making people coming from different walks of so-
ciety work together systematically and achieve goals.
The most effective model of communicative leadership
is a combination of ideological and contextual. Overall,
the communicative interplay of leaders and non-leaders
ideally should result in a team where common goals are
achieved and people’s needs and demands satisfied.

In our study, we focus on the non-leaders’ reaction to
the interaction with a leader and its effectiveness that is
the reason why we follow D. Goleman’s classification
for leadership styles (Scheme 1).

Setting the goals and tasks of the article. In our
paper, we attempt to analyze and contrast the effec-
tiveness of the communicative leadership styles in
the Ukrainian organization, namely, HEI.

We developed the following hypothesis: commu-
nicative leadership in Ukrainian HEIs has been develop-
ing its style and patterns based on Soviet and post-Sovi-
et experiences and orientations of internal and external
affairs in independent Ukraine.

The outline of the main research material.
This paper reveals the results of action research done
among 38 respondents, representing the academic staff
of the Faculty of Foreign Languages, Pavlo Tychyna
Uman State Pedagogical University. (All participants
of this research were fully informed about the research
procedure and had confidence that their personal infor-
mation would remain confidential and their answers
would not be misused). The research participants did
not officially occupy any higher rank position during
the period of this study. So, they belonged to the group
of so-called non-leaders (positional but not psycho-
logical). They were aged 28-58. We used the me-
thods of associative experiment and discourse analysis
of the interview.

It should be mentioned that after the fall of the USSR,
foreign languages training was firstly done at the Facul-
ty of Philology with several stages of later transforma-
tions into the Faculty of Foreign Languages. Overall, it
was run by four deans with different leadership styles

Doasldo
now

Scheme 1. Styles of Emotional Leadership according to Daniel Goleman (2000)
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and principles of work organization. Each manager
was a unique personality and his/her manner of com-
munication had dominant features as well as including
the elements of other leadership styles. Switching from
one pattern to another was contextually predetermined
and served to achieve definite pragmatic goals. Still, two
dominant patterns of interplay were practised and experi-
enced at the Faculty — commanding and visionary. In this
paper, we regard both their pros and cons for the organi-
zation and staff. We focus on the period of 20142021 as
itis associated with significant enforcement of pro-Euro-
pean vector of internal and external politics in Ukraine.
At the national level, this period brought the concept
of New Ukrainian School, the new law on “Higher
Education” (2014), the introduction of the European
Framework for teaching Foreign Languages. At the
level of the University, it was reflected in management
changes and enlargement of cooperation with interna-
tional organizations (British Council in Ukraine, Ame-
rican Council, DAAD and signing bilateral agreements
on cooperation with foreign HEIs). These shifts in poli-
tics and education brought new challenges and inevi-
table changes for the communicative leadership in
a relatively small team — Faculty of Foreign Languages.

To define the patterns of communicative leadership
we developed the following lists of words and short sen-
tences for the participants to associate themselves with
the state or quality which was the closest to them.

The interview was organized around the follow-
ing key statements to find out non-leaders’ attitudes to
the styles and results of communicative leadership prac-
tised at the HEI:

— communicating common values and goals with
the leader and co-workers;

— the level of personal energy after communication
with boss and colleagues;

— the degree of trust and support in the organization,

— the level of employees’ commitment to work
and duties;

— personal significance, job and interpersonal
communication satisfaction;

— effectiveness of the
achievement.

Having analyzed these factors of institutional com-
munication, we conclude whether speakers follow gene-
ral principles of successful communicative interaction.
In our study, we evaluate the effectiveness of commu-
nicative leadership according to the following crite-
ria: leaders involve people in cooperative discussion
and actions by sharing and reflecting common values,
needs, goals, communication style and language,
topics for discussion. People respond with respect,
trust, understanding, performing required actions.

Firstly, we regard dominant commanding with
the elements of the visionary style of communicative
leadership (leader-centred character). The results
of the research show that authoritative leaders and su-
bordinated non-leaders did not fully discuss and reveal
their value orientations in the given context or situa-
tion. The majority of personal non-leaders’ suggestions,
desires and professional goals remained unspoken or
hardly heard (78%). At the same time, institutional goals
and activities were reflected in all possible means of com-
munication including online resources, staff meetings in
vertical and horizontal dimensions, and interpersonal dis-
cussions. Thus, it is obvious that achieving organisation-
al goals was a priority at the HEI but at the same time,
a low level of trust and personal significance stopped
non-leaders from revealing their personal and profes-
sional needs, and demands. The staff did not feel being
significant and able to make a change in the organiza-
tion. Answering the question “Did you try to discuss with
your leader those institutional issues that worried you?”,
72% respond, “No. It was useless”, 15% say, “Yes, but
nothing really changed.” And only “13%” conclude,
“Yes, and it was successful!”. As a result, the level of per-
sonal commitment to work was quite low although staff
accomplished the pre-set tasks out of fear. That is the rea-
son why authoritative leadership was quite effective in
terms of achieving institutional goals (97%).

Another factor that reflects interpersonal communi-
cation with the leaders is the level of personal energy.

Table 1

organization  goals

Experiment associative lists

Atwork I am...

Our leader ...

My workplace is ...

* responsible
* initiative
* respected
* joyful
* future-oriented
» feeling I need a change
¢ committed
* diligent
* painstaking
* motivated
* kind and tolerant
* cultured
* adequate
* respecting deadlines
* regretting being here
* growing
* suffering
* exhausted

* motivates
* does everything himself
* benefits from the organization
* inspires

* depresses

* disappoints

* suppresses
* assists me
* delegates

* shifts responsibilities
* appreciates
* trusts
* trying to do his best for us and our
* organization

* modernized
* my home
* my property
* not worthy me
* inspiring me to work
* well-equipped
* atmospheric
* suck with positive energy
* suck with negativity
* crowded
* full of people I like
* devastated
* looks like from the previous epoch
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The majority of respondents state that they felt trou-
blesome and anxious when they had to communicate
with their leader. At the same time, “small talk” with
co-workers brought much satisfaction and joy. Peo-
ple felt more relaxed and did not experience tension.
Still, they tried not to be very sincere concerning their
professional and private intentions. Overall, the level
of personal energy was subjectively described as low by
73% of respondents.

= achieving pragmatic goals u level of personal energy

» communicating trust & support » meeting people's needs

Diagram 1. Commanding Leader — co-workers’
communication satisfaction

Diagram 1 visually illustrates the priorities of com-
manding communicative leadership. Each component
does not look balanced in terms of organizational
and people’s priorities.

The second communicative pattern can be charac-
terized as a dominant visionary style with the elements
of affiliative, democratic, pace taking and coaching
(shared and mixed communicative leadership).

This kind of communicative leadership became con-
structive in comparison with the previously described.

The major value orientations coincided with
the staff’s professional and personal needs and demands
as well as institutional ones:

co-workers oriented: valuing time, personality,
efforts, professional growth and experience, supporting
the young generation of academic staff;

professional: novelties in education, technological
apps, language learning methodology, common activi-
ties and projects, multiplying pro-Eu-
ropean and national achievement in s
teaching and learning, gradually 45
becoming better, 4

— institutional: achieving best 35
academic and management results as 3
well as financial stability. 25

Correspondently, 81% of respon-
dents stated that they felt the admini- ;5
stration's support and reflected it
with their trust. The level of person- s
al energy was dramatically higher |
than in the previous case for 75%
of respondents. Still, the democratic
change in communicative leadership
lessened the level of personal com-
mitment to job, duties and respon-
sibilities (only 37%). It can be
explained by the lack of developed

N

[

m Commanding style

personal responsibility of each member of the academic
staff as people were used to another commanding style.
Unofficial group leaders or initiative colleagues started
compensating this gap with their input in common goal
setting and achieving.

The level of job satisfaction was also higher (62%).
Answering the question “What can raise your job satis-
faction?”, the answers ranged from improving financial
conditions to breakout from work and trying different
activity. In this regard, motivational tools should be
applied to stimulate the staff's interest in the job such as
rotating courses for teaching and specific administrative
duties, involving people in a new experience to unfold
a new professional and personal success story as well as
providing material bonuses.

According to the results of the study, the effective-
ness of organizational goals achievement was also high
(91%) due to the leader’s communicative flexibility
and ability to find common grounds with the higher rank
administration and other stakeholders.

= achieving pragmatic goals u Jevel of personal energy

" communicating trust & support = meeting people's needs

Diagram 2. Visionary Leader — co-workers'
communication satisfaction

Diagram 2 depicts a more balanced approach to both
reaching pragmatic institutional needs and people’s
demands with the help of a dominant visionary commu-
nicative leadership practised at the Faculty.

Diagram 3 presents a comparative look at different
parameters in terms of communicative leadership effec-
tiveness.

Personal energy commitment to  Effectiveness of common values

work goals and goals

achievement

B Visionary style

Diagram 3. Communicative leadership effectiveness
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Conclusions and directions for further research
in this area. In the course of this study, we proved our
hypothesis that communicative leadership in Ukrainian
HEIs has been developing its style and patterns based
on Soviet and post-Soviet experiences and orientations
of internal and external affairs in independent Ukraine.
New realia of modern Ukraine, people's communica-
tive needs and institutional priorities demand a new

type of communicative leader and leadership practices
at the University. Communicative leadership should
involve non-leaders in reaching common goals, fulfill-
ing the tasks based on a mutual commitment to common
values and job duties. The communicative interaction
should bring joy and satisfaction to its participants.
The leader radiates trust and support as an effective
manager due to his or her communicative flexibility.
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