LeHNN psija TeopeTuydeckux npobnaem. MocKosibKY OCHOBHbIMU ABUXKYLLUMUN
cvnamMm 06L,ecTBEHHOM0 Pa3BUTUA ABMSAITCA KavyeCTBeHHble M3MEHEHUS CUC-
TEMHOr0 XapakTepa, HoBble 06LLecTBEHHbIe (DOPMbl U MeXaHU3Mbl KOOpPAMHa-
U1, NHHOBALIMOHHbIE MPOLLECChl, a TaKXXe BUAOU3MEHEHWE BHYTPEHHUX U
BHELLUHWX CBA3el 3/1eMEHTOB COLMasibHOM CUCTEMbI, TO A1 UcC/ef0BaHWA
pa3BUTUS TaKOro xapaktepa HeobxoAnM MeXAUCLUMINHAPHbIA N0AXO0A.

MHcTUTyLMOHaNbHasa Teopus, KoTopasi BMepBble BBeNa MeXAUCLUNAN-
HapHble UCCNefoBaHUA B 3KOHOMWYECKNI aHann3, BrepBble CTONIKHYNach U
CO C/TOXXHOCTSIMM ero npuMeHeHusi. Tak, ngeliHass MHOrorpaHHoOCTb MHCTU-
TyuMoHanm3Ma, BK/AlYawwero B ceba AOCTUXKEHUSA MapKCM3Ma, Heoksac-
CUKW, COLMOMOrMN, MCMX0aHanM3a 1 CoLmanbHON NCUXOMOTUN, HACTONbKO
pacwmpuia npegmMmeT 3KOHOMUYECKO HayKu, 4TO 3TO YCMIOXXHWII0 NpoBeje-
HWe NpeaMeTHbIX UccriefoBaHU U NOPOAWIIO Lenblii psag npoTueopeynii ca-
MOV WMHCTUTYUMOHanbHOW Teopun. WNccneposatenun, KOTopble NMPUMEHSIOT
MEeXANCUWMANHAPHbIM MoAX0A4, 3aKOHOMEPHO nonagawT B cdepy npeobna-
Jatouero BNMSHMUA 04HOM U3 cocTaBnsoLweli nccnefoBaHms: ncuxonornye-
CKOW, COLLMO/IOTMYECKOl, OPUANYECKONM NN 3KOHOMUYECKOW. B pesynbTaTe
nony4varT KOHLUENTYaNbHO pas3/inyHble BbIBOAbl, YTO MPUBOAMUT K COCYLLLECT-
BOBaHMIO pasHbIX TPaKTOBOK OAHWUX W TeX >Xe ABMeHui. Mcxoas u3 atoro
BO3HMKAET npobnemMa yHUPUKaLMN MOoSTyHYeHHbIX pPe3ynbTaTtoB, UX NpuBese-
HUS1 K 06LLEMY MHTErpupyoLLEMY OCHOBAHMUIO.

PeweHne gaHHoOM nNpo6nembl npegnonaraeTcs OCyLLeCTBAATL Ha OCHOBE
60or1ee WMPOKOro Noaxoaa K 9KOHOMUYECKOWN feATeNIbHOCTY, NpeAcTaBieHus
ee Kak MopoXJeHne MHOrorpaHHoi 4yenoBeyeckoli HaTypbl U OAHOW U3 co-
CTaBNALNX 4YesI0BEYECKOro noBeAeHUS KaK TakoBoro. B pesynbTate oT-
KpbIBaeTCA BO3MOXHOCTb MO/IyYEHUS afeKBaTHbIX 3HaHUA 0 MexaHu3me
BXOXKAEHUS MHAMBMAA B coLMasbHbl/i MOpPALOK, BAUSAHUW €ro rnosegeH4e-
CKUX peakuuini Ha xapakTep YHKLUMOHUPOBAHUSA COLMaNbHbIX MHCTUTYTOB
M ux TpaHcopMauuu, onpegensioweil Ka4ecTBEHHbIe XapaKTepucTukn ob-
LLLeCTBEHHOr0 Pa3BUTHUS.

. BOPOMYYH, [-p 3KOH. HayK
K PuBepa, gokTOopaHT
JaTBuUinckuin yHmusepcnTeT (Pura)

MODEL OF LEADERSHIP DEVELOPMENT
FOR TRANSITION PROCESSES

This paper aims to present a theoretical framework for practitioners
and researchers in order to explore the key aspects for leadership develop-
merit in processes of transitions and crisis. Ba«ed on two research projects,
one from America and one from Latvia, this model underline the basic re-
guirements for maintaining and improving leadership capabilities when
organizations and individuals undergo processes of change.

According to James McGregor Burns leadership is *an influence pro
cess, both visible and invisible, in a society inherited, constructed, and per-
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ceived as the interaction of persons in human (and inhuman) conditions of
inequality — an interaction measured by ethical and moral values and by
the degree of realization of intended, comprehensive and durable change
(Goethals, 2006)

Academia has still a long way ahead for building an integrated and
complete model of Leadership. Even there have been many trials. James
McGregor Burns has led one of the most significant. After several years of
work within an interdisciplinary team of well known scholars they have
reached an important conclusion: «as the search for a general theory of
leadership continues, that theory will require a definition of leadership in
action*(Goethals, 2006) The dynamic aspect is essential and indispensable
on one hand, and obviously makes harder any attempt of framing.

A comprehensive model of leadership should include the following fac-
tors and triggers (Rivera, 2006):

1) The performance of the companies in certain indicators (see Out-
comes) is largely related to the leadership processes that the management
develops. As an example, long-term strategies and internal assimilation of
these strategies could only be developed in companies with a shared, reli-
able, and consistent vision, and depends on the leadership attitudes mainly
of the top management.

2) The leadership processes that are carried out in each company will
depend on the leadership capital or leadership skills that the company ma-
nagement has.

3) Leaders are born and made. The origins of the leadership skills are
strongly related to genes and the early life years as well as to career experi-
ences. Additionally, the social and corporative culture could encourage or
hinder the development and exercise of these leadership skills.

4) The role of business education institutions could essentially influ-
ence career experiences and corporate/social culture in terms of the lear-
ning context they can create, of development processes in which the ma-
nagers could be involved, the broadening of experiences, etc.

5) Leadership skills are essential but not sufficient. Managerial skills
are also determinant of business performance.

Below the author outlines the model that shows the interrelation be-
tween learning, leadership and business performance as is stated in the li-
terature*.

This is a general model of leadership development without taking into
account the transition factor. Crises positively or negatively affect this
process even though not much research has been carried out on this issue.

The author postulates that two important factors play a key role in
leadership development during times of crisis and they should be inserted
in the above model. These two factors are system of values and role models.
They either hinder or encourage extraordinarily the possibilities of leader-
ship development.

1 The names mentioned in brackets are the names of the authors from the literature.
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Particularly in times of change a system of values guarantees a basis
and stability for the decision making process. *In the. emerging leader-fol-
lower relationship the first- but by no means the only task of leadrrskip is
interaction with followership in meeting the priority of order. But ordr.r in
itself is hopelessly inadequate unless it is employed to meet a second chal
tenge; that of protecting core va lu e s (Goethals, 2006)

Regarding role models, they make potential leaders to learn on going
and to make wise decisions. Wisdom is the key ingredient ior right deci-
sions in a changing environment. This is what Grint mimes daily Leader-
ship: «giving opportunities for leaders to lead in real situations that re-
quire decisions where uncertainty, anxiety and risk generate the opportu-
nity to learn wisdom through phronesis — including the opportunity to
fail.* (Grint, 2008)

MN.C. lei3nep, 4-p 3KOH. HayK, npodeccop
Benopycckoe 061,ecTBO OUeHLWNKOB (MUHCK)

O METOAAX OLIEHKWV OBBbEKTOB
MHTENNEKTYA/IbHOW COBCTBEHHOCTU

PassBuTne Pecnyb6nnku Benapycb No MHHOBaLWOHHOMY MYTU HEBO3MOX -
HO 6est LI MPOKOro BOB/IEYEHUS B FPaXKAaHCKUPA PbIHOYHbIN 060p0T 06BEKTOB
WHTEeNNeKTyaslbHOl co6¢cTBEHHOCTU. OAHMM U3 BaKHeLWMX YCNoBUIA 3TOro
AB/ISETCA OLeHKa CTOMMOCTM 06BEKTOB MHTEN/IeKTYaIbHOW CO6CTBEHHOCTM.
Y4yebHas nporpamma ans cTyaeHToB BysioB Pecny6numku Benapycb «OCHOBbI
yrnpaBneHus UHTeN/IeKTyasnibHOl CO6CTBEHHOCTbIO» MpeAycMaTpuBaeT McC-
nonb3oBaHMe Ansa 3TUX Leneli Tpex MeToAOB OLEHKM MNu noaxoga.
3aTpaTHbIA MeToA Hanpas/ieH Ha To, YT06bl oNpeAennTb, BO YTO 060LL-
nacb HbifewHeMy CO6CTBEHHUKY MHBEHTapHasA eAuHULA, T.e. KOHKPEeTHbI
06BEeKT WHTeNNeKTyasnlbHOW CO6CTBEHHOCTU; UYTO OH MOTPaTUN He ee Mpu-
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