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The relationship between leadership and culture and the influence of culture on leadership have been relevant
to scholars for the last 50 years. Culture itself is one of the determining factors that directly influence the leadership
model that is most effective in a particular culture, because even understanding the model of effective leadership
depends on the culture and its underlying values. Different national cultures understand the model of effective
leadership in different ways, because they have different basic values and models of behavior that are the
basis of a specific effective model of leadership. According to the dominant values of a national culture, people
subconsciously imagine their leaders as behaving in accordance with these ideals of leadership and value their
leaders accordingly. The study of leadership in a cultural context has undergone significant transformations along
with the evolution of leadership theories and the development of cross-cultural management. The purpose of this
study is to analyze contemporary theories of leadership in the cross-cultural context and determine the influence of
culture on modern models of effective leadership. The cross-cultural analysis of contemporary leadership theories
determined that almost all theories emphasize a significant influence of culture on modern models of effective
leadership. Behavioral theory and contingency theory of leadership emphasize that cultural norms play a key role
in a cross-cultural context. The autocratic leadership style has been found to have significant cultural limitations to
its effective use, whereas transformational leadership can be used and be effective in any culture. In transactional
leadership is based subordinates are not self-motivated because they need to be closely observed and controlled.
Servant leadership will now gain even more acceptance in different cultures, but has already proven to be effective
primarily in cultures based on individualism, democracy, and egalitarianism. Contemporary leadership theories such
as relational leadership, complex leadership, ambidextrous leadership, and adaptive leadership also emphasize the
need to consider the interaction between leaders and the environment as influenced by culture.

Key words: cross-cultural analysis, contemporary leadership theories, autocratic leadership, transformational
leadership, servant leadership, transactional leadership, relational leadership, complex leadership, ambidextrous
leadership, adaptive leadership.

B3aem03B’A30K MiX NiJEPCTBOM i KY/IBTYPOIO Ta BNAWB Ky/IbTYPU Ha NiLEPCTBO € aKTya/lbHUMWN /1 BUEHUX BXE
MPOTArom ocTaHHix 50 poki. Cama Ky/ibTypa € 0O4HWM i3 BU3HAYa/IbHUX (hakTopiB, WO 6e3nocepesHbO BrMBaE Ha
MOAEeNb NigepcTBa, fka € HaibisbLl e(heKTUBHOK B HaLiOHASIbHIN Ky/IbTYPI, OCKIIbKA PO3YMIHHSI MOLENi eqpeKTB-
HOrO MifepcTBa 3aNexuTb Bif 6a30BMX LIIHHOCTENA, L0 NiexaTb B OCHOBI Ky/bTypu. Pi3Hi HauioHabHI KybTypu no-
pi3HOMY pPO3yMitoTb MOAENb €(PEeKTUBHOIO NiAEPCTBA, OCKINbKM MatoTh Pi3Hi 6a30Bi LiiHHOCTI Ta MOAENi MOBEAIHKM, K
€ OCHOBOIO KOHKPETHOT e(hekTUBHOI MoZeni nifepcTBa. 3rifHO 3 JOMIHYIOUUMM LIHHOCTAMY HaLiOHaIbHOT Ky/bTYpH,
oM NiAcBiLOMO YABNAITL CBOIX JiAEPiB Tak1MMK, WO NOBOAATLCA BIANOBILAHO 40 UMX igeanis nigepcTsa, i Bigno-
BIAHO LiHYIOTb CBOIX fligepiB. AHani3 nigepcTsa B KPOC-Ky/IbTYPHOMY KOHTEKCTI 3a3HaB 3HauHUX TpaHcdopmaLii
pa3omM i3 eBOJIOLLIEID TEOPIN NifepCcTBa Ta PO3BUTKOM KPOC-KY/IbTYPHOTO MEHEKMEHTY. METO faHOro AOCAIMKEHHS
€ aHani3 cyyaCHUX TeOopiil nigepcTsa B KPOC-KY/IbTYPHOMY KOHTEKCTI Ta BU3HAUYEHHS BM/IMBY KYNbTYpPW Ha Cy4acHi
mogeni edhekTMBHOrO nigepctBa. Kpoc-KynbTypHUIA aHani3 cyvyacHuX TeOpii NigepcTea BU3HAYMB, WO Maike BCi
Teopii NiAKPECNOTb 3HAYHWIA BNIMB KYNLTYPW Ha CyyacHi Mofeni edpekTUBHOIO nigepctsa. Teopis noBegiHku Ta
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Teopist BUNaAKOBOCTI HArOMOLWYTb HA TOMY, LLO Ky/IbTYPHI HOPMU BIgirpatoTb K/AKUOBY PO/b Y KPOC-KYNIbTYPHOMY
KOHTEKCTi. By/i0 BU3HAYEHO, L0 aBTOKPATUYHMWIA CTUb NMiAEePCTBA Ma€ 3HauHi Ky/lbTypHi OOMEXEHHs oo oro
€(heKTUBHOIO BUKOPUCTAHHS, TOAi K TpaHchopMaLliiHe N1iiepCTBO MOXe BUKOPUCTOBYBATUCS Ta OyTV eDEKTUBHUM
y Oyab-aKili KynbTypi. Y TpaH3akuiiHOMy nigepcTBi Nigaerni He MatoTb cCaMOMOTMBaLii, TOMY L0 3a HAMU MOTPIGHO
MUIbHO CnocTepiraTyi Ta KOHTpostoBaTU. JliAepCcTBO CNYXiHHA OTPUMYE BCe Giflblue BU3HAHHA B Pi3HUX KYNbTypax,
asie Mae foBefeHy edpeKTUBHICTb NMepeBakHO B Ky/bTypax, 3aCHOBaHUX Ha iHAMBIAYyani3mi, AeMokpaTii Ta eranita-
pu3mi. CyyacHi Teopii nigepcTea, Taki SK NigepcTBO B3aEMUH, KOMMNIEKCHE NiepCcTBO, ABOCTOPOHHE JlilepCTBO Ta
afanTvBHE NiJEpPCTBO, TaKOX HAro/IoWyTb Ha HEOOXIAHOCTI po3rNa4aT B3aEMOZI MiX JlifjepaMn Ta cepenoBu-

LeMm ig, BNAMBOM Ky/bTYpU.

KnrouoBi cnoBa: Kpoc-Ky/bTYpHUIA aHasli3, CyyacHi Teopii nigepcTea, aBTokpaTuyHe MifepcTBo, TpaHcqopma-
LiiHe nigepcTBo, MiAepCTBO CNYXIHHA, TpaH3akLiliHe NiAepcTBo, NiAEPCTBO B3aEMIH, KOMM/IEKCHE NiAepCcTBO, ABO-

CTOPOHHE NiflepcTBO, afanTBHe JiAepcTBo.

General problem statement. Culture is one
of the determining factors that directly affect
the leadership model that is most effective in a
specific culture because even the understanding
of the model of ideal (effective) leadership
depends on the culture and its basic values.
The study of leadership in a cultural context has
undergone significant transformations along
with the evolution of leadership theories and the
development of cross-cultural management.

Different national cultures understand the
model of effective leadership in various ways
because they have other basic values and
models of behavior that are the basis of a
specific effective model of leadership. According
to the dominant values of national culture, people
subconsciously imagine their leaders behaving
according to these ideals of leadership and value
their leaders accordingly [1].

Analysis of recent research and
publications. Cultural values are among the
most important factors influencing leadership
ideals and expectations [7]. Managers of
global companies should have a certain level
of sensitivity to cultural differences [12]. While
studying the essence of leadership in the era of
digitaltechnologies, determined thatitisimportant
for leaders to embody flexibility, adaptability, and
the spirit of continuous learning to overcome all
the challenges of digital transformation [3].

However, it is also necessary to consider that
due to fixed cultural norms; certain leadership
styles will not bring the desired results and will
not receive approval in these cultures, because
cultural norms influence leadership. Different
national cultures have different world maps
influencing how people manage and respond to
leadership behavior [16].

Leaders always use those leadership practices
that are consistent with the cultural norms and
values of their own culture. Understanding this is
the basis of why a certain type of leadership will
work in some cultures and not in others.

Formulation of the article’s purposes.
This study aims to analyze modern leadership
theories in the context of a global environment
and determine the influence of culture on
contemporary models of effective leadership.

The main research material. The primary
approach to understanding cross-cultural
leadership was based on the trait theory, which
asserted that certain innate human qualities and
characteristics indicate the effectiveness of such
leadership.

Next is behavioral theory, which focuses on
the actions and behaviors that leaders display
and states that leadership is determined not just
by innate characteristics, but also by the actions
of leaders. Cultural norms play a key role in a
cross-cultural context, shaping what leadership
behavior is acceptable or effective within a certain
cultural framework. That emphasizes the ability
of leadership behavior to meet the expectations
of different cultural contexts [10].

The chance theory emphasizes the
importance of situational context, suggesting that
the effectiveness of leadership style depends
on specific circumstances and organizational
environment. The cultural environment becomes
a crucial factor affecting the suitability and
success of different leadership styles. Leaders
who skillfully adapt their approach to the cultural
and situational nuances of their environment often
achieve greater levels of success, demonstrating
that there is a connection between leadership
effectiveness and cultural and situational
context [6].

The autocratic leadership style involves
limited delegation of responsibilities, direct
assertive leadership, and top-down decision-
making. Leaders in autocratic societies are
authoritarian and are often identified as tyrants
and dictators. This is why the autocratic style
of leadership is considered ineffective in the
U.S. because autocratic leadership is the direct
enemy of democracy.
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However, the autocratic style of leadership
is dominant in countries such as North Korea,
China, and Cuba. North Korea, China, and Cuba,
i.e. countries with a dominance of courage and
high power distance, are prone to the dominance
of autocratic style of leadership. The autocratic
leadership style in such cultures does not cause
negative emotions or anxiety because people
are trained to believe that the leader is always
in control, knows, and does what is best. That
is why many countries in Latin America have a
significant history of autocratic leadership, which
has turned into full dictatorship in countries such
as Cuba [7].

The autocratic style of leadership is also
rooted in African countries. In these countries
dominant are the values established in their
clans (a kinship group, an organizational device
in many traditional societies defined by descent).
Despite following national rules and regulations,
many people show their loyalty first to their
king and their clan. Clans serve as agents of
unification, and relations are formed within clan
relations in the form of support and protection.
That is why, as a result of the introduction of
democracy at the national level in combination
with the culture of autocratic clan leadership in
the country, both styles can be effective.

Servant leadership transforms the paradigm
of leadership theories, as it changes the position
of the leader, recognizing him mainly as a
servant whose main goal is to satisfy the needs
of followers [8].

Servant leadership senses that the person
who serves another will cause others to do what
the leader originally desired. Such leaders are
effective in making those they serve feel as
if they are doing what they want, the authority
such leaders provide through service.

Servant leadership is seen in individuals
who are selfless in serving their subordinates
because such leaders are motivated by their
passion to serve others. In serving others, the
leader seeks to inspire them to do the same.
Cultural recognition of altruism, community
service, and humility significantly increases
the receptivity and effectiveness of servant
leadership, highlighting the significant impact of
cultural values on leadership dynamics [19].

Servant leadership can be effective in
the culture of a country like Cuba, provided
the leader listens to his followers, has an
understanding of their needs and aspirations,
and is willing to share their pain and frustration.
Due to the patriarchal culture of Cuba, a person
who is a leader is always considered strong,

so it is unlikely that "servant" leadership will be
accepted openly [19]. According to the results of
another study [9], the servant leadership style
can be successfully applied in a culture based
on the foundations of individualism, democracy,
and egalitarianism like in the USA.

Authentic leadership emphasizes the defining
role of sincerity in leadership. The -cultural
norms of a national culture influence the display
of authenticity by determining how leaders
can maintain their sincerity while effectively
engaging their followers in a particular cultural
environment [18].

Authentic leadership defines the balance
needed between  maintaining  personal
authenticity and sensitivity to cultural nuances,
which is critical to building authentic connections
and effective leadership in diverse -cultural
environments.

Transformational leadership, focused on
inspiring followers to achieve beyond their
interests, is usually more effective in cultures
that value collective goals and long-term
orientation [11]. In the context of the theory of
transformational leadership, the leader motivates
his subordinates to work on higher goals, rather
through self-realization than through immediate
reward [2].

Transformational leadership analyzes a
leader's behavior to determine how that behavior
affects his or her subordinates. That is why this
behavior, according to research [19], can be
used to influence the behavior of other people.

Transformational leaders identify the key
gualities and characteristics of their subordinates
by addressing personal values and morals
and developing in them a sense of the ability
to do more and be more. It is through effective
and regular communication with followers that
transformational leaders can gain insight into
the character and qualities of followers and
begin to motivate them to reach their highest
potential. These leaders facilitate change, enact
the organizational vision, and help others in the
organization change one order to align with the
mission of the vision and its completion.

In the conditions of Cuban -culture,
transformational leadership will not only be
effective but will also be combined with cultural
values. In such a culture, transformational
leadership is likely to be implemented as a
combination of directive and autocratic decision-
making [19].

According to another survey [13], in collectivist
cultures, the transformational leadership style
would not only be effective but will also be
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welcomed by the culture itself because it has an
emphasis on "collective organizational goals"
and "mission at the workplace", which is related
with the mentality of collectivism. This makes the
concept of transformational leadership culturally
acceptable to Cuba and countries with similar
national cultures.

Transformational leaders must effectively
appeal to followers' emotions and ideals, as well
as their sense of morality, to enhance their level
of ethical decision-making and help transform
the organization. The results of the study [19]
proved that transformational leadership is
effective in any situation.

The theory of transactional Ileadership
determines that the cooperation of the leader
and followers is based on a series of agreements
between the followers and the leader, that is,
this theory is based on structured systems and
clear rewards, which may be more appropriate in
national cultures that value order, certainty, and
individual responsibility [4].

Transactional leadership is based on the
assumption that employees are motivated by
reward and punishment — subordinates must
follow the leader's orders, and subordinates
are not self-motivated because they must be
closely watched and controlled to do so. The
results of the study [14] proved that transactional
leadership demonstrates a discrepancy between
the level of leaders' actions and the nature of
their relationships with followers.

Relational leadership shifts the focus from
the individual traits or behavior of the leader to
the consideration of leadership as a process
that unfolds in the network of relationships
that make up the organizational structure [5].
According to this approach, effective leadership
depends on the quality and depth of relationships
among organizational members.

Complex leadership emphasizes that leaders
should calmly accept uncertainty and navigate
the complex dynamics that are inherent in
modern organizations, using flexible and
adaptive leadership styles that are required by a
specific national culture [15].

Ambidextrous leadership solves the problem
of balance between the optimization of current
operations (exploitation) and striving for
innovation for the future (exploration) and is
based on the theory of dynamic capabilities [18].
That is, leaders must skillfully manage current
demands while facilitating future innovation.
From the point of view of national culture,
this requires a balance between adherence
to traditional values and acceptance of new
ideas [17].

Adaptive leadership focuses on the leader's
role in helping followers navigate change and
uncertainty, extending the transformational
aspects of leadership to areas where adaptability
and resilience are most important.

Conclusions of the research. Because
of the cross-cultural analysis of contemporary
leadership theories in the context of the global
environment, it was determined that almost
all theories emphasize a significant influence
on modern models of effective leadership.
The cultural environment becomes a crucial
factor affecting the suitability and success of
different leadership styles. In behavioral theory
and chance theory of leadership emphasized
that cultural norms play a key role in a cross-
cultural context. It has been determined
that the autocratic leadership style has
significant cultural limitations to its effective
use, while transformational leadership can be
used and effective in any culture. Transactional
leadership is based on the assumption that
subordinates are not self-motivated because
they need to be closely observed and
controlled. Servant leadership will now gain
even more recognition in different cultures but
has already proven to be effective primarily in
cultures based on individualism, democracy,
and egalitarianism. Contemporary leadership
theories such as relational leadership, complex
leadership, ambidextrous leadership, and
adaptive leadership also emphasize the
need to consider the interaction between leaders
and the environment, which is influenced by
culture.
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