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Introduction

What characterizes a successful leader? Al-
though excellent judgment, ethics, and people
skills are the fundamental components of lead-
ership everywhere, the whole recipe for effective
leadership also calls for culture-specific season-
ings. The primary cause of this is that cultures
have different unspoken theories of leadership

or common assumptions about the characteris-
tics that people must possess to be true leaders.
A normal style and behavioral inclinations may
be a strength or a weakness depending on the
cultural situation. To put it another way, effective
leadership is primarily determined by the proper
personality fitting the proper place.
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By examining and evaluating leadership in our
article, we explore the impact of cultural differ-
ences on management style and effectiveness.
Also, in modern realities, in addition to tradition-
al cultural differences, such as regional differ-
ences, attitudes to the authorities, etc. ecolog-
ical culture differences, which are currently not
sufficiently researched, become important, the
importance of which is difficult to overestimate.
All this is closely related to solving an important
question - is the democratic style of leadership
and management appropriate in general and
what are its future prospects.

Literature review

The issue of cultural differences has been
studied to a certain extent in the economic liter-
ature. In particular, let us pay attention to pub-
lications Simha A., Idris I, Suyuti A., Supriyanto
AS. Nanang A.S., Taras V., Steel, P., & Stackhouse,
M. [1; 2; 4] Culture is essentially a set of beliefs
and predispositions that define our habits start-
ing from foundations, like preferences for some
food, and finishing with more abstract concepts,
like emotional traits. [1] The term “culture” is a
general one that refers to social behavior, insti-
tutions, and norms present in human societies
as well as the people that make up these groups
as well as their knowledge, beliefs, and talents.
All human communities have certain cultural
universals, these include technological advance-
ments like tool use, cooking, housing, and cloth-
ing, as well as expressive forms like art, music,
dance, ritual, and religion. For instance, the idea
of “material culture” refers to the outward man-
ifestations of culture, such as technology, ar-
chitecture, and art, whereas “intangible culture”
refers to the intangible aspects of culture, such
as mythology, philosophy, literature (both writ-
ten and oral), and science, as well as the guiding
principles of social organization (including polit-
ical organization and social institutions). [2]

To be able to effectively manage cultural dif-
ferences, we have to first organize it. Hofstede's
cultural dimensions theory is the most scientif-
ically proven and respected in the global busi-
ness environment. Geert Hofstede was a Dutch
social psychologist who worked for IBM and is
most recognized for his groundbreaking stud-
ies on cross-cultural teams and organizations.
He was a researcher in the fields of organiza-

tional studies and, more specifically, organiza-
tional culture, as well as cultural economics and
management. His research proved that local
and national cultural groups have an impact on
how society and organizations behave. The Cul-
tural Dimensions theory was started in the IBM
Europe Personnel Research Department which
was established by Hofstede in 1965. (Which he
managed until 1971). Between 1967 and 1973,
he conducted significant survey research on the
variations in national values among the global
subsidiaries of this multinational firm, compar-
ing the responses of 117,000 IBM-matched em-
ployee samples in various nations to the same
attitude question. At the time, he had “perhaps
the biggest matched-sample cross-national da-
tabase accessible anywhere,” and he originally
concentrated his research on the 40 major na-
tions before expanding it to 50 countries and 3
regions. In its preliminary research, four key di-
mensions—power distance (PDI), individualism
(IDV), uncertainty avoidance (UAIl), and mascu-
linity (MAS)—were shown to have systematic
variances among national cultures. Then, Mi-
chael Harris Bond and associates used a survey
instrument created in collaboration with Chi-
nese employees and managers to analyze stu-
dents from 23 different nations in 1991. Long-
term orientation, also known as Confucian dy-
namism, was included as the fifth component
of Hofstede's model because of the findings of
this research. Geert Hofstede discovered a sixth
final dimension, indulgence vs restraint, be-
cause of Minkov's study of data from the World
Values Survey, which included 93 representa-
tive samples of country populations.

The first dimension, Power Distance Index
(PDI), measures how much less powerful mem-
bers of society expect and accept unequal dis-
tribution of power. The second dimension, Indi-
vidualism vs. Collectivism (IDV), measures how
people are integrated into their communities.
The third dimension, Masculinity, measures a
society’s preference for achievement and com-
petition versus collaboration and quality of life.
The fourth dimension, Short-term vs. Long-term
Orientation (LTO), describes a society’s focus on
tradition and constancy versus adaptability and
pragmatic problem-solving. The fifth dimension,
Uncertainty Avoidance Index (UAI), measures
a society’'s tolerance for ambiguity. Finally, the
sixth dimension, Indulgence vs. Constraint (IND),
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describes how much freedom society allows its
members to exercise their human impulses [3].

Results

Doing business in Ukraine, for example, dif-
fers from doing business in other countries, par-
ticularly the United States, the United Kingdom,
Germany, and other northern and central Euro-
pean countries. Ukraine has potential growth
opportunities in various sectors, and ongoing
reforms aim to improve the overall business en-
vironment. Decisions are made at the top, and
the people on the ground have little influence.
The authoritarian system is a relic of Soviet
times, and no one seems to like it. Leaders in
Ukraine tend to concentrate decision-making
power in their own hands and to demand loyalty
and subservience from their employees in addi-
tion to job-related skills (see Figure 1).

On the other hand, Polish business culture
remains somewhat hierarchical. Managers will
therefore be less democratic and participative
than in other European countries such as the
Netherlands or Sweden. It is expected that the
manager knows the solution to difficult prob-
lems and gives clear instructions to employees.
Because Poles have direct speech patterns, these
instructions may appear to be given abruptly at
times. If instructions are not given in a precise
and comprehensive manner, subordinates may
become frustrated, resulting in work remaining
unfinished. More junior colleagues are expected
to show great respect to their superiors, which
often results in meetings being dominated by
the most senior person present (see Figure 2).

As we can see from the comparison, the Polish
leadership culture is superior to the Ukrainian one
in terms of contributions to power, individualism,
masculinism, and others. However, this is under-
standable, because the historical imprint of the
command economy is much deeper in Ukraine,
in addition, Poland is more integrated into the
Western community, it has long been a mem-
ber of the EU and NATO, which brings its cultural
values closer to European and pro-Western val-
ues. However, a sharp jump towards the Western
world is currently taking place in Ukraine, caused
primarily by the war of aggression on the part of
Russia, when the Western world remains the only
salvation from physical destruction and there is
a deep reevaluation of values, the formation of
new cultural values, which will definitely shift the
indicators of Hotstede’s model for Ukraine.

One of the primary aspects to consider when
developing a leadership approach in a certain
culture is the worldly-popular tendencies that
are common in almost all cultures. The biggest
trend which will be the foundation of the recom-
mendations below is the huge shift towards a
democratic leadership style in international eco-
nomic relations. It would be the first foundation
of the organizational experiment.

So, the “style with two names,” also known
as democratic/participative leadership, has
gained popularity in recent years. Kurt Lewin, a
renowned behavioral researcher, oversaw stud-
ies at that time that revealed the importance of
democratic/participative leadership in business-
es. [6] Why is it becoming a trend now? There
are a lot of scientific foundations that assign a
lot of benefits to democratic approaches. Em-
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Fig. 1. Ukrainian leadership through the lens of Hofstede's model

Source: [4]
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Fig. 2. Polish leadership culture through the lens of Hotstede's model

Source: [5]

ployees that are content work harder and gen-
erate more. This remark has previously been
repeatedly shown to be accurate, thus it is far
from being cliche. A report titled Happiness and
Productivity, based on many studies conducted
by researchers from the University of Warwick
concluded that happiness increased productiv-
ity by about 12% [7] Democratic leadership is
founded on a set of values that enable business-
es to develop strong cultures. Engaging your
staff means allowing everyone to participate in
the decision-making process. In the end, this re-
sults in a high degree of work satisfaction and
pleasure with contentment as well. A team will
be more productive if the manager couples that
with excellent levels of direction and encourage-
ment, another characteristic of the democratic
leadership style. As for the post COVID-19 times,
understanding the requirements and problems
of remote workers is the first step that manag-
ers can take to increase their engagement and
productivity, claim Barbara Z. Larson, Susan R.
Vroman, and Erin E. Makarius in their study. [8]
The second important aspect which is common
to fairly any cultural environment is, except for
democratic leadership, the fact that people prefer
leaders to be from the same culture as they are.
Because of the many cultural distinctions, miscom-
munication frequently results in misunderstand-
ings of other cultural situations. Those from partic-
ular cultures may handle conflict without difficulty,
whereas people from other cultures frequently
struggle to resolve it amicably. This encourages
the practice of brushing it under the rug. Cultural
differences between individuals within an organi-
zation or regular interpersonal interaction might

lead to conflict. The conflict between people from
different cultures frequently results from this when
people are unwilling to understand one another’s
cultural variety. [9] To prove this, Ayse Gozde Koyu-
ncu from Canadian Institute For Knowledge Devel-
opment made a survey that emerge on cross-cul-
tural foundations. The Near East University staff,
who come from a variety of cultures, were the sub-
ject of the study. The participants, who represent-
ed both genders employed by the organization,
ranged in age from twenty to sixty-five. Given that
qualitative research focuses on a small sample size,
the study sample was restricted to fifty individuals.
He asked questions like “Have you encountered
conflict before in the institution?” and followed
it with "Do you think that conflict was influenced
by the cultural differences that exist?” In the end,
sixteen of the seventeen respondents who indicat-
ed their ethnicity as African agreed with the state-
ment. Eleven out of seventeen respondents who
identified as Arabic underlined the fact that they
were raised in conservative families and as a result
hold values from other ethnicities in high regard.
Twelve of the sixteen Turkish participants empha-
sized the influence of people’s varied cultural ori-
gins on disputes that arise between individuals or
groups in society.

We also note that in recent years, in connec-
tion with the threats of global warming and the
threats of destructive consequences of possible
man-made disasters, more and more attention is
being paid to ecological culture and ecological
cross-cultural differences. Yes, let us pay atten-
tion to research Wormley, A.S., Kwon, J.Y., Barlev,
M. [10] concerning the ecology-culture dataset: a
new resource for investigating cultural variation.
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Combining all these factors, we created a spe-
cial model for matrix companies, which want to
enhance their cross-cultural leadership models.
How is it possible to combine both democrat-
ic leaders and managers from the same cultur-
al dimensions as subordinates if some cultures
directly interfere with free rein leadership style?
It is impossible to combine these two features
in one person, so that is why we propose the
"2+1" Model. The main feature of this model is
that you have different people for different em-
ployees’ needs. The name speaks for itself: on
each separate cultural dimension, the company
should hire two native-like managers from the
same cultural area and one manager who will
have a free-rein approach as his prevailing lead-
ership style. These three managers do not have
to be hired for every single unit or team, the the-
ory applies more to bigger-sized entities like de-
partments, offices, or country locations. Also, the
2+1 Model does not suggest that the company
have to put three managers and let them divide
all work, that previously was done by a single
manager. This is about distributing three leaders
across a matrix organizational structure.

Also, it is important to note that the company
does not need to reassign any responsibilities to
new managers. Everything that must be done is
just controlling that matrix model leadership po-
sitions are filled according to the ratio of two na-
tive managers to one democratic manager. Oth-
erwise, the 2+1 model can be confusing from an
average first-line employee perspective. If for
instance a subordinate used to report both to
his functional and divisional director, he knows
what to expect and which information is rele-
vant to them. In the case the company changes
responsibilities for these positions when hiring
new prospective leaders according to the model,
it would be disruptive for previous employees. It
is not only about reporting, but people are also
just merely getting used to being managed by
one or two people they know, and if two more
random people suddenly pop up, it can directly
impact the management and communication ef-
ficiency. That is why the best industry to imple-
ment the 2+1 Model is software development,
because it possesses a clear matrix structure and
has a managerial position with a defined set of
responsibilities, which can be quickly reassigned
to newcomer leaders.

Of course, a company could nurture its leaders
breed that will have democratic values working
in synergy with local peculiarities, but it can take
years and can be quite costly. The biggest chal-
lenge in such an approach is not even the price,
but the lack of supply. as if your newly nurtured
leader resigns, you have to go on the market and
find a new one that will not be such a good fit
for your combination approach. Therefore, the
2+1 Model suggests that there is no need for
the formation of new special job descriptions,
employers can fill the positions as they used to
fill before. Except for hiring efficiency, this ap-
proach also positively affects how communica-
tion is transferred and employees are managed.
If the company has one democratic leader as
the head of the unit division, employees of that
department understand that they can approach
their unit's tasks in a free manner and "work for
the result”. But if for example the head of the
function is one of the two native-like managers,
and he operates in a high-distance culture like
Ukraine or Poland, colleagues of this function
subconsciously understand that they need to
prepare reports and be more vocal about their
day-to-day activities. So, it is a good idea to
distribute these three managers across the ma-
trix according to the features you would like to
leverage: if the company in one area the com-
pany needs just result, it is a good idea to hire
a democratic leader there, while if at another it
is beneficial to have higher control, this position
might be filled with one of the two native-like
managers. The implementation of the 2+1 Mod-
el can be divided into three main stages: set-
ting the design, assessment of key metrics, and
further adjustment\tuning. The primary stage
covers the initial setup of the model and its first
launch. During that period, an organization con-
sidering the approach should estimate their cur-
rent condition. It includes a fair definition of the
company's organizational structure not only in
terms of overall conclusion about whether it is
matrix or not, but also deciding if your system
has suitable places to fit three leaders accord-
ing to the 2+1 Model (when they interact with
each other sometimes through common proj-
ects, but most of the time work independently).
The managers should be only instructed before
and controlled during their execution, but how
they do it — it is totally up to them. Otherwise,
if management will interfere it may cause an in-

Leadership and Employee Performance: How Can We Leverage Cultural Differences in Matrix Organizations

Volume: 2023, Issue: 10 BESL[ 61



Leadership and Other Scientific Trends in the Economic Development of the Modern Society and the Economy of the Future

teresting paradox when leaders forget that their
primary aim is to do tasks efficiently, but instead
they will be just focusing on obeying the rules of
the 2+1 Model. The only moment the compa-
ny should interfere is when their approach turns
out to be wrong and higher management has to
correct it after the three leaders.

As for the second stage, the assessment of key
metrics, there is no nothing complex except for
one point. This point is the initial identification of
these main stats you will be measuring. Although
it may sound simple, it is very easy to indulge in
so-called “vanity metrics”. This term was coined by
Eric Reis, an American CEQ, entrepreneur, and one
of the founders of the lean movement in business,
in his book called “Lean Startup”. Vanity metrics are
data that appear impressive on the surface but do
not always correspond to significant business out-
comes. [11] These are metrics that give the com-
pany a nice impression in the eyes of others but do
not aid in the understanding of your performance
in a way that guides plans. The opposite of vanity
metrics is “actionable metrics”, the measurements
that directly link certain business actions to dis-
cernible outcomes. They make it possible for the
company to appropriately align its teams on the
most crucial criteria to achieve strategic goals.

Finally, the third stage is for deciding what to
do with the data, the company recently collected
about the 2+1 Model. This includes an analysis
of the key pillars mentioned above and overall
performance results. There are three possible
decisions the company can make after collecting
and drawing conclusions from this information:
keep it on as it is, abolishes the model, and tune
some parts of it.

Conclusions

Overall, leadership is a fundamental element
in organizational success, and it is imperative that
leaders understand the importance of cultural
considerations when working in diverse environ-
ments. It is well-known that cultures differ in val-
ues, beliefs, and practices, which can create chal-
lenges for leaders when trying to manage and
motivate employees from different cultural back-
grounds. This thesis has highlighted the need for
leaders to adapt their leadership styles to fit cul-
tural differences based on Geert Hofstede find-
ings, and has evaluated the effectiveness of vari-
ous leadership models in diverse cultural settings.

When conducting business internationally, it is
more crucial than ever for individuals, especially
leaders, to be able to adapt their own manage-
ment style to the local cultural milieu. As we now
know, leadership styles are greatly formed by cul-
tures. Although sometimes it may be very hard to
adjust management techniques and approaches
to a particular cultural dimension, that is what
modern leaders should do, and even must do, to
achieve stellar results in our worldwide corporate
environment. Effective leadership is impossible
without the followers’ willingness to be persuad-
ed, which depends on how they see the leader.
People are more open to being persuaded by a
leader when they believe they have the traits, per-
sonality traits, abilities, and behaviors of a leader.
Because of this, followers' perceptions of leaders
are reflected in their leadership effectiveness. But
effective leadership characteristics and behaviors
may not always transfer to other cultural contexts.

One key takeaway from this abstract is the im-
portance of understanding the impact of cultural
factors such as individualism/collectivism, power
distance, and masculinity/femininity on leader-
ship practices and preferences. This knowledge is
crucial for leaders when working in multicultural
environments, as it enables them to tailor their
leadership styles and practices to suit the cultur-
al context in which they operate. This includes
understanding how cultural differences influ-
ence communication styles, decision-making
processes, and conflict resolution, among other
thing. We identified a need for greater collabo-
ration and coordination between leaders across
different geographic regions and business units.
Based on these findings, we developed a "2+1"
Model for matrix organizations that outlines a
comprehensive approach to adapting leader-
ship models to fit cultural differences and en-
hance leadership effectiveness. Finally, we want
to end this paper with a brilliant quote coined
by John C. Maxwell, businessman and a No. 1
New York Times bestselling author: “The single
biggest way to impact an organization is to fo-
cus on leadership development. There is almost
no limit to the potential of an organization that
recruits good people, raises them up as leaders,
and continually develops them.” [12].
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NipepcTBo Ta epeKTUBHICTb NpaLiBHUKIB: AK BUKOpPUCTaTH
KyNbTYPHi BiAMiHHOCTI B OpraHi3au,isix 3 MaTPpUUHOIO CTPYKTYpPOIO

Mema cmammi — nokazamu enaug KyimypHux yiHHocmeul Ha cmuJe

Jlimyc A., /lewiti /1. (Hayk. KOHC.)

YNpasiHHA 3a2a10M [ idepcmea 30kpema 8 opeaHi3ayisax. s 4bo2o 0o-
CIOXYEMBCA Came NOHAMMSA Ky/1bmypHUX 8(0MIHHOCMeU, 020 mayMayeH-
HA 8 Haykosll Aimepamypi ma iHmepnpemayia (o20 eniugy Ha MeHeox-
MeHm [ 1i0epcmaeo, a MAakox NiOKpecatEMbCA 8AXAUBICMb PO3YMIHHS eKo-
J102[4HOT Kybmypu ma 8ioMmiHHocmel y Yili coepl. 3Ha4Hy ysacy 8 cmammi
npudiieHo sus4YeHHK Meopil KysiemypHuUx sumipie Xochcmede ma it doci-
OXeHHI0 Ha npukaadi YkpaiHu ma Noaswi, ix NOpi8HAHHO Ma MIPKYy8AHHAM
w000 NOOANLUWIUX 3MIH 8 OMPUMAHUX pe3yemamax. ¥ ybomy JoC/OXeHHI
lidembcs npo eghekmugHICme 0eMoKpamu4yHo20 CMUJIK0 yNpasaiHHAa ma Ji-
depcmea. Locnioxyemecss nompeba y butewiili cnisnpayi ma koopouHayil
MUK 1i0epamu pi3HUX eeoepagidyHuUx pe2ioHi8 ma b6i3Hec-nidpo3dinis. Ha oc-
HO8I Yux 8UCHO8KI8 Yy cmammi po3pobseHo modens “2+1" 05 opeaHizayili
3 MamMpu4YHOK CMPYKMyporo, KA OKPEeCIE KomnaekcHUl nioxid do adan-
mayii Mmodeneli nidepcmea 0o KysibmypHUX 8IOMIHHOCMel ma nidsuuyeHHs
echekmugHocmi nidepcmeaa.

KnrouoBi cnoBa: s1idepcmaso, KysiemypHi 8I0MIHHOCMI, ynpaeiHHsA, Modesb
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