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H35 HawmionaibHa Hayka i ocBita B ymoBax BiiiHn P® mnporu Ykpainu Ta
Cy4YaCHHUX UMBUIBaniiiHMX BHKIHMKIB : MaTepianun V BceykpaiHchkoi
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V¥ 306ipHMK yBIHIILUIM CTAaTTI Ta TE3M y4acHUKIB V BceeykpaiHchkol Mikramny3eBoi HayKOBO-
NpakTUYHOT OHNalH-KoH(epeHuii «HarionanesHa Hayka 1 ocBiTa B yMOBax BiiiHM P® mpoTu
VkpaiHu Ta Cy4acHHUX LMBUTI3aLIHHUX BUKIHMKIBY, Y Mexkax XV MiKXHApOAHOT BHUCTaBKU
«CyuacHi 3aknaau ocBiTu—2024», y SKUX aBTOPU BUCBITWIM MUTaHHS PO3BUTKY YKpPaiHCHKOTO
CYCIIILCTBA, 30KpeMa HAayKH 1 OCBITHU B yMmoBax BiiHH P® mpotu VYkpainu; po3BHTKY
YKpPaiHChKOTO COIllyMy Ha MpPHHIMIAX CBOOOJIW, PIBHOCTI, IMOBaru A0 JIFOJCHKOI TiIHOCTI,
JOTPUMaHHS [TPaB JIFOIMHY 1 BEPXOBEHCTBA MPaBa; MpoOJieM PO3BUTKY 00JapOBaHUX JIiTeH 1 IOHI B
yMOBax 00pOTHOM 3a HE3AJICIKHICTD 1 IIUTICHICT YKpaiHU.

Temarurka ImyOITiKarii:

— Hayka i ocBita B ymoBax Biitnu P® npotu Ykpainu

— Ocsita YKpaiHu B Cy4aCHHUX ITUBLTI3AIAHUX BUKIHKAX

— CorianpHO-TICUXOJIOT1YHI aCIIEKTH PO3BUTKY YKPAIHCHKOTO COIyMY IIijl Yac BiHU

— OO6napoBaHiCTh 1 JIIACPCTBO: IACHTH]IKALS 1 MiCis

Buianas peKOMEHIOBAHO Il HAYKOBIIIB, KCPIBHUKIB 1 NPEICTABHHUKIB OCBITHIX 3aKJIAJIIB,
THCTUTYTIB MICJISAUIUIOMHOT OCBITH, TICIAarOriYHUX MPALIBHUKIB YCIX JJAHOK CUCTEMHU OCBITH.

CraTTi MOTaHO B aBTOPCHKIN peAakIlii (30epekeHO CTUIICTHKY, opdorpadito Ta MOBY).
ABTOpH 0nyOIIKOBAaHUX MaTepialiB HECYTh BiIOBIIaILHICTh 32 TOUYHICTh HABEJCHUX (DAKTIB,
LUTAT, MOCWJIaHb Ha JKepelia TOIIO.
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LEADERSHIP AND MANAGEMENT: IDENTIFICATION AND MISSION

Anomayis. AkmyanbHicme 00CAI0HCEHHS NONALAE 8 MOMY, WO 8 CYYACHUX YMOBAX
0CcobAUBO 20CMPO NOCMAE NUMAHHS YOOCKOHANEHHSA CUCMEMU MEHEOHCMEHM) KOCMI
YnpaeninHa ma 3a0e3neyerHss KOHKYPEeHMOCNPOMONCHOCMI NIONPUEMCMBA HA PUHK).
Heobxiona poboma 31a200ceH0i KOMAHOU, AKA MONCIUBA JIULUE 3A HASABHOCII Nidepa,
AKUL KOOPOUHYE pOOOMY C8020 KOLEeKMU8Y. Y cmammi ymouneHo cymuicme NOHAMMSL
«nidepcmeoy, BU3HAUEeHO Micye U ponb Jaidepcmea y Cucmemi MeHeOHCMeHmy
nionpuemcmea. Buoineni kntouo6i o3naxu, wjo xapaxmepusyroms eHomeH n1idepcmea;
8KA3AHO, WO NEPULOOCHOBOI0 NPOABU lidepcmea € ocobucmicms nioepa,; HA8eOeHO
BIOMIHHI pucu QYHKYIOHAILHOI CAPAMOBAHOCMI MEHeONCMeHmy ma Ji0epcmad.
3pobaeno 6UCHOBOK, WO PO36UMOK KOHYENYii 1i0epcmea neHoI Mipoio 3MIHIOE 3MiCT
Camoi napaouemu CyuacHo20 MeHeONCMeHN) .

Knrouosi cnosa: nioepcmeo, meneoxicmenm, Komanoa, MOmMuayis, NiaHy8anHs,
MICIsl, KOHMPOIlb.

Abstract. The relevance of the research lies in the fact that in modern conditions, the
issue of improving the management quality management system and ensuring the
competitiveness of the enterprise on the market is particularly acute. The work of a
coordinated team is necessary, which is possible only in the presence of a leader who
coordinates the work of his team. The article clarifies the essence of the concept of
"leadership", defines the place and role of leadership in the management system of the
enterprise. The key features characterizing the leadership phenomenon are highlighted;
it is indicated that the primary basis of leadership is the personality of the leader;
distinguishing features of the functional orientation of management and leadership are
given. It was concluded that the development of the concept of leadership to some extent
changes the content of the very paradigm of modern management.

Key words: leadership, management, team, motivation, planning, mission,
control.

Leadership and management - different things, but the differences between them
are not what most people imagine them to be.
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It is leaders who prepare their companies for change and help them cope with all
the difficulties on the way of transformation.

There is nothing mystical or mysterious about leadership. It is not related to
charisma and other exotic personality traits. This is by no means the fate of the chosen
ones. Nor can it be said that leadership is better than management or can replace it.

Leadership and management are two different but complementary systems of
action. Each of them has its own functions and characteristic manifestations. They are
equally necessary to achieve success in a complex and ever-changing business
environment [2].

Most companies today have too much management and clearly lack leadership.
Meanwhile, they need more leadership. Successful corporations do not sit back and
wait for a leader, they actively look for people with leadership qualities and build their
careers in such a way as to develop their existing potential. Naturally, with careful
selection, appropriate training and adequate encouragement, many can become
business leaders.

But, while improving leadership qualities, companies should remember that
strong leadership combined with weak management is not better, and sometimes even
worse, than weak leadership and strong management. Thus, the main challenge is to
combine strong leadership and strong management and use the strengths of each
mechanism to compensate for the weaknesses of the other. Of course, not every person
is able to be a good leader and a good manager at the same time: someone becomes an
excellent manager, but cannot be as strong a leader, someone has excellent leadership
qualities, but for one reason or another it is not given to him to become a strong
manager. Forward-thinking companies value both types of people and try with all their
might to get both of them into their team.

But as soon as it comes to the training of top managers, companies refuse (and
quite rightly) the prevailing opinion that a person cannot be a manager and a leader at
the same time. Realizing the fundamental difference between leadership and
management, they try to educate a leader-manager.

The difference between a leader and a manager

Leadership is about change. The business world is becoming more and more
competitive and changing, and that is why the role of leadership is especially important
now. The rapid development of technologies, increased international competition,
deregulation, overcapacity in capital-intensive industries, the instability of oil cartels,
the presence of many indirect bonds on the market, and changes in the demographic
structure of the labor market - this is far from a complete list of factors that determine
the volatility of modern business. The result is quite natural: if you work like yesterday
and even 5% better than yesterday, this is no longer a guarantee of success. To survive
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and compete successfully in this new world, change is necessary. And the more

changes, the greater the need for leadership.

Let’s take a simple analogy from the military sphere. In peacetime, an army can
survive with good administrators and managers at all levels and strong leaders at the
top. In wartime, the military needs leaders at all levels. Still no one knows how to make
people go to battle, someone has to lead them.

Different systems of action are required to perform different functions - problem
management and change management. In both systems, it is necessary to decide what
to do, create a structure that will carry out the plan, and finally try to force people to
do their work. But these tasks are performed in each system in its own way.

— Solving a company’s problems begins with planning and budgeting: they set goals
(usually for the coming month or the coming year), develop a sequence of steps to
achieve those goals, and then allocate resources to carry out the plans. Changes in
the company are carried out in a completely different way - everything begins with
the development of a direction: first of all, a vision of the future (often very distant)
is formed and strategies for implementing the changes necessary for the realization
of this vision are developed.

— Management achieves its goals by organizing the process and recruiting personnel:
an organizational structure and workplaces are created to perform the planned work;
qualified performers are selected; they are introduced to the course of the case and
are delegated responsibility for the implementation of this or that part of the plan;
control systems over the implementation of the plan are being developed. Leaders
act differently: their goal is to motivate and guide people. The leader explains his
vision to people who gather in the community, ready to accept the leader’s idea and
work for its implementation [4, p. 90].

— And the last. Managers ensure the implementation of the plan by monitoring and
solving problems that arise. They compare performance with plan items, identify
deviations, and develop new plans. Managers have formal and informal means at
their disposal: reports, meetings, etc. Leaders must inspire people to act in order to
achieve the goal and, despite possible obstacles, ensure movement in the right
direction. Leaders influence core entities that are often overlooked, 1.e. needs,
values, emotions.

Direction of movement vs. plan and budget [3]

Participants in discussions about vision tend to fall into mysticism: vision,
according to their ideas, is mysterious and inaccessible to mere mortals (even very
talented people). But there is nothing mysterious about developing a business direction.
It is a very difficult, often exhausting process of collecting and analyzing information,
and the people who do it are not wizards, but strategic thinkers with a broad perspective
who are willing to take risks.

820



Neither the company’s vision of the future, nor the strategies aimed at realizing
this vision, need to be impeccably innovative. Effective ideas may not be original and
consist of well-known components. The combination of components can be new, but
it is not necessary.

For example, when a top manager can make the best company in the world, he is
not doing anything that other workers in the industry do not know. Therefore, by
betting on corporate clients, the company will be able to earn more profit, conduct
sustainable business and achieve significant growth. Unfortunately, in an industry
known more for red tape than vision, no one has been able to pull these simple
considerations together and put them into action. But some have succeeded, and the
idea is starting to work.

Thus, the main thing in an idea is not originality at all, but how well it meets the
needs of interested parties (customers, shareholders, employees) and how easily it can
be transformed into a realistic competitive strategy. An incorrectly formulated vision
ignores the legitimate needs and rights of important participants in the business
situation (if, say, the interests of employees are pursued at the expense of limiting the
interests of customers or sharcholders). Vision can be strategically vulnerable. When
one of the weakest competitors in the industry suddenly declares that it will be "number
one", it is perceived more as a fantasy than a vision.

Companies that are characterized by an excess of management and a lack of
leadership often make a common mistake: they see a panacea in long-term planning,
which, in their opinion, should compensate for both the lack of perspective and the
inability to adapt to a highly competitive and dynamic business environment. This
approach distorts the very understanding of strategy and never works.

Long-term planning takes a lot of time. If something unexpected happens, plans
have to be revised. In a dynamic business environment, the unexpected often becomes
the norm and long-term planning becomes a burdensome task. That is why the most
successful companies tend to plan only for the near future. Some even believe that the
phrase "long-term planning" contains a contradiction.

In a company that does not have a strategic direction, even short-term planning
can become a black hole that absorbs a lot of time and energy of employees. In the
absence of a vision and strategy that limits and directs the planning process, everything
has to be planned. This kind of continuous planning distracts employees from more
important tasks and prevents them from getting the sense of direction that any
organization needs. Under the circumstances, managers become cynics, and the
planning process turns into a political game.

The planning process should replace strategy formation and supplement it.
Qualified planning is a useful means of checking the correctness of the chosen
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direction. Similarly, a well-constructed strategy creates the necessary basis for realistic
planning and allows you to see where planning is necessary and where it is pointless.

Orientation of people vs. organization and recruitment [3]

Managers are engaged in organizing in order to create a system that allows the
plan to be executed as accurately and efficiently as possible. Usually, it is necessary to
solve a number of complex tasks. The company must create structural divisions and
set reporting relationships, find suitable employees and set up training, prepare an
information system and distribute authority. It is also necessary to build a system of
economic incentives and a system of performance control. Such organizational
measures are similar to architectural solutions: all elements must be combined within
the framework of a specific situation.

Orienting people is a completely different matter. This is primarily a matter of
communication, not design, it requires much more intensive communication than
organizational measures. A person has to deal not only with subordinates, but also with
superiors, employees of the same level as him, employees of other divisions of the
company, as well as with suppliers, government officials, and customers. Everyone
who can help in the implementation of the strategy and everyone who can hinder it
participate in the communication.

Getting people to see the picture of the future is a much higher-level task than the
problems that have to be solved during short-term plans.

Messages - whether wordy speeches or sparse, carefully selected symbols - are
not always heeded, even if they were understood. Therefore, an important duty of a
leader is to win the trust of people, to make them listen to his words. Trust is formed
by many factors, the content of the message and the personality of the author (who he
is, what his reputation is, how his words are correlated with his actions) play a
significant role.

After all, targeting people creates new opportunities that are unlikely to be
achieved by organizational measures. Companies often struggle to adapt to rapid
market or technological change precisely because many employees feel helpless. From
their bitter experience, they know that even if they correctly grasped the essence of the
changes taking place and began to work in accordance with the new trends, most likely
there will be a manager who will not like these changes. Disapproval takes many forms,
from "It’s against our policy" and "We can’t afford it" to "Shut up and do what you’re
told."

Orientation helps overcome this obstacle as well, as it empowers people. First,
when the direction of movement is formulated in the company, ordinary employees are
no longer so defenseless: as long as the actions of subordinates correspond to the
declared vision, it will not be easy for superiors to reproach them. And secondly, when
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everyone has a common goal, it is less likely that the actions of some employees will
conflict with the actions of others.

Motivation vs. control and problem solving

According to the management logic, the control mechanisms allow you to
compare the behavior of the system with the plan and, in case of deviation from it, to
take the necessary measures. Take, for example, a company with well-established
management: the planning process establishes clear quality criteria, the organizational
process creates a structure that ensures the fulfillment of the assigned tasks, and the
control process ensures that any deviation from the required level immediately (and
not after a month or two) will be detected and corrected.

Control is such an important element of management that high motivation and
inspiration are completely inappropriate here. Management processes must exclude
risks and failures, and therefore cannot depend on surprises. All systems and structures
are designed to help ordinary employees, operating in standard situations, successfully
perform their duties day after day. Nothing extraordinary happens. This is the essence
of management.

Leadership is something completely different. Mobilization of energy resources
is necessary to achieve a great goal. Motivation and inspiration make people act - but
not under the influence of rigid management mechanisms, but satisfying the basic
needs of a person, giving rise to a sense of achievement, belonging, recognition and
self-realization, confidence in one’s own abilities, the opportunity to live according to
one’s ideals. These feelings deeply affect each of us and give rise to a strong response
inus[1].

A strong leader motivates people in different ways. He always communicates his
vision to employees, focusing on clear values. And it does important work for all
participants in the process. Leaders also involve people in discussing ways to achieve
a goal (or a part of it that is closest to a particular person). This is how people develop
a sense of belonging. Another important method of motivation is to help employees
achieve their goals, provide them with support and advice, helping them to grow
professionally and build high self-esteem. And finally, true leaders recognize and
reward success. Work organized in this way becomes a motivating factor in itself.

The deeper the changes associated with the business environment, the more
actively managers should encourage leadership qualities in their subordinates. And
then leadership spreads throughout the organization, manifesting itself at all levels of
the hierarchy. This is very valuable, because working under conditions of change in
any complex business requires the participation of many people.

It should be noted that leadership coming from different sources does not
necessarily act in the same direction. In such a situation, conflicts often arise. To avoid
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contradictions, mechanisms different from those coordinating traditional management
are needed.

Strong informal ties, which usually occur in companies with a developed
corporate culture, help coordinate the activities of leaders, just as formal structures
coordinate the activities of managers. Unlike formal structures, informal structures are
able to provide a higher level of coordination, the necessary implementation of non-
standard actions, and in particular changes. A variety of communication channels and
trust between communication participants ensure the process of mutual adaptation.
When conflicts arise between role functions, these relationships help resolve them. The
process of dialogue and adaptation - perhaps this is its most important function - allows
for the creation of vision options that are interconnected and compatible, rather than
opposed and mutually exclusive. All this requires much larger communications than
the coordination of roles in management, and strong informal networks, unlike formal
structures, are able to cope with such a task.

Informal relationships exist in some form in all companies. But often such
networks are either too weak (some people are closely related, but most are not) or
highly fragmented (for example, strong ties exist within the marketing group and
within the research group, but not between these two units). Such networks will not be
able to support leadership that comes from many sources. But since large informal
networks are the most important component of leadership activity, any serious
initiative should begin with the creation of such a network.

Creating a culture of leadership

During the next career, leaders are faced with equally important tasks, and this
expands their knowledge and skills. Leaders who have reached high positions in the
past probably had to go beyond the narrow limits of a managerial career more than
once. This usually happens as a result of moving to an adjacent area or when being
promoted to a post with unusually broad powers; also helps in the work of special
project groups or the completion of a serious training course for top managers. One
way or another, the broad knowledge gained in such situations is extremely useful for
leaders, as are the contacts acquired in the course of work inside and outside the
company. When many people have such opportunities, strong informal networks arise,
which are necessary to support leadership initiatives at all levels of the organizational
structure.

Companies that have achieved the greatest success in training leaders pay special
attention to creating conditions for the development of young employees. In many
cases, decentralization plays a key role in this process, because the responsibility, and
a very serious one, is transferred to the lower levels of the hierarchy. This approach is
successfully used by well-known companies Johnson & Johnson, 3M, Hewlett-
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Packard, General Electric, etc. Some of them create a huge number of small units,
which means many responsible management positions, albeit of a low level.

Sometimes these companies create additional growth opportunities through the
development of new products or services. The 3M company, for example, has a policy
according to which at least 25% of revenues must come from products created in the
last five years. In this way, small venture projects are encouraged, which provide
hundreds of promising jobs to test and promote young people with leadership qualities.

Such practice allows training of leaders in the positions of the lower and middle
levels, but training of leaders of the higher level requires much more serious and long-
term efforts from the company’s managers. It should begin with the identification of
the most promising leadership candidates at the early stages of their careers and the
creation of conditions for the development and realization of their potential.

Again, there is nothing unusual about this process. The methods that the strongest
companies use with success are surprisingly simple. Senior managers observe the
activities of young employees and lower-level employees, and then decide which of
the young people have abilities and how to develop them. After identifying the most
capable employees and understanding in which direction they should improve,
managers draw up a development plan. Sometimes this is done within the framework
of formal procedures (for example, during the preparation of a successor for the general
director), but more often - informally [5, p. 615].

To attract managers to participate in such programs, forward-thinking companies
try to encourage managers who successfully develop leaders. The incentive is rarely
material, if only because it is difficult to quantify such activity. A manager’s success
in the field of education is taken into account when it comes to his own progress,
especially if he is applying for one of the highest positions in the company. Therefore,
even people who believe that they are born leaders, realizing how much their own
career depends on their pedagogical success, somehow find ways to cultivate talents.

All this allows you to create a corporate culture in which people value strong
leaders and strive to create them. And if today we desperately need leaders to ensure
the operation of complex organizations, the number of which is increasing every day,
then we need no less people who can create a culture that nurtures leaders. The
culmination of leadership activities should be the building of a corporate culture
focused on creating leaders.
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PO3BUTUK OB IAPOBAHUX YYHIB
Y 3AKJIAJIAX TO3AUIKLJIBHOI OCBITH

Anomayia. Cmammio npuceésueHo npobnemi po3sumky 000aposaHux YuHie 6
3aK1a0ax no3awKinibHoi ocgimu. Ilpusedeno 0aui pe3ynbmamis excnepumMenmaibHO20
O00CNI0JCEHHSl PO3BUMKY MBOPUO20 MUCTIEHHS YUHIB V 2YPMKAX HAYKOBO-MEXHIYHO20
Hanpsamy. Hazonouyemocs na neobxionocmi 6e3nepepsHocmi meopuo2o npoyecy.

Kniouosi crnosa: pozeumox 060aposanux yuHie, mMexHiuHe MUCIEHHS, 3aK1aou
NO3AUIKIILHOL 0C8IMU, 2yPMKU HAYKOBO-MEXHIUHO20 HANPIM) .

Abstract. The article is devoted to the problem of development of gifted students
in out-of-school education institutions. The results of an experimental study of the
development of creative thinking of students in scientific and technical circles are
given. Emphasis is placed on the need for continuity of the creative process.

Keywords: development of gifted students, technical thinking, institutions of
extracurricular education, scientific and technical circles.

Y cyyacHHX yMoOBax Jedaii OYEBHJIHIIIMM CTa€ TOW (hakT, IO CYTHICTIO 1
OCHOBHHUM TMOKa3HUKOM TPOTPECY JIOJICTBA € PO3BUTOK KOXKHOI OKPEMOi JIFOJIMHU Ha
ocHOB1 i 3miOHOCTed. J[0 TOTO X 1€ TOJOBHUU BaXUTh IMOJANBIIOTO IMPOTPECY
CyCHUIbCTBA, 0COOJIMBO B yMOBAX MEPEXOJTy /10 HAYKOBO-1HPOPMALIMHUX TEXHOJIOT1H,
a TOTIM — 1 CYCHUIBCTBAa 3HaHb, JI€ YCIIX Y BHUPOOHHMITBI W JKUTTEMISIIBHOCTI
3aieKaTUME HacamIepe 1 BiJl pO3BUTKY JrouHu. [IpobieMa 061apoBaHOCTI B HAIIl Yac
cTac Bce OLIbIN akTyanbHOIO. [{e Hacammepea moB’s3aHO 3 MOTPEOOIO CYCMUIBCTBA B
HEOPAMHAPHUX TBOPUYUX OCOOUCTOCTSX. Y 3B’SI3KY 3 IIUM ICTOTHO AKMYA1i3yEmMbCsi, He
TUIBKH 3 OTJISAly Ha IHTEPECH OKPEMOi JIFOJIMHHM, a ¥ CyCH1IbLCTBA B IIJIOMY, 3aBAaHHS —
ssKOMOTa OlJIbIlIle HAOJM3WTH HaBYAHHS 1 BUXOBAHHS KOXKHOI JUTHHHM JIO i1 CYTHOCTI,
31110HOCTEN Ta 0COOJIUBOCTEN.
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