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MANIFESTATION OF INNOVATIVE LEADERSHIP IN CULTURAL ORGANIZATIONS:
WHAT IS IT LIKE?

In the context of the epoch change and the fourth industrial revolution, it becomes particularly important to
outline new directions for organizations to seek advancement and competitive advantage in today’s globalized world.
These complex social, cultural and economic processes are driven by innovative leadership, which is treated as one
of the key factors promoting the development of future organizations. It is acknowledged that the ability to create
innovations and the organizational culture that supports innovations are one of the most important sources of
competitive advantage for every organization. Relevance of the topic of innovative leadership is widely discussed in
the context of business organizations’ activities, but it should be noted that cultural organizations are also looking
for ways to operate and develop their activities in the context of change of the 21° century. The need for innovative
leadership is also particularly significant in them, as the field of cultural organizations’ activities is undergoing
cardinal transformations. This article aims to analyse the manifestation of innovative leadership and its need in
cultural organizations.

Keywords: innovative leadership, cultural organizations, organizations, development, economic processes.

MPOSB IHHOBAIIMHOT O JIJEPCTBA B OPTAHIZAIIISAX KYJIBTYPH

Peanii XXI cmonimmas nopoodscylome Ho6i npoyecu, uio nepemeopiooms mpaouyiinHi op2anizayiiini cmpykmypu,
opmu disanvnocmi ma ecro n02iky ix gynkuionysanna. Cyuacui opzanizauii npayrowms y ROCHMINHO MIHAUGOMY
cepeoosui, w0 CRPUYUHAE YUCTIEHHT 6UKTIUKU 01 6RPOBAOICEHHA 00820CMPOK06OT cmpame?zii dianbHocmi, OCKIIbKU
CMYyniHb 3MiH ma IxX WeUOKICmb 0co01u80 inmeHcueHi ma Henepedoauysani. Jlioep i nidepcmeo cmaroms 0coo1UE0 6aAiCc-
JueuUMU ROHAMMAMU 6 Konmekcmi XXI cmonimms. Y Haykoeux 00cnioiceHHAX 00HO20I0CHO 6U3HAHO, W0 Ti0epCHEo
€ saxicnueuM (haxkmopom 01 opeaHizauinnHozo 3pocmanHs ma epexmuenux 3min. Jlioepcmeo € earcnueum nOKa3HUKOM
nomenyiany KomMnauii, pazom 3 QIHAHCOBUMU NOKAZHUKAMU, W0 OUIHIOWOMb ROmoYHuil cman 6 opzanizauii. Cunvhe
aioepcmeo podoume op2anizayilo uie cCUIbHIuLoN, a c1adKe KepieHuymaeo 3HuCye it nomenyian i pyinye iiozo. B ymosax
EenoXanbHUX 3MIH Ma Yemeepmoi nPOMUCIO080I PeGoONIOUIT 0CODNUEO BANHCTIUBUM € OKPEC/IeHHA HOBUX HANDAMKIE 01
opezanizayiil, AKi WYKarOms NPOCy6anHa ma KOHKYPeHmMHUX nepeeaz y 2noodanizoeanomy ceimi. Lli cknaoni couianwhi,
KYIbmypHi ma eKOHOMIYHI npoyecu 3yMo61eHi IHHOBAYITIHUM JIi0ePCMEOM, AKe GUSHAYAECMbCA AK 00UH I3 KII0UOBUX
axmopie, wo cnpuarome pozeumky manoymuix opeanizauii. Cnio euznamu, wio 30amHicms Cmeoprosamu iHHOBAYIl
ma opzanizayinina Kyiomypd, aka niOmpumye iHHoeauyii, € OOHUM i3 HAUGANCAUBIWIUX 0Xicepe/l KOHKYPEHNHUX nepe-
6az Koxcnoi opzanizayii. Akmyanpnicms memu IHHOBAUIIHO20 NL0ePCMEA WUPOKO 002060PIOEMbCA 6 KOHMIEKCH
dianvHocmi Gi3nec-opzanizayiil, ane ciio 3a3Hauumu, w0 KyibmypHi OpeaHizayii maxkoxc wiyKkaroms cnocooie egex-
mMueHo diamu ma po3eueamu ceoro dianvricms 6 Konmexcmi smin 21 cmonimms. Ilompeoa 6 innosauiitnomy nioepcmei
MAKoIIC 6 HUX 0COONUBO 3HAUHA, OCKITbKU Chepa JianbHOCmI KYTbMYPHUX OP2aHI3auiil 3a3HA€ KAPOUHATbHUX NEPemeo-
penv. Ilompeoda 6 innosayitinomy nidepcmei 6 OUHAMIUHOMY OP2AHIZAYITIHOMY CEPEOOSUI{T CIAE YHIBEPCATbHUM § 8420~
Mum iHcmpymenmom y cgpepi ycniuinoi podéomu Kynibmypuux op2aizauyiil, mooi AK iHHoeauiitnuil aidep € npuKIadom
maoptmcmi, GUHAXTOIUGOCMT MA CAMOBUPAIICEHHA NPU 2eHEPYSANHT ma pea/zimuii ioeit. I[a cmammsa cnpamosana na
ananiz npoaey iHHOGaUIliHO20 moepcmea ma itozo nompeﬁu 6 KY/IbmypHUX Op2aHizayinx.

Knrouoei cnosa: innosayiiine n1ioepcmeo, opeanizayiliina Kyiemypa, 0peaizayis, po3gumox, npoyeci.

HNPOABJIEHUE NHHOBALIMOHHOI'O JIMAEPCTBA B OPTAHU3ALIUAX KYJIBTYPbI

B ycnosusx uzmenenuil 3noxu u 4emeepmoii NPOMbIUIICHHOU PeGoIIOUUN 0COOEHHO BAMCHO OnpedeneHue HOBbIX
Hanpaenenuil 0N OP2aAHU3AUUIL, KOMOpPble UWYM HPOOBUIHCEHUA U KOHKYPEHMHBIX NPEUMYULECINE 8 2100aIbHOM mupe.
Dmu cnosxcnvle coyuanvHvle, KyIbmMypHble U IKOHOMUUECKUE NPOUECChl 00YC106/1eHbl UHHOGAUUOHHBIM JILOEPCHIE0,
KOmopoe mpakmyemcsa Kak 0OUH U3 KII04eGblX (aKmopos, CHOCOOCHMEYIOWUX PA36UMmUI0 OyOyuiux Op2aHu3auuil.
Cnedyem npuznamep, 4mo cHOCOOHOCHIb CO30A8aAMb UHHOBAUUU U OP2AHUZAYUOHHAA KYTbIMYPA, KOMOPAs no00epicusaem
UHHOGAUUU, AGTIACMCA OOHUM U3 GANCHENIUIUX UCMOYHUKO8 KOHKYPEHMHO20 NPEUMYUIECEA KAXHCOOU Op2aHu3ayuul.
AxmyanpHocms memvl UHHOBAUUOHHO20 TUOEPCMEA WUPOKO 00CYICOaemcs 8 KOHmeKcme OeamenbHocmu Ousnec-
opzanuzauuil, HO ciledyem OMMemums, 4mo KyJbmypHble OP2AHU3AUUU MAKXHCe UWLYM CHOCOObL 0elicimeosamsy u
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paszeusams 6010 OessmenbHoCHb 6 KonmeKkcme usmenenuil 21 eexa. [lompetnocms 6 UHHOBAUUOHHOM TUOEPCHIEE MAKIHCE
6 HUX 0CODEHNO 3HAUUMENbHA, ROCKONLKY Chepa OesmenbHOCHU KY/IbIYPHBIX OPZAHU3AYUTL NPEMEPRUM KaPOUHATbHBIX
npeoopazoeanuil. Ima cmamovs HANPAGIEHA HA AHATU3 NPOAGTCHUSA UHHOGAUUOHHO20 TUOEPCINGA U €20 ROMPEHOCIU 8

K)/IbIYPHBIX OP2AHU3AUUAX.

Knroueswie cnosa: UHHOBAYUOHHOE Jzudepcmeo, Op2aHU3AYUOHHAA Kylbmypd, Opeanuzayus, paseumue, npoyeccol.

Problem statement. 21* century realities generate new
processes transforming traditional organizational struc-
tures, forms of activity and the whole logic of their oper-
ation. Modern organizations operate in the ever-changing
environment causing numerous challenges for implemen-
tation of a long-term activity strategy, as the extent of
change and its speed are particularly intense and unpredict-
able. The leader and leadership become particularly impor-
tant concepts in the contexts of the 21% century. It is unan-
imously acknowledged in scientific debates that leadership
is a critical factor for organisational growth and effective
change. Leadership is an important indicator of the compa-
ny’s potential, contrary to financial performance showing
the current situation of the organization. Strong leadership
makes the organization even stronger, like weak leadership
reduces its potential and destroys it (Alves Pereira Cardoso
etal., 2014).

In the context of the epoch change and the fourth indus-
trial revolution, it becomes particularly important to out-
line new directions for organizations to seek advancement
and competitive advantage in today’s globalized world.
These complex social, cultural and economic processes are
driven by innovative leadership, which is treated as one of
the key factors promoting the development of future organ-
izations (Barsh et al., 2008). It is acknowledged that the
ability to create innovations and the organizational culture
that supports innovations are one of the most important
sources of competitive advantage for every organization.
Relevance of the topic of innovative leadership is widely
discussed in the context of business organizations’ activi-
ties, but it should be noted that cultural organizations are
also looking for ways to operate and develop their activi-
ties in the context of change of the 21% century. The need
for innovative leadership is also particularly significant
in them, as the field of cultural organizations’ activities is
undergoing cardinal transformations.

Research objective. This article aims to analyse the
manifestation of innovative leadership and its need in cul-
tural organizations.

Recent research and publications analysis. It is rec-
ognized that the organizations of the 21% century need to
change the ways their work is organized, while leaders need
to look for new ways to seek competitive advantage of the
organisation in the global space by developing new activity
branches, markets, products and services. During the last
20 years, the organizational environment underwent major
changes, but organisations are still governed following
the approaches to the organization of the industrial soci-
ety (Syddnmaanlakka, 2008). The challenges of the new
millennium necessitate transformation of organizations
through their leaders’ mindset and behaviour, moving from
the bureaucratic to postmodern organisational paradigm
(Gill et al., 1998). Characteristic attributes of organiza-
tions of the industrial epoch were hierarchical structure,
vertical relationships, mass production, process unifica-
tion and standardization, orientation to rules, instructions
and control in order to implement established efficiency

indicators. Post-industrial epoch organizations distinguish
themselves by flexibility, shared leadership, free choice
and personal responsibility, flexible operating models,
team collaboration, orientation to relationships; hierarchi-
cal structures and vertical relationships are replaced by net-
works of power and influence and horizontal relationships.
Leadership in the traditional organization was first and
foremost associated with the emphasised need for strong
leaders. Today, effective leadership is shared leadership.
The leader is no longer the great man; i.e., the man with
exceptional qualities and skills. The leader is the one who
is able to bring teams together and find the great man in
every team member. As noted by Syddnmaanlakka (2008),
it is now more necessary than ever to integrate the most
effective elements of traditional approaches to leadership,
however, choosing only those operating in today’s organ-
ization, into the common universal model of leadership,
operating in various contexts. Modern leadership is smart
leadership and it should encompass Western pragmatism,
Nordic rationalism, Eastern holism and Southern human-
ism (Sydédnmaanlakka, 2008).

Presentation of basic material of the research. In
the context of global change, it is acknowledged that the
ability of organizations, regions and even states to remain
competitive is closely related to their preparation to create
innovations and develop conditions favourable for their
creation. Innovations are a functional, essentially advanced
novelty oriented to replacement of the old with the new.
Innovation may be an idea, activity or some material object
that is new to people, their group or the organization that
implements or uses it (Melnikas et al., 2003). Therefore,
it is purposive to treat innovation as people’s productive
activity directed to the transition of a certain system from a
lower level to a higher one, aiming at meeting the changing
needs of the public.

Considering the above, the discussion on new quality in
leadership — innovative leadership — becomes particularly
significant. Innovative leadership includes 2 components:
an innovative approach to leadership (new ways to inspire,
bring the team together and organize the activity) and lead-
ership fostering innovations (Horth, Buchner, 2014). Inno-
vative leadership becomes particularly relevant because of
the role leaders play in creating the organizational climate
for employing innovative thinking methods to solve prob-
lems, develop new operational methods, products and ser-
vices. Innovations are the result of collaboration that begins
with idea generation, takes place through the development
of the idea and ends with its implementation. This process
necessitates the abundance of people and their experience.
According to R.J. Baumgartner (2014), the innovator alone
does not exist any longer. The leader is first and foremost,
the person who stands out for his/her creative thinking,
because creative ideas are the basis of any innovation.
Innovative leaders are creative visionaries who are able to
generate big ideas, motivate people to believe in them and
focus on their implementation. Innovative leaders are not
necessarily the ones who create ideas but those who are
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able to recognize them as they emerge in the minds of other
employees and mobilize the team for further implementa-
tion of the ideas. It is namely the leader who can encourage
the sense of security of all members of the organisation as
well as their willingness to identify themselves with the
organization, allowing employees’ creativity to unfold.

Table 1. Comparison of traditional
and innovative leadership

TRADITIONAL INNOVATIVE
LEADERSHIP LEADERSHIP

Genius of the leader Employee creativity

Search for new operational

Setting a clear course . .
models and experimenting

Operational models that have
answered the purpose

Rejection of usual operational
models

E . The vision of the desired
xperience, facts, research

future
Logic Intuition
Deduction and induction Abduction

New constructs and openness

Precedent .
to new opportunities

Significant questions and

Answers and directives .
numerous perspectives

Technical preparation Continuous learning

Motivation and control Education and mentoring

Results

Meaning

Source: compiled by authors according to Metcalf, Morelli,
2015; Horth, Buchner, 2014; Viok, 2012.

The competence of innovativeness and creativity is
related to the abilities to generate new ideas and to apply
new working methods in work activities. Because innova-
tiveness is related to the search for new ways of solving
problems and positive reaction to novelties, this encour-
ages to turn back to promotion of employee creativity,
which is increasingly often treated as the basis of the com-
petitive advantage not only for the employee but for the
whole organization. Creative problem solving is the ability
to employ non-standard and/or innovative problem-solving
ways and to lead. Creativity can result in a radically new
idea, service or product, which are implemented by intro-
ducing innovation.

Development of innovations also requires a completely
different quality of communication within the organiza-
tion. Building the communication climate in the organisa-
tion depends on the ways leaders interact with other team
members and other leaders, how transparently they make
decisions, how often they are seen in the organisation, and
how often they are able to interact with employees per-
sonally. P. Miller (2012) distinguishes 3 important levels
of communication skills for leaders: of personal commu-
nication, team communication, and strategic and external
communication. It is noted that there must be a respective
platform for feedback, discussions and consultations in the
organisation, engaging every team member in the organi-
zation’s activities, as well as the reward system promoting
new, original projects (Mumford, 2011).

To sum up, it must be noted that innovations are not
just leaders’ responsibility — the whole team becomes the
source of innovations. Innovative leadership — shared lead-
ership, while the innovative leader is a visionary bringing
the team together, fostering creative thinking and a rational

manager. Monitoring of the external environment and
insights into trends are becoming increasingly more rele-
vant to leadership.

Innovative leaders are creative visionaries who are
able to generate big ideas, motivate people to believe in
them and mobilise them for their implementation, but it
must be noted that organizations belonging to a respective
field of activity, in this case, the cultural sector, operate
in the same social, technological, demographic, economic
environment and are related by common forms and values.
Revealing the need for innovative leadership in cultural
organizations, it is important to note that although there
are different types of organizations in the cultural sector
(libraries, museums, cultural centres, theatres and concert
institutions, archives, etc.), they are interrelated; therefore,
formation of innovative leadership approaches should
be based on the common, universal model of leadership,
operating in various contexts. The importance and need
for the leader and leadership are emphasized by almost
all organizations in the culture and education sectors. The
National Education Strategy 2013-2022 pays particularly
much attention to leadership and its manifestation. It is
emphasized that it is important to create preconditions
for leadership and develop the abilities of mobilising and
shared leadership of leaders of educational institutions.
Leadership in libraries is particularly related to educa-
tion in creating the learning-friendly environment. The
long-term success of libraries as educational institutions
requires not only competent managers but also innovative
leaders with good communication skills, efficiently using
partnership relations and assuming new roles and chal-
lenges. On 3%-5" of June, 2013, the Association of Lithu-
anian Cultural Centres held a national seminar for leaders
of cultural centres of cities and districts “Leadership in the
changing cultural centre” in Juodkranté. The seminar was
attended by the managers of 54 cultural centres. Discus-
sions encompassed issues of purification and analysis of
the leader’s qualities, doing practical tasks, the principles
of educational leadership and what educational leadership
is (National seminar of the Association of Lithuanian Cul-
tural Centres “Leadership in the changing cultural centre”).
All of the above-mentioned manifestations of leadership in
cultural and educational organizations point to the need to
develop various forms of innovative leadership that would
contribute to more systematic development and implemen-
tation of goals they have set and meet new challenges.

Conclusions. The new quality leadership — innova-
tive leadership — integrating aspects characteristic to tra-
ditional leadership and new operational models becomes
particularly significant in the modern organisation ori-
ented to building culture that supports innovations and to
continuous development of innovations. On the one hand,
innovative leadership helps to create the continuously
renewing organization that is capable of operating in the
environment abundant in uncertainties; on the other hand,
it is important to create the organizational culture that
fosters creativity and innovation. In today’s organization,
the role of collective creativity comes to prominence —
the whole team becomes the source of innovations, while
the modern leader is the visionary mobilising the team,
promoting creative thinking and rationally managing
the organisation. It is also worth highlighting the role of
communication in the modern organization, encouraging
collective creativity, building sustainable relationships
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among team members and fostering the innovation-sup-  significant tool in the field of successful operation of cul-
portive environment. tural organizations, while the innovative leader is an exam-

The need for innovative leadership in the dynamic ple of creativity, inventiveness and self-expression in gen-
organisational environment becomes as if a universal and  erating and implementing ideas.
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