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ABSTRACT
The purpose of the study is to develop a classification of leadership styles based on a combination of two indicators: the 
degree of employees’ involvement in the decision-making process and the prevailing orientation at the enterprise either 
towards achieving organizational results or towards ensuring employees’ satisfaction. The scientific novelty of the work is in 
the approach to solving the stated problem, namely, the creation of the authors’ typology of management styles (individual 
authoritarian, paternalistic, collective, communal), based on a combination of the degree of staff participation in making 
management decisions and target orientation towards business/relationships. The results obtained show that this methodology 
helps to reveal most efficiently the features of management at modern Russian enterprises. This methodology was used as 
a basis for the analyses of the aspects determining the nature of the leadership. There was revealed its relationship with 
various socio-economic factors. Long-term longitudinal studies conducted at Naberezhnye Chelny enterprises provided 
the authors of the article with empirical material, on the basis of which it was concluded that authoritarianism and 
paternalism were the most characteristic of the modern domestic managers’ style. The practical significance of the study 
is in the possibility of applying its results at enterprises in various sectors of the economy. The proposed classification of 
management styles can be used as a methodological toolkit in studying the effectiveness of management work at different 
organizations, as well as in the process of training, retraining and advanced training of personnel.
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INTRODUCTION
Achieving key goals in social development is 
impossible without increasing management 
efficiency. Studying the style of modern Russian 
middle and lower level managers is a necessary 
condition for increasing the level and quality of 
management at domestic enterprises.

The growth of interest in the personality of 
the leader and the style of used leadership was 
largely influenced by the “managerial revolution” 
that began in the 50s of the previous century. The 
essence of this phenomenon was a decrease in the 
influence of owners on the activities of enterprises 
and a corresponding increase in the importance 
of top managers, who were often not the owners 
of the companies. The institution of owners as 
a key subject of power at enterprises began to 
be replaced by the institution of top managers, 
who began to determine the development 
strategy of enterprises. It is characteristic that 
this phenomenon was most typical for large 
enterprises that determined the state of the world 
economy as a whole. Under these conditions, it 
became obvious that the success of an individual 
enterprise and, consequently, the success of the 
economy as a whole was largely determined by the 
personality of the managers and their work style.

The problem of leadership style, despite its 
fairly deep and long-standing study, continues 
to have high theoretical and applied relevance. 
At the same time, the very concept of “leadership 
style” can be defined as a set of techniques and 
methods for organizing interaction between 
the managing and managed subsystems in the 
organization. The traditional basis for classifying 
leadership styles is the degree of participation of 
ordinary employees in the process of preparing 
and making management decisions. At the same 
time, the management decision, in our opinion, 
should be considered in the light of two theses. 
The first thesis: a management decision always 
involves a choice of alternatives. A person who 
does not have the opportunity to choose one 
or another action option is, by definition, not 

a subject of action and cannot be classified as 
a manager. The second thesis: a management 
decision always contains the obligation of its 
execution, both for the initiators of the decision 
and for the persons included in the orbit of their 
subordination. However, we believe that using 
only one indicator as the basis for classifying 
leadership style greatly simplifies the matter. In 
this article we will try to propose our own typology 
based on two principles for dividing leadership 
styles: 1) the degree of involvement of enterprise 
personnel in management processes; 2) the nature 
of management’s aim orientation either towards 
achieving an organizational result or maintaining 
a high level of employees’ satisfaction.

LITERATURE REVIEW
The rapid development of sociology and social 
psychology has become an important factor that 
has contributed to the growing interest in the 
personality of a leader. The interest of scientists 
in the problems of leadership and motivation 
has made it possible to make a well-known 
breakthrough in issues related to the sociological 
and psychological aspects of management.

Even in the period before World War II, the 
famous German-American psychologist Kurt 
Lewin touched upon the problem of typology 
of leadership styles. He took as the basis for the 
classification of leadership styles the degree 
of participation of employees in management 
decision-making. On this basis, he identified 
authoritarian, democratic and liberal leadership 
styles [1].

K. Levin himself considered the most preferable 
democratic style, based on the principles of 
collective decision-making and high involvement 
of staff in management. But over time, this 
author’s position has undergone a certain 
evolution, since his new research conducted 
at secondary schools did not confirm that the 
democratic style always has a positive effect [2].

In our opinion, this was due to the fact that 
the only criterion that K. Levin was guided by 

PERSONNEL MANAGEMENT



137

MANAGEMENT SCIENCES •  Vol. 14, No. 3’2024 • MANAGEMENTSCIENCE.FA.RU

when identifying management styles was the 
method of making management decisions. 
Therefore, the classification he introduced was a 
scheme for reducing powers in the upper levels 
of management with the consistent transfer 
of managerial powers to lower levels up to the 
complete freedom of workers in decision-making, 
which is characteristic of a passive (liberal) style.

At the same time, K. Levin’s views found many 
followers. In a number of studies, in particular, 
R. Tannenbaum and W. H. Schmidt [3], A. G. Vroom, 
F. Jetton, A. Jago [4] and other ones there were 
developing concepts of leadership styles in which 
the central issue was the degree of participation 
of ordinary personnel in management decision-
making.

In contrast to these views, F. Fiedler created 
the concept of situational leadership and thereby 
initiated the study of leadership style from the 
point of view of factors of the internal and external 
environment in which the enterprise is located [5].

For supporters of this concept, the degree of 
management efficiency is completely determined 
by the achievement of the practical tasks assigned 
to the managed company [6]. Therefore, for the 
sake of positive production results, in necessary 
cases, management decisions that narrow the 
powers of personnel are considered justified and 
acceptable.

Recognition of enterprise efficiency as the 
main criterion for successful management has 
given rise to many concepts aimed at increasing 
it. In particular, many studies are devoted to such 
important processes as analysis and management 
of the life cycle of manufactured products, as well 
as analysis and management of the life cycle of 
used technologies [7].

However, despite the importance of the 
effective operation of an enterprise, it is 
impossible to reduce all the multifaceted activities 
of personnel to this alone factor. Using only one, 
although important, indicator does not allow one 
to get a complete picture of the possible options 
for leadership style [8, 9]. The incompleteness 

of such consideration became obvious due to 
the fact that in the second half of the twentieth 
century, an organization began to be viewed 
primarily as a social system, the most important 
element of which is a person not just as a subject 
of production functions, but primarily as an 
individual with his/her own goals and interests, 
which must be correlated with the interests of 
the enterprise.

In this regard, another indicator has been 
introduced into the typology of leadership 
styles — ​the ratio of the value of the result of the 
enterprise’s activities and the value of the person 
working at this enterprise. This approach to the 
typology of leadership styles was first proposed 
by R. Blake and J. Mouton and was subsequently 
developed in a number of other concepts [10]. 
However, even in this case, the use of only this 
indicator does not reflect the entire range of 
possible management situations at the enterprise. 
For example, business orientation includes two 
completely different situations: the arbitrariness 
of one person in the interests of business, which 
infringes on the interests of other members 
of the organization, on the one hand, and the 
voluntary renunciation of part of his/her interests 
by an employee, on the other hand, in favor of 
the interests of the organization. In turn, human 
orientation can also have different options. An 
employee can be considered as an independent 
subject of activity, to whom part of the managerial 
powers can be delegated, or can be looked upon 
as a kind of passive object that needs to be taken 
care of and generally treated from the standpoint 
of paternalism [11, 12].

In modern scientific literature, both domestic 
and foreign, there are many works devoted to both 
the problems of decision-making and leadership 
style.

In his comprehensive study, M. Selart strives 
to help readers learn to analyze and develop 
their own decision-making style. To do this, the 
author carefully studies all stages, starting with 
the formulation of the solution problem and 
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ending with the implementation of the solution. 
But the author’s key idea is to substantiate the 
inextricable connection between decision-making 
and leadership style, while most researchers, as he 
rightly emphasizes, study these problems deeply, 
but separately [13].

Thus, A. G. Wright, exploring the planning 
process of strategic decision-making, studies in 
detail the complex sequence of relevant actions 
[14] and, in collaboration with P. Goodwin, focuses 
on analyzing the structure of the decision-making 
process [15].

E. Witte, having examined a number of 
industries, comes to the conclusion that 
shortcomings in the procedures of making complex 
decisions lead to unnecessary work. To find ways 
to reduce it, the author develops an original “phase 
theorem” [16].

B. Widaye expresses a skeptical opinion 
that there is a direct and obvious connection 
between decision-making and its results. In his 
opinion, empirical reality shows a much more 
complex picture, in which there is room for a wide 
variety of factors influencing the functioning of 
organizations [17].

The topics of research that are currently of 
interest are related to gender [18], environmental 
[19] aspects of decision making, modern 
digitalization processes [20], as well as the 
problems of small business [21, 22].

At the same time, there are many works in 
which the nature of leadership is considered 
without any connection with decision making. 
Thus, detailed studies of different leadership styles 
in different contexts can be found in the works of 
M. Cerne, S. Batistic and Kenda R. [23], D. Cretu 
and A. R. Job [24], A. Fries, N. Kammerlander and 
M. Leitterstorff [25], L. A. Hambly, T.A. O’Neill and 
T.J.B. Kline [26], W. Liu, D. P. Lepak, R. Takeuchi, 
and H. P. Sims [27], S. Top, E. Oge and S. Gümüş 
[28], A. Wang, K. Tsai, S. D. Dionne et al. [29].

And the influence of various factors on the 
effectiveness of leadership is revealed in the 
studies of D. Hristov, N. Scott and S. Minoch 

[30], P. Mishra and R. K. Misra [31], F. Morais, 
A. Kakabadze and N. Kakabadze [32], Y. L. Wu, 
B. Shao and G. Schwartz [33], G. A. Yukl [34].

Meanwhile, we consider the most important 
task in this area the study of the relationship 
between the nature of decision-making and 
leadership style.

Contemporary ideas about leadership styles 
have developed in the context of many research 
projects. Thus, D. McGregor bases his concept 
of human behavior on an assessment of the 
alternative “Theory X” and “Theory Y”. The first 
represents a concentration of negative ideas 
about employee motivation, while the second, on 
the contrary, is based on the assumptions about 
their positive motivation. The research findings 
indicate a clear preference for “Theory Y,” the 
use of which in management practice increases 
labor productivity and improves interpersonal 
relationships [35].

W. J. Reddin developed an original three-
dimensional theory (3D model), in which the two 
main dimensions of leadership, which he called 
business orientation and relationship orientation, 
are complemented by a third dimension — ​
effectiveness, which in his interpretation is 
understood as the result of using the right 
leadership style in a specific situation. The 
study came to an interesting result, which 
shows that successful leadership leads not only 
to positive production results, but also means 
the development of the leaders themselves [36].

The original concept of emotional leadership 
was proposed by D. Goleman, R. Boyatzis and 
A. McKee, who presented and studied 6 leadership 
styles in the context of the theory of emotional 
intelligence: 1) idealistic, where the leader must 
play an inspiring role, orienting staff towards 
an image of an attractive prospect, 2) a training 
role, in which the manager promotes the 
development of employees’ abilities to increase 
their productivity; 3) friendly, when the manager 
achieves harmony in relations between employees; 
4) democratic, in which staff are involved in 
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management and give managers advice on how 
to improve their work; 5) ambitious: the leader 
sets difficult-to-achieve but interesting goals 
for himself and his/her employees, however, 
if poorly implemented, this style can lead to 
negative results; 6) authoritarian, where the 
leader acts confidently, clearly in difficult and 
uncertain situations, but in cases of abuse of power 
by managers, this style has the most negative 
impact on the atmosphere and relationships in 
the organization [37, p. 69–70]. Research has 
shown that the most effective leaders are those 
who have mastered multiple styles and are able 
to implement them in different circumstances.

The problem of leadership style has been 
actively studied by domestic authors both in 
the Soviet and post-Soviet periods. Many of 
them come to the conclusion that the preferred 
leadership style is determined primarily by the 
individual psychological characteristics of the 
leaders themselves and not by the social and state 
system. At the same time, A. G. Kovalev believes 
that “as the key characteristics of a leader’s 
personality that influence the choice of leadership 
style, it is necessary to highlight abilities, will 
and temperament” [38]. However, empirical data 
proving the existence of a relationship between 
the individual psychological characteristics of 
a leaders and their chosen leadership style is 
currently insufficient.

Of significant interest are works in which the 
authors explain management style not only by 
the characteristics of the manager’s personality, 
but also by a combination of external factors. 
In particular, I. P. Volkov, trying to explain the 
reasons why the authoritarian-directive style of 
management clearly predominates in modern 
Russian conditions, points to “the lack of 
discipline and order, the laxity of subordinates 
and their superiors, ignoring a new boss” [39]. 
A. V. Kuznetsov also refers to “the behavior of a 
manager who does not want to share power with 
subordinates and, as a result, introduce elements 
of complicity into everyday organizational 

practice, the low professional level of subordinates, 
their lack of confidence in their abilities, and 
fear of independently completing tasks” [40]. 
R. L. Krichevsky, in turn, is sure that this is due 
to the cultural and qualification level of workers: 

“…the lower the qualifications and culture of the 
employee, the easier it is to impose on him a 
tough management style and even, moreover, 
to cause satisfaction with this style” [41, p. 54]. 
A. L. Zhuravlev believes that leadership style 
is determined by twenty-seven factors, and 
the significant part of which are related to the 
relationship between managers and subordinates 
[42]. However, his works do not reveal the 
dependence of the choice of leadership style on 
the nature of the aim orientation of management 
either to achieve an organizational result or to 
maintain a high level of employees’ satisfaction.

The analysis of domestic authors’ works both 
in the Soviet and post-Soviet periods shows that 
profound changes in socio-economic conditions 
in our country have not led to an equally radical 
change in management style. These researchers 
also primarily classify leadership styles taking 
into account the degree of ordinary employees’ 
participation in the process of preparing and 
making management decisions. How leadership 
style relates to business/relationship goal 
orientation is currently under-researched.

MATERIALS AND METHODS
The purpose of this study is to develop the 
authors’ classification of leadership styles, based 
on a combination of two indicators: the degree 
of employee involvement in the decision-making 
process and the prevailing orientation at the 
enterprise either towards achieving organizational 
results or ensuring employees’ satisfaction.

To achieve this goal, the following tasks were set:
1. A development of a classification of 

leadership styles depending on the nature of 
decision-making in the work group and the 
prevailing value orientation towards business/
relationships.
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2. A study of the prevailing leadership style at 
sample enterprises.

The sample size of enterprises was determined 
based on the calculation of the confidence interval 
using the formula:

                              
2

2

z pq
n

e
= ,

where n is the sample size; z is the normalized 
deviation of the estimate from the average value 
depending on the confidence probability of the 
result obtained; p — ​sampling variation; q = 
(100 — ​p); e — ​permissible error.

With a confidence interval level of 95%, the 
value of the variation determined on the basis 
of a preliminary qualitative study of the object 
is equal to 80%, and the desired accuracy of the 
results is ±10%, the sample size was 28 commercial 
enterprises. The sample makes up 2.9% of the 
total number of actually operating commercial 
enterprises in Naberezhnye Chelny.

The total number of employees at the 
enterprises we surveyed is 34 thousand people, 
which is 18% of the total number of personnel of 
commercial enterprises in Naberezhnye Chelny. 
The sample calculation was carried out on the 
basis of three indicators: 1) the form of ownership 
of the enterprise; 2) the time of formation of the 
enterprise (enterprises existing since Soviet times 
and post-Soviet enterprises created after 1991; 
the type of activity of the enterprise (industrial, 
construction, trade). The distribution of 
enterprises selected for the study is representative 
of the characteristics of the general population 
of enterprises in the city of Naberezhnye Chelny 
according to the indicators mentioned.

The respondents were lower and middle 
managers and ordinary employees. In total, we 
interviewed 123 low- and middle-level managers, 
as well as 587 ordinary employees working 
at commercial enterprises of various forms of 
ownership in the city of Naberezhnye Chelny in 
the Republic of Tatarstan (Russia).

The study used the following methods:

1. Analysis of regulatory documents of 
enterprises.

2. A questionnaire survey of ordinary employees 
of enterprises based on the tools developed by 
the authors.

3. Expert survey of lower and middle managers 
based on the expert sheet developed by the authors.

4. The method of focus groups formed 
from managers and employees of personnel 
management services of the surveyed enterprises.

RESULTS
Having conducted a study of the leadership 
styles used today in Russian enterprises, we offer 
our own approach to their typology.

The key problem regarding the determination 
of types of leadership is that the two most 
important indicators (the nature of the employees’ 
involvement in the decision-making process and 
the prevailing aim orientation of the enterprise 
management towards achieving results or 
employees’ satisfaction) should not be considered 
in isolation, but in unity. In Table 1, these 
indicators are correlated and, on this basis, there 
are identified the following types of leadership 
styles:

Table 1
Classification of leadership styles

Nature  
of decision

making

Orientation type

Individual 
nature of
decision 
making

Collective 
nature of 
decision 
making

Aim orientation is to 
achieve the result of 

the organization’s 
activities

Individual 
authoritarian 

style

Collective 
style

Aim orientation is 
towards employees’ 

satisfaction

Paternalistic 
style

Communal 
style

Source: compiled by the authors.

1. A one-person management style presupposes 
an individual nature of decision-making, and the 
goal of management is to achieve the results of 
the organization’s activities. The main features 
of this style are:
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• the manager concentrates all the main 
decision-making powers on himself;

• subordinates receive a ready-made 
management decision and are obliged to fully 
implement it;

• a categorical ban on discussion and, especially, 
criticism by subordinates of adopted management 
decisions;

• the manager is of little interest in the reaction 
of his subordinates to the decision made.

2. The collective leadership style presupposes 
predominantly joint adoption of management 
decisions and, at the same time, a pronounced 
focus on achieving previously planned 
organizational results. The following significant 
features of this style can be distinguished:

• the most qualified employees of the 
organization are involved in the process of 
preparing and making significant management 
decisions that are important for all personnel;

• the leader organizes the process of discussing 
and developing options for management decisions, 
assessing their prospects and importance, and 
selecting the most appropriate one;

• criticism of management decision options is 
allowed until the moment it becomes accepted.

3. A paternalistic leadership style presupposes 
the individual nature of management decision-
making and a primary focus on the satisfaction of 
the organization’s employees. The main indicators 
of this style are:

• the organization is considered as a special 
type of family, where concern for the well-being 
of its members is the leading organizational value;

• the formal leader is viewed as a wise father 
of the family, invested with the trust of his 
subordinates;

• the traditional type of power is of great 
importance;

• the organization strives to achieve a certain 
balance between the goals of the organization 
and the goals of employees.

4. Communal leadership style involves a 
combination of the joint nature of management 

decision-making and the prevailing goal 
orientation towards achieving employees’ 
satisfaction. It has the following characteristics:

• the value of employees’ interests dominates 
organizational values;

• informal leaders of the organization with 
charismatic power are of great importance in the 
decision-making process;

Our sociological study of leadership styles, 
conducted in 2019–2021, based on 28 enterprises 
in the city of Naberezhnye Chelny, shows that 
today at Russian enterprises the authoritarian 
leadership style predominates by a large margin.

Table 2
Predominant type of leadership style

Predominant type of leadership 
style Share, %

Individual authoritarian style 72.3

Paternalistic style 17.1

Collective style 7.2

Communal style 3.5

Source: compiled by the authors.

Table 2 shows that the individual leadership 
style is by far the dominant one at the enterprises 
we surveyed; it was found at almost two-thirds 
of the enterprises. At modern enterprises the 
paternalistic leadership style is also of some 
significance.

It should be admitted that the predominance 
of a one-person leadership style is characteristic 
for the activity of all branches and types of 
enterprises. This is clearly shown by the research 
results presented in Table 3.

The study also did not show any fundamental 
differences in the dominance of individual 
leadership style depending on the time of 
formation of the enterprise (Table 4).

Thus, the study showed that at the enterprises we 
surveyed, an individual leadership style undoubtedly 
dominates, implying maximum concentration in the 
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hands of the first manager of decision-making rights 
and a clearly expressed aim orientation towards 
achieving results (even at any cost).

DISCUSSION
Let us touch upon some debatable aspects 
concerning the peculiarities of the one-person 
leadership style dominance at modern Russian 
enterprises.

According to W. I. Maslov, “authoritarianism 
at Russian enterprises is not unique, and 
authoritarian management methods are common 
in other countries, in particular in the USA” [43]. 
This thesis is also shared by a number of other 
domestic specialists in personnel management. 
And we think that it is difficult to agree with this 
statement. Authoritarianism, widespread in American 
enterprises, is predominantly situational in nature 
and is determined by the conditions of the internal 
environment of a particular enterprise. As for 
authoritarianism at Russian enterprises, it is almost 
equally represented at enterprises of various types 
and fields of activity — ​from mechanical engineering 
to education.

As noted above, the results of the study show that 
the individual leadership style prevails everywhere, 
both at enterprises formed in the Soviet period and 
at post-Soviet enterprises created after 1991.

Moreover, the leadership style in private post-
Soviet enterprises is tougher than in Soviet ones. 
Post-Soviet enterprises bear the costs of maintaining 
the social sphere to a much lesser extent. There are 
clearly more violations of labor laws and safety 
regulations found here. It is true, that in the last 

two years, a severe crisis in the labor market has 
forced employers to somewhat ease the pressure 
on their employees.

The paternalistic leadership style, according to our 
research, is characteristic primarily of some small 
enterprises, mainly engaged in trading activities. A 
paternalistic management style is also characteristic 
of small post-Soviet organizations which activities 
are non-commercial (organizations related to 
management, etc.).

Thus, based on the results of the study, we can 
assert that the individual authoritarian management 
style at modern Russian enterprises does not depend 
either on the socio-economic system, or the form 
of ownership, or the period of existence of these 
enterprises, or on the content of their activities. 
This suggests that the authoritarian nature of power 
at Russian enterprises is not determined by the 
characteristics of the internal environment of the 
enterprises, but is based on the mental value attitudes 
of both managers and personnel of enterprises. 
Moreover, such value-motivational features are 
characteristic not only of the labor sphere, but also of 
vertical social relations in Russian society as a whole.

Our research did not confirm the hypothesis that 
the nature of decision-making in an organization 
depends on the nature of the leader’s sources of 
power. The results showed that the one-person 
leadership style is characteristic of organizations 
with both formal and informal sources of leadership 
to a comparable extent. Both leaders whose power 
is based on the authority provided by the position 
(83.2%) and leaders whose power is based primarily 
on personal qualities (68.9) prefer a one-person 
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Table 3
The share of one-man leadership style  

in enterprises of various types of activity

Type of activity of the surveyed 
enterprise Share, %

Industrial enterprises 78.3

Construction enterprises 88.7

Trade enterprises 65.1

Source: compiled by the authors.

Table 4
The share of one-man leadership style  

at enterprises with different periods of activity

Predominant type of leadership 
style Share, %

Enterprises created during the 
Soviet period (before 1991) 68.7

Enterprises created in the post-
Soviet period (after 1991) 75.3

Source: compiled by the authors.
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management style in terms of decision-making. The 
collective style is to a certain extent adhered to by 
leaders whose power is based on personal charm. In 
organizations of this type, there is a practice of joint 
discussion of a draft decision (47.4%).

It is typical that when assessing the style used 
by a manager, the opinions of employees and 
managers differ significantly. A significant portion 
of the surveyed managers characterize their own 
management style as democratic: 43.2% say that 
they make decisions based on joint discussion 
with subordinates. However, the veracity of this 
thesis is strongly doubted by staff assessments. 
The majority of employees (68.3%) note a directive 
leadership style in the organization, noting that 
their manager, as a rule, does not discuss decision 
options with employees, but only announces 
decisions made after the fact.

CONCLUSIONS
The study suggests that modern Russian 
personnel management practice is clearly mixed 
and integrates Eastern and Western approaches 
to management. What Russian management 

practice has in common with the Western 
(American) model of personnel management 
is  the one-person leadership style that 
dominates at all types of enterprises. Eastern 
practice of personnel management is similar 
to ours in the more informal nature of vertical 
relationships, relatively weak formal rules 
governing the relationship between managers 
and subordinates.

Our research allows us to outline further 
vectors of scientific research in the field of the 
specifics of leadership style at modern Russian 
enterprises. We see the following directions for 
further research on this issue:

1) research into the mental foundations of 
power values ​​in Russian society;

2) research on regional characteristics of 
management style;

3) research into the factors that determine the 
widespread priority of authoritarian management 
methods at Russian enterprises;

4) research into the relationship between the 
personal characteristics of enterprise managers 
and the leadership style they use.
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