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Most of the leadership theories emphasize chariatitey
of leaders (Kirkpatrick, 1991, Katz, 1995, Stogdilb63),
followers, context (Blanchard, 1985, Fiedler, 1984)their
combination (House, 1974) and leadership is consitle
from the point of view what leaders give to thelloiwver by
treating them as a group. Theory of leadership @atihg
leadership from the point of view of relationship the
theory of leader-member exchange (LMX) (Danser&au,
Graen, G. B. and Haga, W., 1975). This theory a®rsithe
influence of subordinates on the leader to be ef ghme
importance as the influence of leaders on subotdia
LMX theory presents the model of the creation addeship
which proposes leaders to search for the methodseation
of mutual trust and respect with all subordinatéisus
changing the whole wok unit into an inside groupAX.
theory prompts leaders to create relationship ofturea

attempt of leaders (by LMX theory) to create relaship
of mature partnership with every subordinate avajdany
inequity, it is necessary that such aspects asaaglesex of
followers should be taken into account.

Keywords: leadership, leaders, followers, the dyadic
relation, an inside group, an outside group, the
process of creation of leadership, mature
partnership.

I ntroduction

According to the system theory, activity of each
segment of an organization influences activity ibfother
segments of an organization in some degree (Baftgla
1951). Content of activity of any organizationilietl with
people working inside the organization, who areriatting

partnership with every subordinate and to avoid anydue official position and informal relationship,uth all

inequity. We raise the hypothesis: the qualityndériaction
between a leader and a follower and the processhef
creation of leadership at the same time are infagehby the
age and sex of subordinates, therefore while angati
leadership these aspects should be taken into atcou
The research of the interaction between the leaahel
followers performed among the higher medical stHff
stationary departments of Kaunas county hospital &s
branch Kaunas psychiatry hospital showed somereiiftes
among sexes in the process of the creation of tehieand
some influence of the age of a follower to the igualf
interchange with the leader. The analysis of theraction
between a leader and followers allowed us to makeinal
generalization as follows: 1) the more aged, theenajten
high quality interchange is formed with a leadedanostly
this tendency is exposed among respondents agéd who
already have some work and life experience; 2) iteespe
fact that the major part of the investigated gragmsisted

together are functioning as an integral system diSje
2009). Anyone who ever worked in an organizatiol fe
that some of its members are more virile in orgation’s
activity and their personal contribution to orgaatian is
bigger and other members are more passive and are
performing only formal job activity and their coitution

is less or even minimal. The leaders also areamiqular
touch with some employees who usually are perfogmin
more, while more cold relations are with other$iug, two
different groups of employees are being formed Ha t
organization despite the fact that it is acting a3
integrated system. It is important for the funchimnof an
organization as a system, id est how inter-harmenis
the activity of every member. In accordance with fact
that the leader is an initiator of relationshiphwbllowers
and creates and maintains communications, esdgntial
harmonious interaction of the leader and every eygd
becomes important for the successful functioninganf

of women, even twice more men in comparison to womerganization (Saparnis, 2009; Tijunaitiene, 20@th the

group create high quality interchange with the legd3)
men trust their leader more than women and are yetad
protect and to explain his/her decision. 4) womesl fess
understood by their leaders, considerably less than

leaders and followers are participating togetherthe
process of leadership (Burns, 1978; Hollander, 1992
Talking over leaders and followers, the focus sthobe
given to both equally — both need to be understood

trust them and more seldom are ready to protectelationship to each other (Hollander, 1992) arltecitvely
themselves and to explain their decisions; 5) hewev (Burns, 1978). So, in researching the phenomenon of

despite the quality of interchange with the leadesmen
who form the major part of the members of the dyed
not less pleased in their relationship with thedeathan
men. Therefore it could be stated that despite @ampt
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leadership in any organization, the research olkjectildn’t
be any leader himself/herself but the quality déiaction
between the leader and every follower being uné&hér
influence. Following the principle of interacticihe object
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of the research of leadership should be every eyeplof
the organization.

It is necessary to emphasize we keep to the piacip

that leadership is not the set of characteristicseparate

importance of interaction between the leader ang th
follower.

Exceptionally orientated to the leader are theoaks
leadership offeatures stating that some people are born

subjects, but the process that occurs only durimg t with particular characteristics that allow themkiecome

interaction between the leader and a follower. tibpoint
of view a person can actualize himself as a leadBrin a
particular relation with followers, therefore onlthe
aspects of this relation should be researched deroto
evaluate the quality of a leadership process. Alingrto
Holander, in discussing leaders and followers, ftheus
should be put on both equally — both need to berstdod
in relationship to each other (Hollander, 1992)afTis why
we dissociate purposefully from the analysis ofdkras
features, skills and differences between the leaatet

perfect leaders. These theories are especiallyacttte
because of coincidence to a popular conviction lgeders
are not usual people, distinguished by the univessgof
features, forwarding the society. Different authodicate
different personal characteristics and featurdeaders for
example dash, desire to manage, fairness and lypaeKt
confidence, cognitive capabilities and businessatedge
(Kirkpatrick, 1991). These theories also emphadize
importance of emotional intellect to leadershimasability
to understand and argue by using emotions, to clotiem

manager at the same time. Also we dissociate frioen t effectively in themselves and relationships to othe

influence of a wide spectrum of external and irdérn

(Mayer, 2000; Caruso 2002). Unfortunately theorads

circumstances on the activity of employees of arfeatures failed in creating a final list of lead@psfeatures.

organization, and focuse only on the things thay eféect
the relations of a leader and followers. That Ieveéd by
Leader-member exchange theory (LMX)hich considers

Essentially theories of features restrain the piggs of
the leader to learn and elevate because the basic
characteristics of people usually are stable armdst

the phenomenon of leadership as the process whkich (that's the reason why it is not easy to changemjhe

focused on the interaction between the leader amdye
follower (Graen, 2006). It is this theory that ethac
describes and studies the process how two diffepentps

mentioned above are being formed, analyzes themsas

the phenomenon and proposes decisions possible.

Besides, they entirely do not regard the influerafe
environment and do not relate the features of lesadéth
the contribution of other employees to indexes of
organization’s activity.

Another group of theories — theories eKills —

In order to understand better oneness of the LMXcontrary to features theories bring to the fore the

theory in the explanation of the process of leddpras the
interaction of the leader and a follower, firstadif a short
review of theories describing
leadership from the point of view of the leadelidiwer or
context will be presented and then the look at LthEX
theory itself will be given.

The objective of this article is to present basic

problems of leadership as reciprocity of a leaded a
followers.

Theaim of the investigatioris to define and analise an

interaction between a leader and followers.

The maintasksare:

to present a comparative analysis of leadershiqrite

analyze the creation of leadership according to the
theory of leader-member exchange;

to research leadership as the interaction between a
leader and followers.

importance of skills learned in order to reach Hitient
leadership. These theories are attractive becheseshow

the phenomenon ofhe leadership as available to everyone — it caledmed,

acquired and developed. Particularly popular ésttieory

of ternary skills which brings to the fore threeogps of
basic personal skills: technical, communicationald a
conception, with importance of each changing ifiedént
levels of management (Katz, 1995). Theories oflsski
present a complex plan how to reach good results in
leadership and also present some structure of ribgraom

of leadership training and developing. The comensive
model of leadership skills based on these theonias
created, and it brings to the fore leader's compete
which includes skills of decision making, sociabkation

and knowledge (Mumford, 2000). The model emphasizes
that direct influence on competence aspects howesver
made by personal characteristics of the leader.s,Thu

Research methods to solve the scientific problem are theories of skills apparently have indicationshedries of

- scientific literature review, the analysis of btigal and
empirical
knowledge on the subject, the questionnaire basddvX
theory.

Leader-member exchange theory point in the
whole complex of leader ship theories

features and essentially have also marginal pdiateov to

studies and the synthesis of fragmentarthe leader but emphasizing skills of the leader as

competence in this case. These theories do no¢ipaygh
attention to the environment leader is acting ing o the
influence of employees on the leader.

Theories of leadershipstyle have a more close
approach to the leader’'s environment by focusingtao
who are the leaders but to what are they doing.

Leadership is a complex process of many dimension§uestionnaires based just on these theories wewec

More than 60 different classification systems asgng
created to describe dimensions of leadership tilvn
(Fleishman, 1991). In this review we will mentianfew
largest groups of theories, starting with ones gmtsg
marginal point of view to leaders as exceptionatners
of society, and reaching the point of view suggestihe

and used for the studies of leadership (for example
“Questionnaire of descriptions of leader’s behayior
(Stogdill, 1963), that are used in questioning o
leaders themselves but their subordinates, and isgow
strong changes on the point of view to leaderstimfthe
leader to the employee. The advantage of the Iehiter
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theories is that they include the analysis of leside emphasizing the influence of a situation to leadansd

behavior into the scientific research, not only #malysis
of personal features or characteristics. Furtheemtrey
emphasize not only leaders’ behavior type orietd@drds
task (by emphasizing technical and
aspects) but also the type oriented towards relstip

stating that leaders are effective not in all ainstances
and not requiring the leader to belong to any sibna
Theory of circumstances as well as theories ofestyid

industrial worksituations clearly singles out the aspects of faskorming

and relationship by evaluating leadership styléhim scale

(when leaders are interested in employees as peoplef “least desirable associate” (MPB) and numbering

appreciate their individuality and pay special mtiten to
their personal demands) (Stogdill, 1963; Bowers96)9
Style theories highlight how the leaders are hairiog
those two types of behavior in order to make aluénfce
to others.
highlighting the importance of leader’s environmdmitt
they remained oriented towards the leader onlyautlihe
evaluation of behavior of employees and their igrfice on

leaders according to their style to the leadereraged
by relationship or encouraged by task (Fiedler, 497
However, the theory contrarily to the theories tfies or
situations does not propose the leader to adofitenistyle

Undoubtedly these theories helped witho different situations in order to improve leadpsin an

organization but contrary proposes to change thstsin
to fit the leader. It is very important that thedhy besides
determinations of leader’s style, in evaluationsifiation

the leader. Therefore there is no wonder theserit®o or context also measures three additional variadéfesng

failed in search of the universal set of leadegsdiwhich
would always ensure effective leadership,

increastn order to determine the

which appears relationship between a leader andnabrer.
last mentioned group’s

satisfaction of employees and improve common morahtmosphere and the level of reliance on the ledoalty

climate and efficiency of organization’s activity.

and leader’s attraction felt by followers are begtgdied.

The importance of employee to behavior of leadetUnfortunately, the main focus still remains on Hoale of

eventually is properly evaluated

in the theories oMPB and determination of leader’s style and deoisio

situations that are focused to leader’s actions in particulaproposed by the theory, as it has been mentioned, a

situations by emphasizing the different situatiogguiring
different leadership. Situational leadership adl &g the
theories of style emphasizes the aspects of

performance and relationship and their proper apptin
in particular conditions. Situational leadershipyever, is

adoption of the situation or the context to thallés style
or, in case it is impossible, the relocation of kader to

tasknother context that more fits his/her style. Th&oal

probability that the same situation in regard te kbader
with another style could be almost ideal is alsa no

based on the presumption which was not applicated ievaluated. So, the influence of employees to taddeship

previous theories that skills and work motivatiof o process

employees change in time, therefore leaders cotirfigrio

changing subordinates have to accordingly changé th

style into more directive (task oriented) or givingpre
support (relationship oriented). An important stewards
understanding of leadership as a process is thesihadd
situational leadership studies the level of evolutiof

remains still unevaluated
circumstances.

In contrast to situational leadership stating tha
leader has to adapt to the level of subordinatesiuéion
and in contrast to the theory of circumstances @som to
adapt the situation to leaders style the theorywaj-

objective emphasizes the relationship between leader’s

in the theory of

subordinates in order to determine the level ofirthe style, characteristics of subordinates and workrenment.

competence and willingness to perform the
(Blanchard, 1985). Four categories of levels of leyges’

taskirst, the theory of way-objective is not narronady to

the explanation of leader’s behavior directed talsathe

evolution were singled out striving to show thate th task or relationship but determines four conceptual

employee in every particular task could be numbeoed
one of these categories. Having properly determitied
level or evolution as another task of the leadées tib adapt
his/her style of behavior to the level of the etioln of an
employee. In short, situational leadership requitks

different forms of leadership and four leadershiples
accordingly (directory, support, encouraging atyivor
oriented towards strides). Besides, the theory'mrfacus
is towards employees’ motivation and the theorjestéhat
the leader’'s duty is to choose an appropriate stfle

leader to adopt his/her style to the competence anrdadership that will increase motivation of suboedes in

devotion of subordinates. So, as distinct from thesoof
features, skills or style, situational theories dstuthe
competence of the employee and as distinct aspeuot f

a particular work environment (House, 1974). In tcast
to feature theory, the theory of way-objective doesstuff
the leaders into the only type of leadership boppses to

the theories of features or circumstances propagati adapt one’s own style according to the situation or

steady leader’s style the situational theories iredeaders
to be very flexible (Graeff, 1983). Subordinate a&ms

unenterprising side of leadership processes, hawéues
the quality of leadership again depends on the \hehaf

the leader only.

motivation demands of subordinates. This theory
emphasizes the meaning of characteristics of sulmies
to the influence of leadership. The theory singlas such
characteristics of subordinates as the demandpefradience,
request the tasks will be structured, control @esind the

Leadership theories mentioned were focused to thkevel of self-understood ability to perform the Kas

aspect if the only and the best type of leaderskigt. The
theory that finally relocated the focus to the eomtof
leadership is the theory afrcumstances. These theories
are focused not to the leader only but to the leadd the
situation he/she is acting. It is the first leatigrstheory

According to the theory, characteristics of suboatis are
determining how they are interpreting behavior bé t
leader in a particular work context. The only thitigat
matters, the theory of way-objective is the onlytlodse
mentioned acknowledging that these characterisiies
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making effect on how the behavior of leaders infles
motivation of subordinates. However, this theorgoal

an outside group. Such negotiation includes intange
where subordinates are performing activity outwards

doesn’'t acknowledge participation of subordinates iformal work description and the leader in his tanakes

leadership and as mentioned theories is orienteehéally
towards leaders only.

more strives on the behalf of these subordinatesewV
subordinates are not interested in new or otherkwor

All theories mentioned emphasize characteristics ofommitments they become the part of an inside grgap
leaders, followers, context or their combinationd an along worse with the leader therefore they usualst

leadership is considered as the aspect of whatteaate
giving to their followers by treating them as a gpoand
applying some style of leadership. However, argoti
analyzes specific relationship between the leaddrexvery

come to work, perform what is required and go holtnis.
important to emphasize that membership in one othan
group is based not on leader’s influence only buthow
the subordinates are expanding the commitmentseif t

subordinate. The only theory of leadership that spayroles in communication with the leader (Graen, 1976

attention to differences that may exist betweenldagler
and every follower and evaluating leadership frame t
point of view of relationship is the theory d&€ader-
member exchange (LMX). This theory considers the
influence of subordinates on the leader to be efsame
importance as the influence of leaders to subotema
LMX theory emphasizes the efficient leadership deise
on efficient interchange between a leader and abraem
Besides the theory acknowledges that personal athéastics
and other features influence how subordinates anding
with the leader or the leader is working with suloates
(Dansereau, 1975), but it brings to the fore theartance of
communications in leadership. According to the tkiean

2006).

In order to research the quality of leader-member
interchange, the questionnaire of 7 questions auewe
enough to be used was created which measures three
aspects of relationship of the leader and memietsare
components of solid partnership: respect, trust and
commitment (Graen & Uhl-Bien, 1995). Researching th
efficiency of an organization according LMX thedhere
was stated that given a very good leader-member
interchange decreases the turnover of employeesk wo
evaluations become better, employees have raises in
position more often, commitments to organizationdme
higher, work tasks are more desirable, better udtit

efficient leadership appears when the communicatiotowards work, leader pays more attention and giese
between the leaders and subordinates is based tralmu support to employees, increases activity and camegress

trust, respect and commitment. The communicaticthis

case is the tool due to which leaders and subdetinare
creating, upholding and saving useful interchaBgeause
the study follows the point of view to processeddership
presented by this theory and is based on methogdalbg

leader-member interchange created by this thedry, t

theory needs to be discussed more thoroughly.

Creation of leadership according to the theory
of leader-member exchange

becomes faster in 25 years (Graen & Uhl-Bien, 1995,
Salciuviene, 2009). No wonder such results encagrag
creation of the model where interchange betweefeduers
and subordinates are used in creation of leadef&igen

& Uhl-Bien, 1991).

LMX theory presents the model of creation of
leadership where it proposes leaders to searchthier
methods of creation of mutual trust and respech it
subordinates, thus changing the whole wok unit iato
inside group. According LMX theory leadership dam
created in three stages: 1) strangers, 2) acquaidaand

As it has been mentioned in the preface, the thebry 3) mature partnership. In the first stage of ,sgens”,
leader-member exchange (LMX) concept of leaderghip interaction in a leader-subordinate dyad usualljnisted
formulated as the process which is focused on thby the rules, where there exists the very trusbintractual

interaction of leaders and followers. LMX theorynsalers
a dyadic relation between leaders and followerseing
the most important thing of the process (Dansergaus).
According to the theory, leaders are getting inedgtigal
dyad touch with every follower therefore all sturet
organizational units could be evaluated as a setuch
vertical dyads. In the evaluation of such dyadtietehip
the theory singles out two types of them: basethemoles
of expanded and bargained positions (additionasjothat

relationship. Leaders and subordinates are conuating
according to the determined organizational rolekeifl
interchange is not qualitative, they essentiallyrespond
the relationship with the members of an outsideigrd@he
subordinate obeys a formal leader having higheitipos
in hierarchy in order to get economic interest itbainder
the leader’s control. At the stage of strangersivaetof
subordinate are directed towards personal intenext
towards group’s welfare (Graen & Uhl-Bien, 1995heT

are named inside a group, and based on formal tabosecond stage, acquaintances, starts when the leader

contract (determined roles), that are named outtide
group. LMX theory states that it is very importatat

subordinate proposes more perfect career directed
interchange that is related with more often chawfe

acknowledge the group or organization includes suckesources and personal or work related informatfeor.

inside and outside groups. In a structural unit aof
organization subordinates become part of insideutside

both the leader and the subordinate this periddrigative
in order to evaluate if the subordinate wants t® tmore

group according to the fact how successfully theg a roles and commitments and if the leader is ready to

working together with the leader and how succelsthke
leader works together with them. Subordinates ésted
in the negotiation with the leader regarding thettena
they would like to do for the group can becomeph#g of

challenge the subordinates. During this period dhads

are digress from interaction that is limited by the
descriptions of work and determined roles only, and
approach the new methods of communication. Accgrdin
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to LMX theory, it is true to say that the quality the quality of a leader-member exchange respond totipesi
interchange is growing. Successful dyads occumethé reciprocity.

stage when acquaintances start developing moreafutu  From the practical point of view it is very impanta
trust and respect. During these interchanges ass | that ideas presented by LMX theory can be applat n
attention is paid to personal interests and maemtion to  different organizations (business, social orgaronat
group’s objectives and strivings. The third stafpeature  public offices and government institutions) andfediént
partnership”, is distinguished by a very qualitatieader- levels of management of organization (Ciarnien®,730
member interchange that essentially corresponds the

relationship with the members of an inside groupviHg Research of leadership as the interaction
reached this stage of their relationship, peoplstteach between the leader and followers

other very much, hold in respect and feel mutual

commitment. They checked their relationship andizss LMX theory we are appealing to, prompts leaders to

they can trust each other. In a mature partnerahlig create the relationship of mature partnership vetlery
mutuality appears between the leaders and subeoedina subordinate and to avoid any inequity. In the stagyare
and they are influencing each other. Besides, énthlird  raising the hypothesis the quality of interacticetvieen
stage the leader and members can trust each othem w the leader and follower and the process of thetioreaf
they are expecting services or a particular helpr F leadership at the same time are influenced by ¢feeamd
example, leaders can trust their subordinatespeitform  sex of subordinates therefore while creating tlagléeship
the additional tasks and subordinates can expegmtosti  that will be based on mature partnership these céspe
and encouragement from the leaders. The essence sisould be taken into account.

leaders and subordinates are interrelated prodigtand The subject selected for the study is one of the
these relationships surpass traditional hieraretgranined members of dyad leader-follower and it is the fato. In
work relationship. They have created an especialljhe second group of the members of dyad leadeviei,
efficient method of communication giving positivesults  leaders, there was evaluated an absolute numbeadérs

to them and the organization. (managers) and their repartition according their which
LMX theory prompts leaders to create the specials important to the study.
relationship with every one subordinates, similarthe The study used the questionnaire of 7 questionsdbas

relationship of an inside group, in order to avimiequality — on LMX theory (Graen, 1995), that allows surely laation
and negative consequences that could be cause bl quality of interchange between leader and follsw
dependence to an outside group. Leaders have pmggo which is based on three aspects of interactiondmtieader
every subordinate the possibility to take new rodesl and members: respect, trust and commitments. The
commitments and not allow their deliberate or invary — questionnaire (LMX7) allowed the evaluation how imuc
unfair opinion to influence whom to invite to anside leader and followers respect abilities of each mtffeel
group (e.g., to avoid unfairness due race, sexposth increasing mutual trust and are feeling strong cament
religion or age). Principles formulated by LMX tmgo to each other. Investigatory were given followingestions
remind the leaders they have to be fair and equalery or statements: 1. Do you know how much your manager
of their subordinates and to cherish a very qual#da satisfied with your activity? 2. Does your manager
interchange. understand the problems of your work? 3. Does your
It should be noticed, that recent studies based\vbX manager understand the possibilities of your wod#k?
theory present rather complicated view of reciggocif  What is the probability your manager would usepbever
manager-subordinate relationships. It was found shah  of his/her position in order to help solving youonk
factors of behaviour as a role conflict, role anitigand  problems? 5. What is the probability your managetie
intrinsic  task satisfaction moderate the relatigmsh stand bond from you taking the responsibility despi
between leader-member exchange and subordinakés/her power of his/her position? 6. | trust mynager
performance. The lower role conflict and the highgle  enough to maintain and authorize his/her decisid@rw
ambiguity and intrinsic task — the higher is sulmmte  he/she is absent to do this. 7. How would you dlescr
performance (Kenneth, 2002). At present time LM¥aty  your work relationship with your manager? Every
assesses three components of reciprocal behavioguestion/statement was presented with evaluatiate so
immediacy, equivalence and an interest motive. #sw points from 1 (absolutely negative answer/evalugtio 5
found that immediacy, equivalence and a self-istere (very positive answer/evaluation). Reliability ofi énner
motive are negatively associated, and mutual moisve compatibility of the scale is satisfactory (Cronbac =
positively associated with relationship qualitye.). the 0.87). Respondents also were asked to indicate 4bg,
higher the quality of leader-member relationshiye, lower age and work experience in the work place the rebea
importance for them is immediacy, equivalence aelff s was being performed.
interest of their behaviour. It is important, thay the The research was performed among the higher medical
evaluation of all complex of these three factorsl @m staff of stationary departments of Kaunas countgpital
interest motive, LMX theory marked negative recipty and its branch Kaunas psychiatry hospital. 25
in manager-subordinate relationships, charactetisethe  organizational units were researched. The groughef
exchange of injuries, self-interest, low mutual ater- investigated includes 105 doctors: 75 women (7 &rggnt
interest motive, and low equivalence and immediacy of the group) and 30 men (28.6 percent of the droup
leader-member behaviour. By LMX theory, even lowQuestionnaires of the research were filled (in ¢heup
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examined) by 83 investigatory (79 percent of the23.4-35 (high quality). Non qualitative interchangas
investigatory group) among them 48 women (64 pédrcerevaluated as a leader-follower dyad being at ti& $tage

all women of the group), 27 men (90 percent ofr@dh of  of the creation of leadership or “strangers”, agerguality

the group) and 8 persons that haven't indicated #e&x.  means the second stage (,acquaintances"), anddjoiglity

In not investigated group of leader-follower dysalyed 25 s the third stage or “partnership”.

persons (doctors — heads of departments among tHem The results received on the first stage are: sum of
women (56 percent of all group of managers) andnéh points of 1 respondent correspond non qualitative
(44 percent of all group of managers).Filled questaires interchange (1.2 percent all group investigatdd,sum of
were analyzed in two separate stages and then lbvera5 respondents — average quality (30.1 percemt)suim of

analysis of research conclusions received was jeefo. 57 respondents — high quality (68.7 perceicording to
The first stage of the analysis was performed geor the sex respondents in every stage spread addwil |
to ascertain the level of quality if interchangavieen the stage — 1 woman (2.1 percent all women group

leader and follower (non qualitative, average oghhi investigated), Il stage — 17 women (35.4 percenthef
quality interchange), corresponding one of the edagf women investigated) and 6 men (22.2 percent aiatlh),
creation of leadership in all group of investiggtor Il stage — 30 women (62.5 percent) and 21 men8(77.
(strangers, acquaintances or partnership), and #@so percent). Spread of all group investigated in pasce
evaluate spread or these indicators separately @mmeam among groups of women and men is indicated in the
and women and spread according the age groupghiSo Figure 1.

end the overall sum of points was calculated in the Analyzing respondents according the age groups in
questionnaires. The least possible sum of poiftsllor  every stage of the creation of leadership, theaedents
answers/evaluations is 7 points, the highest sun35is were grouped according to the age decades: ageD 21-
(according to Graen & Uhl-Bien, “The Relationshigsed years were assigned to the Il decade, aged 31-#0 —
approach to leadership: Development of LMX theofy odecade, aged 41-50 — V decade, aged 51-60 — Viddeca
leadership over 25 years: Applying a multi-levelyltin ~ aged 61-70 — VIl decade, and aged 71-80 — VII decad
domain perspective“, 1995. Leadership Quarterl\2),6( The only respondent was in the stage | therefaestinead
219-247). In order to subsume the received tatal f was impossible to determine. 22 respondents irgticat
points to one of the three stages of creation adideship, their age in the stage I, and 52 in the stageTd.be more

all possible sum of points was brought into thre@ad evident, Table 2 indicates the spread of age graops
levels of the valuation: the sum of point equalllél(non percents between the respondents in the staged llla
qualitative interchange), 11.7-23.3 (average qualind

Spread in women and men groups in every sageof creation of leader ship (per cents)
100 77.8
80 625
00 35.4 "
40 222 "M
20 21 0 r
0
| stage Il stage Il stage
Figure 1. Spread in women (W) and men (M) groups in evergest the creation of leadership (percents)
Spr ead of age gr oups among the r espondents in the stages |1 and 111
(per cents)
40 36.5
Il st.
4.5 m 1l st.

Ill decade IVdecade Vdecade Vldecade VIl decade déditade

Figure 2. Spread of age groups according the age decadegyadhmnrespondents in the stages (st.) Il and didpnts)
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Generalization of the results of the first reseastadge member interchange. To that end every point questias
would be as follows: evaluated by a respondent in points: 1 — very low
1. Not less than two thirds of respondent in groupevaluation, 2 — low, 3 — average, 4 — high, 5 -y\wgh

investigated (68,7 percent) have high quality change (according to Graen & Uhl-Bien, “The Relationshigsed
with their leaders and are at the stage IIl ofdteation of approach to leadership: Development of LMX theofy o
leadership or “partnership”. All these respondeatsid be leadership over 25 years: Applying a multi-levelultia
assigned to an inside group. The only responderst walomain perspective”, 1995. Leadership Quarterly2),6(
determined having non qualitative interchange whlke 219-247). In order to determine the questionskestants
leader and being in the stage | of creation oféesitip or most effecting common indices of evaluation, theceets
“strangers”. So, only 1 person of the group carclearly  of spread of evaluation given to every questiotéstent
assigned to outside group. Almost the third opoeglents were evaluated in the measure of all group investi,
have an average quality of interchange with thddeand and also comprehensive evaluation of the percentheo

are at the stage Il of creation of leadership osummed very low and low evaluations and summed high
“acquaintances”. This group of respondents canmdt band very high evaluation of all questions/statemmémtthe
clearly assigned neither to inside nor to outsidrigs. measure of all group investigated. Finally, a petrce

2. At the stage lll or partnership there are 3.5 timeexpression of the evaluations given to every
more men from the group investigated (77.8 peroéatl  question/statement was evaluated in groups of waoamnen
questioned men) than at stage Il or “acquaintan(@®?2 men, in order to research the influence of sexefmamte
percent). No man had non qualitative interchangethe aspects of leader-member interchange. The
Accordingly to the women at stage Ill numbers mbré  comprehensive results of low and high evaluatioms i
times (62.5 percent all questioned women) thaheastage percents were received in the measure of all group
Il or “acquaintances” (35,4 percent). investigated. The lowest evaluations were giventhe

3. At the stage Il (“acquaintances”) among allfollowing questions (sequence from the lowest): So.
respondents participating and indicating their s@mmen (16.8 percent), No. 2 (14.5 percent) and No. 1414.
have more 3.2 times (76 percent) than men (24 pra®  percent). The least number of high evaluationsevgiven
the stage Il (“partnership“) women have more ol to the same questions (sequence from the lowest):5N
times (59 percent) than men (41 percent), and solake  (54.3 percent), No. 1 (54.3 percent) and No. 2 g57.
figures the number of representatives of both sdases percent). These questions can be evaluated amadisé
almost equal. problematic to the group investigated. The leastlmer of

4. Taken all respondents presenting at the stage lbw evaluation was given to these questions (sexpien
(“acquaintances") who indicated their age and dberafrom the lowest): No. 7 (3.6 percent), No.6 (3.6ceat)
percent of all respondents in this stage exceeded zZand No. 3 (4.8 percent). The highest evaluationsewe
percent, not less than the quarter (27.4 perceat)rathe given to the same questions (sequence from thessigh
decade IV (age group 31-40 years). Accordingly nattee  No. 7 (75.9 percent), No. 3 (73.5 percent) and 8N¢71.1
all respondents at the stage Il (“partnership@réhare percent). These questions can be evaluated amadisé
already two age groups with at least a quarter Ibf afavorable to the group investigated. The questiomn 4
respondents: 36.5 percent are in the decade Vdeme comprehension to the questions with the lowestigindst
41-50 years) and 26.9 percent in the decade Vidgagep evaluations takes the medium position (accordirigly8
51-60 years). The only respondent of all assigmethé percent of low evaluations and 67.5 percent of lughs)
stage lll is in the decade Il (age group 21-30rgka and can be evaluated as little or average problemat
The second stage of the evaluation of results nasded Spread of the results of evaluation of every
to determine the importance of the separate aspedfsiestion/statement in percents separately in thapgr of
(respect, trust and commitment) to the quality edder- women and men is indicated in the Table 1.

Table 1
Spread of evaluations of every question/statement (from 1 up to 7) in percents separately in the groups of women (W) and
men (M)
Evaluation Very low Low Average High Very high
Sex W M W M W M W M W M
Spread of 1 question 16.7 0 4.2 7.4 25.0 37.0 43.7 33.4 104 22.2
evaluations | 2 question 2.1 3.7 125 11.1 29.2 22.2 33.3 18.5 922 | 445
in percents 3 question 0 0 6.3 0 27.1 11.1 45.8 48.2 20.8 40.7
4 question 4.2 0 8.3 0 25.0 18.5 45.8 55.6 16.1 9 25.
5 question 6.2 3.7 125 3.7 39.6 14.8 29.2 51.9 512.] 25.9
6 statement 2.1 0 0 3.7 35.4 7.4 45.8 40.7 16.1 2 48.
7 question 2.1 0 2.1 3.7 20.8 14.8 52.1 37.0 229 454

Generalization of the comprehensive results of the 1. Among the respondents who gave very low and
spread of the evaluation of every question/statémemow evaluations to question 1 there are more wogén
separately in women and men groups presented in thienes than men (20.9 percent of all women group &add
tables 3-9 is as following: percent all men group). In the evaluation of very,|low
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and average evaluations together number of resptmiee  men than by women (30.7 percent of all women grangh
almost equal (45.9 percent of all women group afdl 4 77.8 percent of all men group). Women who gavéigb
percent of all men group). Very high evaluationsthis  or very high evaluation are 3 times more than nany(
question were given more by men 2.1 times than bgvery fifth men gave no high or very high evaluafio
women (10.4 percent of all women group and 22.2quér 6. Among the respondents who gave very low and
of all men group). In the evaluation of high andywhigh low evaluations to the question 6 the number of wom
evaluations together the number of respondentémsst  and men is almost equal (2.1 percent of all womenm
equal (54.1 percent of all women group and 55.6qydrof and 3.7 percent of all men group). In evaluationvery

all men group). low, low and average evaluations together respdsden

2. Among the respondents who gave very low andvomen are more 3.4 times than men (37.5 perceall of
low evaluations to the question 2 the number of em women group and 11,1 percent of all men group)y Ver
and men is almost equal (13.6 percent of all wogrenp  high evaluations to the question were given mao@etitnes
and 14,8 percent of all men group). Also ther@asbig by men than by women (16.7 percent of all womerugro
difference between low and average evaluationsthege and 48.2 proc. of all men group or almost everyosdc
(42.8 percent of all women group and 37 percenalbf man). In evaluation of high and very high evalomasi
men group). Very high evaluations were given moye btogether there are little more 1.4 times men thaman
men than by women (22.9 percent of all women grangh  (62.5 percent of all women group and 88.9 percérallo
44.4 percent of all men group or almost every séconmen group). However in another evaluation number of
man). In the evaluation of high and very high eatibns  women who gave no high or very high evaluationiggér
the difference between respondents becomes smailh ag 3.4 times than that of men.

(56.2 percent of all women group and 63 percenalbf 7. Among the respondents who gave very low and
men group). low evaluations to the question 7 the number of wom

3. Among the respondents who gave low andand men is almost equal (4.2 percent of all womeum
average evaluations to the question 3 the number a@ihd 3.7 percent of all men group). Also there isbigp
women is bigger 3 times than that of men (33.4gmrof difference in evaluations together with averagdwatans
all women group and 11.1 percent of all men grolip). (25 percent of all women group and 18.5 percenalbf
absolute figure no respondent gave the questibiereitery  men group). However very high evaluations were mite
low or very high evaluation. Very high evaluaticosthe the question by men more 1.9 times than by womerd(2
question were given by men more 2 times than womepercent of all women group and 44.5 percent ofnah
(20.8 percent of all women group and 40.7 percérdllo group or almost every second man). In evaluatiohigh
men group). In evaluation of high and very highand very high evaluations together women and men ar
evaluations together number of men is little oryohl3  almost equal again (75 percent of all women grong a
times bigger than women (66.6 percent of all womerup ~ 81.5 percent of all men group).
and 88.9 percent of all men group). The number ahen
who have not given either high or very high evabrats 3 Conclusions and proposals
times bigger than that of men.

4. Very low and low evaluations to the question 4  The performed research of interaction between the
were given by 12.5 percent of all women. No meregde leader and followers showed some differences among
question very low or low evaluations. In evaluatiof ~Sexes in the process of the creation of leadersbigspite
very low, low and average evaluations togetherettame  the fact the major part of group investigated wasnen
women 2 times more than men (37.5 percent of athem  (71.4 percent of the group) similar expressiorhes index
group and 18.5 percent of all men group). Veryhhigin percents remains only in the group which created
evacuations to the question were given by men mbrelaverage quality interchange with the leader (7@eerof
times than women (16.7 percent of all women grong a women). In the group which created high quality
25.9 percent of all men group). In evaluation afthand  interchange with the leader this index practicaiécomes
very high evaluations number of men is little ofyoh.3 ~ equal. So, the tendency shows up that the nunfoeen
times bigger than that of women (62.5 percent ¢f albigger twice in comparison to women group creaigh h
women group and 81.5 percent of all men group). berm quality interchange with the leader and reachesstage
of women who gave no high or very high evaluatisr2i Il “partnership®. According to the fact the nunhef both
times bigger than that of men. sexes in the non investigated group of leader-me azed

5. Among the respondents who gave very low ands similar (in absolute figures women take even en&t
low evaluations to the question 5 women are moge 2.percent of the group of managers is women and #eepe
times than men (18.7 percent of all women group add men), it could be stated the sex of the leader mas
percent of all men group). In evaluating very ltaw and ~ important meaning to this tendency.
average evaluations together women respondentg.ére The research also revealed some influence of tee ag
times more than men (58.3 percent of all womengmu Of the follower to the quality of interchange withe
more than half of the women and 22.2 percent ofreth  leader. Average quality interchange with the leduisyins
group). Very high evaluations to the question wgiven 2 evidencing in the decade Ill (age group of 21-3argpand
times more by men than women (12.5 percent of aklearly raises in decade IV (age group of 31-40s)eand
women group and 25.9 percent of all men group).hHighigh quality interchange with the leader evidendes
and very high evaluations were given 2.5 times nfye decade IV and clearly raises in decade V (age godui-
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50 years) and decade VI (age group of 51-60 yearBe evaluated by women more 3.4 times than men and as
questions how this tendency is related to particulaabsolutely not problematic by men more 2.9 timeanth
investigated group (medical doctors) and what ie thwomen). Similar tendency remains in the analysighef
influence of work experience and self-trust could b question 4 which we called average problematic: the
answered by an additional research of these aspects number of women who gave no high or very high
We called the analysis of the questions mosevaluation was bigger 2 times than that of men.
problematic one also showed some tendencies. The The analysis of the interaction between the leaahelr
evaluation of the question 5 revealed very clefierdinces followers allow us to make the final generalizatian
between sexes: much more than half women and erlye follows:
fifth man considered this question as very probtama 1. The more aged are the respondents, the more
problematic or average problematic (even everly ifomen  often high quality interchange occurs with the kadnd
considered the question as very problematic). Bédive  mostly this tendency is seen among the responceayad
men considered this question as absolutely notigmadtic.  41-60 who already have some work and life expegenc
The evaluation of the question 1 by both sexes veag 2. Besides, the major part of the investigated group
similar but there appeared the difference betwesg low  consists of women, even twice more men in compariso
and very high evaluations (this question was evatlas a women group create high quality interchange i
problematic or very problematic by women 2.8 timesre  leader and reach the stage I, “partnership*.
than by men and as not problematic at all by mériges 3. Men trust their leader more than women and are
more than women). The evaluation of the questiohi®th  ready to protect and to explain his/her decisicossibly
sexes was similar again but this time appearedetidency because of their proactivity higher that of womem i
of very high evaluation (very positive i.e. as dbly not showing persona; proactivity men better feel lesder
problematic question was evaluated by every seenad understands and supports them better than women.
and only by every fifth woman). We called the as#yof 4. Women feel less understood by their leaders,
the questions most favorable as it revealed similaconsiderably less than men trust them and moreselte
tendencies. The evaluation of the question 7 dofi Iseixes ready to protect themselves and to explain thaiisimns.
was similar but again appeared the tendency of hagl 5. However, despite the quality of the interchange
evaluations (very positive i.e. as absolutely mobfematic  with the leader, women who make the major parthef t
guestion was evaluated by every second man ancegaly members of dyad are not less pleased in theirioaktiip
fifth woman). In the evaluations of the questioagpeared with the leader than men.
differences between sexes both in low and average Thus, our hypothesis that the quality of the intdoa
evaluations and in very high evaluations (this tjopsvas between the leader and a follower and the procéss o
considered as problematic or average problematigdigen  creation of leadership at the same time are infladrnby
3 times more often then men and as absolutely ndhe age and sex of subordinates was proved in this
problematic by men 2 times more often than womém). research. Therefore it could be stated that degpdenpt
the evaluation of the question 6 appeared differenc of leaders by LMX theory to create relationshipnuditure
between sexes both in very low, low and averagkiatians  partnership with every subordinate avoiding anyqingy,
and in very high evaluations (as vary problematicnevertheless it's necessary such aspects as ageeanf
problematic or average problematic this questions wafollowers should be taken into account.
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Giedrius Kaminskas, Edverdas Vaclovas Bartkus, BxanRilinkus
Lyderystéskaip lyderioir sekéjy tarpusavio saveikos problemos
Santrauka

Daugelyje lyderysis teorijy pabgZiamos lydeti, sekju, konteksto ary derinio savybs, o lyderyst yra tai, k lyderiai teikia savo sejams,
elgdamiesi su jais kaip su grupe. Lydeggsteorija, lyderyst vertinanti santykj poZiiriu, yra lyderio nario maip (LNM) teorija. Remiantis Sia teorija,
pavaldiniy jtaka lyderiui yra tokia pat reikSminga lyderysteiik ir paiy lyderiy jtaka pavaldiniams. LNM teorijoje pateikiamas lydsg kirimo
modelis — lyderiai turi ieSkotituly, kaip sukurti abipuspasitikéjima ir pagarla su visais pavaldiniais, taip wislarbo padalinpavetiant vidine grupe.
LNM teorijoje raginama lyderius kurti brandZios pearyses santykius su kiekvienu pavaldiniu vengiant bedidaliSkumo. Siuo metu LNM teorijoje
ivertinami tokie trys reikSmingi lyderio nario elgses veiksniai, kurie svafis jy tarpusavio sveikai: betarpiSkumas, lygiavertiSkumas ir naudos
motyvas. Svarbu tai, kad vertinantv&iksniy kompleksg ir naudos motyy, LNM teorijoje iSskiriama ir neigiama tarpusavigvsika. Remiantis LNM
teorija, net Zemos kokyb lyderio nario mainai priklauso teigiamai tarpusasqveikai.

Autoriai kelia hipoteg, kad lyderio ir se§jo tarpusavio sveikos kokybei, kartu ir lyderyss kirimo procesui turjtakos pavaldini amzius bei Iytis,
todel, kuriant lyderyst, i Siuos aspektus téty bati atsizvelgiama.

Praktiniu poziriu svarbu ir tai, kad LNM teorijoje pateiktas¢jds galima taikyti tiek skirtingose organizacijo$eerslo, visuomenigse
organizacijose, vieSogstaigose bei vyriausyhise institucijose), tiek skirtingais organizacijadymo lygiais.

Lyderio ir sekju tarpusavio sveikos tyrimas, kuriame dalyvavo Kauno apskritiggonines ir jos filialo — Kauno psichiatrijos ligonés,
stacionarini skyriy aukStesnysis medicinos personalas, atskleith tikrus skirtumus tarp iy lyderyses kirimo procese ir tam tikrseléjuy amziaus
itaka mainy su lyderiu kokybei.

Nepaisant to, kad tiriamosios gagpatstoy didZiaja dal sudaro moterys (71,4 proc. visos grsip Sio rodiklio procentiaiSraiSka iSlieka panasi tik
vidutinés kokykes mainus su lyderiu sakusioje grugje (76 proc. motey). Aukstos kokybs mainus su lyderiu sakusioje grugje Sis rodiklis praktiskai
susilygina. Taigi iSry3%§o tendencija, kad net dvigubai daugiau wyrei moteq sukuria aukstos kokys mainus su lyderiu ir pasiekia drgi,
Jpartnerysts”, etap. AtsiZzvelgiantj tai, kad netirtoje lyderio séjo diados grupie skirtingy lyciy atstow skatius yra panaSus (moteyra net Siek tiek
daugiau: 56 proc. visos vadogrup:ss sudaro moterys ir 44 proc. — vyrai), galima felgid lyderio lytis Siai iSry3§usiai tendencijai reikSmingagakos
neturi.

Vidutinés kokykes mainai su lyderiu ima reikstis tiajame etape (21-30 amZiaus gfep ir gerokai padigja ketvirtajame etape (31-40 met
amziaus grugie). Aukstos kokybs mainai su lyderiu ima reikstis ketvirtajame etapgerokai padidja penktajame (41-50 megaimZiaus grugje) ir
SeStajame etapuose (51-60 ynetnziaus grugle). [ klausimy, kiek Si tendencija susijusi su kon&i@tirtaja grupe (medicinos gydytojai) ir kakitaka
tam turi sukaupta darhirpatirtis bei pasitiimas savimi, galima atsakyti atlikus papildomusa@speki tyrimus.
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Atlikus jvardiny kaip problemiskiausi klausimanaliz, taip pat iSryS&o tam tikros tendencijodvertinus 5 klausim iSrySkejo dideli skirtumai
tarp iy kur kas daugiau nei paivisy moten ir tik kas penktas vyras mankad Sis klausimas arba labai problemiskas, arbblgmiskas, arba
vidutiniSkai problemiskas (net kas penkta moterigausim vertino kaip labai problemigk S klausim kaip visiskai neproblemigkvertino net 4 i§ 5
vyry. Pirmu klausimu abigjly¢iy atstow; vertinimas buvo panaSusgiau iSrySkjo skirtumai tarp Iyiy skiriant tiek labai Zemus ir Zemipgeriius, tiek
labai aukStugvertius (3 klausiny kaip problemisk ar labai problemiskivardijo 2,8 karto daugiau motenei vyn, o kaip visiSkai neproblemigk- 2,1
karto daugiau vyr nei motey). 2 klausimu abiegj ly¢iy atstow; vertinimas ¢l buvo panaSus, tau Jkart iSrySkjo labai auk3t ivertiy skyrimo
tendencija (labai teigiamai, t. y. kaip visiSkaipneblemiSlk klausim, vertino net kas antras vyras ir tik kas penktaeams). Atlikus jvardyly kaip
palankiausi klausimp analiz, iSrySkejo panaSios tendencijos. 7 klausimu abiggiy atstow vertinimas buvo panaSusgiau el iSrySkejo labai aukst
ivertiy skyrimo tendencija (labai teigiamai, t. y. kaigigkai neproblemigkklausimy, vertino net kas antras vyras ir tik kas penktaems). Vertinant 3
klausim, iSrySkejo skirtumai tarp Iyiy skiriant tiek Zemus ir vidutiniugvergius, tiek labai aukStuwercius (§ klausim kaip problemisk ar vidutiniSkai
problemiSl jvardijo 3 kartus daugiau motenei vyn, o kaip visiSkai neproblemigk— 2 kartus daugiau wyrnei moteq). Vertinant 6 klausirg
iSrySkejo skirtumai tarp Iyiy skiriant tiek labai Zemus, Zemus ir vidutiniugktiabai aukStugrertius (§ klausimy kaip labai problemisk problemisk ar
vidutiniSkai problemisk ivardijo 3,4 karto daugiau motemei vyn, o kaip visiSkai neproblemi§k— 2,9 karto daugiau wyrnei moten). Panasi
tendencija iSsilaik ir analizuojantivardyly kaip vidutiniSkai problemiSkas 4 klausimmoter, neskiriadiy auksto arba labai auksteercio, buvo 2
kartus daugiau nei vygr

Atlikus lyderio ir sekjy tarpusavio sveikos tyrimo rezultat analiz, buvo suformuluoti Sie galutiniai apibendrinima): kuo vyresnis amzius, tuo
dazniau ima formuotis aukstos kokgbmainai su lyderiu; labiausiai Si tendencija ik&y& tarp 41-60 mgtamziaus respondeptkurie jau turi sukaup
tam tikra darbo ir gyvenimisk patirt; 2) nepaisant to, kad tiriamosios géamatstov didZiaja daf sudaro moterys, net dvigubai daugiauyyyalyginti
su motet grupe, sukuria aukstos kolkdgmainus su lyderiu; 3) vyrai labiau nei moterysitild savo vadovu ir yra pasireaginti ir pateisinti jo
sprendim; 4) moterys jatiasi maZiau suprastos savo vadogerokai maziau negu vyrai jais pasitiki icie bina pasirengusios pas ginti ir
pateisinti j1 sprendimus; 5) nepaisant maisu lyderiu kokybs, moterys, kuti yra didZioji dalis tarp diados narine ki maZiau patenkintos savo
santykiais su lyderiu negu vyrai. Tédyalima teigti, kad nors LNM teorijoje raginamidigriai kurti brandZios partneryst santykius su kiekvienu
pavaldiniu vengiant bet kokio SaliSkumo, vidtd lyderysts kiirimo procese iitina atsizvelgti tokius aspektus, kaip sgif amzius ir Iytis.

RaktazodZiailyderyst, lyderiai, sekKjai, diadinis ry3ys, vidia grupe, iSorine grupe, lyderysés kirimo procesas, brandzios partnergsisantykiai.

The article has been reviewed.
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