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Dobrai, Katalin 

IN MEMORIAM OF PROFESSOR DR. FERENC FARKAS (1949-2016) 

Dr. Ferenc Farkas was a Member of the Faculty of Business and Economics of the University 

of Pecs where he worked for 44 years. 

His teaching areas included leadership, organizational behavior, change management, and 

human resource management. He participated in the development of study materials of these 

disciplines, and also of business majors and minors that were using these materials. He was a 

supervisor of many Hungarian and foreign PhD candidates. He was able to align his academic 

career and his everyday experiences in the business and nonbusiness sector organizations. 

The research interest of Professor Farkas included nonprofit management and leadership, 

human resource management, knowledge management, and change management. He was 

the team leader of several Hungarian and international projects, and also a member of 

numerous (both Hungarian and international) journals of management. Both nationally and 

internationally, as an author and/or editor, he published over 250 papers and 15 books and 

numerous book chapters, frequently participated in international conferences and published 

conference papers and journal articles in Hungarian and in different foreign languages. 

Professor Farkas held different positions at Faculty and University level; and for his 

outstanding performance and excellence in teaching, research and university management he 

received high ranked awards from the local government and the President of Hungary, and 

also from the Rector of the University. He held positions of Board of Directors and Board of 

Trustees in for-profit and nonprofit organizations. 

 

This conference honors his achievements as a scientist, as an excellent professor, and as an 

outstanding expert in management. 
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9ƭǃǎȊǃ ς Preface 
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Hofstede, Geert 

GREETING WORDS BY EMERITUS PROFESSOR GEERT HOFSTEDE, THE 

NETHERLANDS, ON SKYPE 

Dear audience, 

Nearly ten years ago, on 15th October 2009, I attended a conference at this University on 

ά/ǳƭǘǳǊŜ ƻŦ .ǳǎƛƴŜǎǎ ς Capital of CultureέΦ Simultaneously three colleagues, one from Hungary, 

one from Italy and one from the U.S.A., and I received an Honorary Doctorate in Economics. 

hƴ ŀ ǇƛŎǘǳǊŜ L ǎǘƛƭƭ ǇǊŜǎŜǊǾŜ ǿŜ ŀƭƭ ŦƻǳǊ ǎǘŀƴŘ ƛƴ ƻǳǊ ƴŜǿ tŞŎǎ ǊƻōŜǎ ƻƴ ŜƛǘƘŜǊ ǎƛŘŜ ƻŦ wŜŎǘƻǊ 

Ferenc Farkas.  

¢ƘŜ ƴŜȄǘ Řŀȅ L ƎŀǾŜ Ƴȅ ǘŀƭƪ ƻƴ ά.ǳǎƛƴŜǎǎ Dƻŀƭǎ ŦƻǊ ŀ bŜǿ ²orld OrderέΦ I had retired from 

Maastricht University in the Netherlands in 1993, and among other adventures, I had been a 

Visiting Professor at Hong Kong University in China. My ǘŀƭƪ ƛƴ нллф ƛƴ tŞŎǎ ǊŜŦŜǊǊŜŘ ǘƻ ŀ 

questionnaire I had developed in 1998 with and for my Hong Kong Business Administration 

students, evening students with day jobs in business, about the relative importance to their 

own Business Leaders of 15 goals. I presumed that MBA students were better informers about 

the real goals of their leaders than the leaders themselves, who if asked were likely to produce 

ƳƻǊŜ άǿƛǎƘŦǳƭ ǘƘƛƴƪƛƴƎέΦ  

I presented the outcome of this experiment at an international conference in Korea, and to 

my happy surprise, a number of colleagues from different countries asked for a copy of our 

questionnaire, to use it with their own students. Within six months I got their results from 17 

ŎƻǳƴǘǊƛŜǎΣ ŀƴŘ L ƘŀŘ ǘƘŜ ƳŀǘŜǊƛŀƭ ŦƻǊ ŀƴ ŀǊǘƛŎƭŜ ƻƴ ά.ǳǎƛƴŜǎǎ Dƻŀƭǎ ŦƻǊ ŀ bŜǿ ²ƻǊƭŘ hǊŘŜǊέΣ 

which showed the variety of goals perceived by evening MBA students with day jobs in 

business among these 17 countries, around 1999. 

Across countries, dominant goals were growth, continuity, short-term profits and personal 

wealth. Goal profiles differed among countries, however. When the business world went 

through the crisis of 2008, the most affected countries were the U.S.A. and others most 

stressing short-term profits and personal wealth. Least affected were China and Germany, 

stressing respecting ethical norms and responsibility towards society. One of the countries 

participating was Hungary, with a middle position, and besides the Hungarian results in 1999, 
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I ƘŀŘ ǊŜŎŜƴǘ Řŀǘŀ ŦǊƻƳ ŀ ǎǘǳŘȅ ƛƴ tŞŎǎ ƛƴ нллфΦ {ƻ my ǘŀƭƪ ŀōƻǳǘ ά.ǳǎƛƴŜǎǎ Dƻŀƭǎ ŦƻǊ ŀ bŜǿ 

²ƻǊƭŘ hǊŘŜǊέ ƘŀŘ ŀ ǎƻƭƛŘ ƭƻcal research base. 

You ŀǊŜ ƴƻǿ ŜƴǘŜǊƛƴƎ ŀ ŎƻƴŦŜǊŜƴŎŜ ƻƴ άaŀƴŀƎŜƳŜƴǘ ŀƴŘ [ŜŀŘŜǊǎƘƛǇ ƛƴ ǘƘŜ 21st /ŜƴǘǳǊȅέ ŀƴŘ 

ǘƘŜ ǎǳōƧŜŎǘ ά.ǳǎƛƴŜǎǎ Dƻŀƭǎέ ƛǎ ǎǘƛƭƭ ŀǎ ŎǳǊǊŜƴǘ ŀǎ ƛƴ нллфΦ I wish you an inspiring conference! 
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WŀǊƧŀōƪŀΣ #ƪƻǎ 

Lb¢;½9¢LD!½D!¢jL Ym{½mb¢p 

JARJABKA #Yh{ 

¢ƛǎȊǘŜƭǘ wŜƪǘƻǊ ¨ǊΣ 5Şƪłƴ ¨ǊΣ 9ƭƴǀƪ ¨ǊΣ ±ŞŘƴǀƪ ǳǊŀƪΣ ƪŜŘǾŜǎ aŜƎƘƝǾƻǘǘŀƪΣ IǀƭƎȅŜƛƳ Şǎ ¦ǊŀƛƳΗ 

! bŜƳȊŜǘƪǀȊƛ ¢ǳŘƻƳłƴȅƻǎ YƻƴŦŜǊŜƴŎƛŀ ǀǘƭŜǘŜ ǎȊƛƴǘŜ ŀƪƪƻǊ ŦƻƎŀƭƳŀȊƽŘƻǘǘ ƳŜƎ ŀ t¢9 Y¢Y ±{½L 

ƻƪǘŀǘƽƛ ƪǀȊǀǎǎŞƎŞōŜƴΣ ŀƳƛƪƻǊ нлмсΦ ƻƪǘƽōŜǊŞōŜƴ ŜƭǾŜǎȊǘŜǘǘǸƪ ŀȊ LƴǘŞȊŜǘǸƴƪ ǾŜȊŜǘǃ 

ǇǊƻŦŜǎǎȊƻǊłǘΣ CŀǊƪŀǎ CŜǊŜƴŎŜǘΦ ¢ǳŘǘǳƪΣ ƘƻƎȅ ŜƎȅ ƛƭȅŜƴ ŦƻǊƳłǘǳƳǵ ǾŜȊŜǘǃΣ ƻƪǘŀǘƽΣ ƳŜƴǘƻǊ Şǎ 

ƳŜƴŜŘȊǎŜǊ ƴŜǾŜ Şǎ ǾŜƭŜ ƳŜƴǘŀƭƛǘłǎŀ ƴŜƳ ƳŀǊŀŘƘŀǘ ƴȅƻƳ ƴŞƭƪǸƭΣ ŜȊŞǊǘ ƳłǊ нлмт ςben 

ƳŜƎǎȊŜǊǾŜȊǘǸƴƪ ŀ ƘŀȊŀƛ ǘłǊǎŜƎȅŜǘŜƳŜƪ ƻƪǘŀǘƽƛ ǊŞǎȊǾŞǘŜƭŞǾŜƭ ŜƎȅ ŜƳƭŞƪƪƻƴŦŜǊŜƴŎƛłǘ CŀǊƪŀǎ 

ǇǊƻŦŜǎǎȊƻǊ ǘƛǎȊǘŜƭŜǘŞǊŜΣ ƳŀƧŘ ƭŞǘǊŜƘƻȊǘǳƪ ŀ CŀǊƪŀǎ CŜǊŜƴŎ ŘƝƧŀǘ Şǎ ǀǎȊǘǀƴŘƝƧŀǘ ŀȊƻƴ Ŧƛŀǘŀƭ 

ƻƪǘŀǘƽƪ Şǎ ƘŀƭƭƎŀǘƽƪ ǎȊłƳłǊŀΣ ŀƪƛƪ ǘƻǾłōōǾƛǎȊƛƪ tǊƻŦŜǎǎȊƻǊ ¨Ǌ ǎȊŜƭƭŜƳƛǎŞƎŞǘΦ 

#Ƴ ŀ ƭŜƎŦƻƴǘƻǎŀōō ŜƭŜƳ ŜƪƪƻǊ ƳŞƎ ƘƛłƴȅȊƻǘǘΥ 9Ǝȅ ƻƭȅŀƴ ǘǳŘƻƳłƴȅƻǎ ǀǎǎȊŜƧǀǾŜtel, mely 

ƘƻǎǎȊǵǘłǾƻƴ ŦŜƴƴǘŀǊǘƘŀǘƽ ƳƽŘƻƴ ƘŀƎȅƻƳłƴȅǘ ǘŜǊŜƳǘΣ ŀƘƻƭ ŀ ǾƛƭłƎōƽƭ ŞǊƪŜȊŜǘǘ ǘǳŘƽǎƻƪ Şǎ 

Ŧƛŀǘŀƭ ƪǳǘŀǘƽƪ ǘŀƭłƭƪƻȊƘŀǘƴŀƪΣ ŜǎȊƳŞǘ ŎǎŜǊŞƭƘŜǘƴŜƪ ƻƭȅ ƳƽŘƻƴΣ ŀƘƻƎȅŀƴ CŀǊƪŀǎ tǊƻŦŜǎǎȊƻǊ ŎŞƭƧŀ 

is volt.  

mǊǸƭǀƪΣ ƘƻƎȅ Ƴƻǎǘ ƛǘǘ łƭƭƘŀǘƻƪ mƴǀƪ Ŝƭǃǘǘ Şǎ ōŜƧŜƭŜƴǘƘŜǘŜƳΣ ƘƻƎȅ ŜǊǃŦŜǎȊƝǘŞǎŜƛƴƪŜǘ ǎƛƪŜǊ 

ƪƻǊƻƴłȊǘŀ Şǎ ŞƭŜǘǊŜ ǘǳŘǘǳƪ ƘƝǾƴƛ ŜȊǘ ŀ ƴŜƳȊŜǘƪǀȊƛ ǘǳŘƻƳłƴȅƻǎ ŦƽǊǳƳƻǘ ƻƭȅŀƴ ǇǊƻƳƛƴŜƴǎ 

ƪŞǇǾƛǎŜƭǃƪƪŜƭ Şǎ ŞǊŘŜƪƭǃŘŞǎ ƳŜƭƭŜǘǘΣ ŀƘƻƎȅŀƴ ŀȊǘ ŜƭŜƛƴǘŜ ǊŜƳŞƭƴƛ ǎŜƳ ƳŜǊǘǸƪΣ ƘƛǎȊŜƴ Ƴƻǎǘ ŀ 

ƳŜƎƧŜƭŜƴǘ ƳŜƎƘƝǾƻǘǘŀƪ ǎȊłƳŀ ǘǀōō Ƴƛƴǘ ул ŦǃΣ ŀƪƛƪ мп ƻǊǎȊłƎōƽƭ ŞǊƪŜȊǘŜƪ ƘƻȊȊłƴƪΦ !Ȋǘ 

ƘƛǎȊŜƳΣ ŜȊŜƪ ŀ ǎȊłƳƻƪ ƛƎŜƴ ƛƳǇǊŜǎǎȊƝǾŜƪΗ 

9ƴƎŜŘƧŞƪ ƳŜƎΣ ƘƻƎȅ ƪǀǎȊǀƴŜǘŜǘ ƳƻƴŘƧŀƪ {ŎƘŜǇǇ 5Şƪłƴ ¨ǊƴŀƪΣ ƘƻƎȅ ŀȊ Ŝƭǎǃ Ǉƛƭƭŀƴŀǘǘƽƭ ƪŜȊŘǾŜ 

ŀȊ ŜƭƪŞǇȊŜƭŞǎ ƳŜƭƭŞ łƭƭǘΣ ǘƻǾłōōł ŀ aŀƎȅŀǊ wŜƪǘƻǊƛ YƻƴŦŜǊŜƴŎƛłƴŀƪ Şǎ ŀ aŀƎȅŀǊ ¢ǳŘƻƳłƴȅƻs 

!ƪŀŘŞƳƛŀ ǾŜȊŜǘǃ ǘŀƎƧŀƛƴŀƪΣ Şǎ ŀ ±ŜȊŜǘŞǎǘǳŘƻƳłƴȅ ŦƻƭȅƽƛǊŀǘ ǎȊŜǊƪŜǎȊǘǃǎŞƎŞƴŜƪΣ ƘƻƎȅ 

ǾŞŘƴǀƪǎŞƎǸƪƪŜƭ ōŜŦƻƎŀŘǘłƪ ŀȊ ŜƭƪŞǇȊŜƭŞǎǸƴƪŜǘΣ Şǎ ƪǸƭǀƴ ƪǀǎȊǀƴǀƳ IƻŦǎǘŜŘŜ tǊƻŦŜǎǎȊƻǊƴŀƪΣ 

ƘƻƎȅ ǾŞŘƴǀƪƛ ƧŜƭŜƴƭŞǘŞǾŜƭ ŜƳŜƭƛ ŀ ƪƻƴŦŜǊŜƴŎƛŀ ƧŜƭŜƴǘǃǎŞƎŞǘΦ 

Legyenek ezek a napok a ǘǳŘƻƳłƴȅ ǸƴƴŜǇƴŀǇƧŀƛ ƳƛƴŘŜƴ ŞǾōŜƴΣ ŞǊŜȊȊŞƪ Ƨƽƭ ƳŀƎǳƪŀǘ tŞŎǎŜƴΦ 

! ƪƻƴŦŜǊŜƴŎƛłǘ ŜȊǵǘƻƴ ƳŜƎƴȅƛǘƻƳΗ 
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GREETINGS FROM DEPARTMENT LEADER 

#Yh{ W!wW!.Y! 

IƻƴƻǊŜŘ wŜŎǘƻǊ .ƽŘƛǎΣ 5Ŝŀƴ {ŎƘŜǇǇΣ tǊŜǎƛŘŜƴǘǎΣ tŀǘǊƻƴǎΣ 5ŜŀǊ DǳŜǎǘǎΣ [ŀŘƛŜǎ ŀƴŘ DŜƴǘƭŜƳŜƴΗ 

The idea of our International Scientific Conference was conceived by the Community of the 

Department of Leadership and Organisational Sciences of the Faculty of Business and 

9ŎƻƴƻƳƛŎǎ ƻŦ ǘƘŜ ¦ƴƛǾŜǊǎƛǘȅ ƻŦ tŞŎǎ when we lost our leading professor Ferenc Farkas in 

October 2016.  

We knew, that a leader, lecturer, mentor and manager of this greatness can not be left 

unnoticed, so we have organized a memorial conference with professors of Hungarian 

universities in 2017 in honor of Professor Farkas, and then we created the Ferenc Farkas 

Award and scholarship for young lecturers and for students who follow the spirit of Professor 

Farkas. 

But the most important element was still missing : Organizing a scientific event that creates a 

long-term sustainable tradition where scholars and young rearchers from all over the world 

can meet and exchange ideas the way Professor Farkas aimed to. 

I am so glad to be here, and I am so proud of announcing that our efforts have been successful 

and brought this international scientific forum to life with prominent representatives and such 

an interest, we did not hope for at first. Now, the number of guests at this first time event is 

ƳƻǊŜ ǘƘŀƴ улΣ ŦǊƻƳ мп ŎƻǳƴǘǊƛŜǎΦ L ǎǳǇǇƻǎŜ ǘƘŀǘΩǎ ƛƳǇǊŜǎǎƛǾŜΗ 

Let me express my sincere thanks to Dean Schepp, and the Hungarian RectƻǊǎΩ /ƻƴŦŜǊŜƴŎŜ 

and the Hungarian Academy of Science as well, and additionally the editorial staff of the 

WƻǳǊƴŀƭ ƻŦ ±ŜȊŜǘŞǎǘǳŘƻƳłƴȅ ό.ǳŘŀǇŜǎǘ aŀƴŀƎŜƳŜƴǘ wŜǾƛŜǿύΣ ǘƘŀǘ ǘƘŜȅ ŀŎŎŜǇǘŜŘ ƻǳǊ Ǿƛǎƛƻƴ 

with their patronage and special thanks to Professor Hofstede for his presence as a patron in 

the conference. 

 

Let these days be the festivities of science every year, thank you so much! 
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tƭŜƴłǊƛǎ ŜƭǃŀŘłǎƻƪ ς Plenary session 
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Bakacsi, Gyula 

KARIZMATIKUS ;{ b9h-KARIZMATIKUS LEADERSHIP  

CHARISMATIC AND NEO-CHARISMATIC LEADERSHIP 

BAKACSI GYULA 
YŀƴŘƛŘłǘǳǎ, ŜƎȅŜǘŜƳƛ ǘŀƴłǊ όƪǳǘŀǘƽ ǇǊƻŦŜǎǎȊƻǊύ 

.ǳŘŀǇŜǎǘƛ DŀȊŘŀǎłƎƛ 9ƎȅŜǘŜƳ tŞƴȊǸƎȅƛ Şǎ {ȊłƳǾƛǘŜƭƛ YŀǊ  
±łƭƭŀƭƪƻȊłǎ Şǎ 9ƳōŜǊƛ 9ǊǃŦƻǊǊłǎƻƪ LƴǘŞȊŜǘƛ ¢ŀƴǎȊŞƪ  

bakacsi.gyula@uni-bge.hu 

α! LŞƭŜƪ ƳŜƎƴȅƛƭǾłƴǳƭłǎŀƛǘ ƳƛƴŘŜƴƪƛ ŀȊŞǊǘ ƪŀǇƧŀΣ ƘƻƎȅ ƘŀǎȊƴłƭƧƻƴ ǾŜƭŜΦέ 

(1Kor 12:8) 

α! ƭŜŀŘŜǊǎƘƛǇ ƴŜƳ ŀ ƘŀǘŀƭƻƳ-ƎȅŀƪƻǊƭłǎΣ ƘŀƴŜƳ ŀȊƻƴ ƪŞǇŜǎǎŞƎ ŀƭŀǇƧłƴ ƘŀǘłǊƻȊƘŀǘƽ ƳŜƎΣ  

ƳƛƪŞƴǘ ƴǀǾŜƭƘŜǘǃ ŀ ǾŜȊŜǘŜǘǘŜƪ ƘŀǘŀƭƻƳ-ŞǊȊŜǘŜΦ ! ƭŜŀŘŜǊ ƭŜƎŀƭŀǇǾŜǘǃōō ƳǳƴƪłƧŀ ŀȊΣ ƘƻƎȅ 

ǘƻǾłōōƛ ƭŜŀŘŜǊŜƪŜǘ ǘŜǊŜƳǘǎŜƴΦέ  

(Mary Parker Follett, 1924) 

Absztrakt  

A karizmatikus leadership ŀ ǾƻƴŀǘƪƻȊƽ ǎȊŀƪƛǊƻŘŀƭƻƳ ŜƎȅƛƪ ƭŜƎƴŜƘŜȊŜōōŜƴ ŘŜŦƛƴƛłƭƘŀǘƽ 

ŦƻƎŀƭƳŀΦ YǀȊŞǇǇƻƴǘƧłōŀƴ ŀ ƪǀǾŜǘǃ ǾŜȊŜǘǃ ƛǊłƴǘƛ ƻŘŀŀŘłǎŀΣ ŜƭƪǀǘŜƭŜȊǃŘŞǎŜ łƭƭΣ ŀƳŜƭȅ ƪƛǾłƭǘƧŀ ŀ 

ƪǀǾŜǘŞǎǘΦ ! ƪǀǾŜǘŞǎ ǘŜǊƳŞǎȊŜǘŞƴŞƭ ŦƻƎǾŀ ŞǊǘŞƪǊŀŎƛƻƴłƭƛǎ όƴŜƳ ǘǊŀƴȊŀƪŎƛƽǎ ƧŜƭƭŜƎǼύ Şǎ ōŜƭǎǃ 

ƳŜƎƎȅǃȊǃŘŞǎǼ ŀȊƻƴƻǎǳƭłǎ όƴŜƳ ōŜƘƽŘƻƭłǎύΦ ! aŀȄ ²ŜōŜǊ-ƛ ƪŀǊƛȊƳŀǘƛƪǳǎ Şǎ ƴŀǇƧŀƛƴƪ ƴŜƻ-

karizmatikus leadership-ƧŜ ƪǀȊǀǘǘ ŀȊ ƻŘŀŀŘłǎ ǘłǊƎȅŀ ŀƭŀǇƧłƴ ǘŜƘŜǘǸƴƪ ƪǸƭǀƴōǎŞƎŜǘΥ ŀ 

ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊ ŜǎŜǘŞōŜƴ ŀȊ ƻŘŀŀŘłǎ ŀ ǾŜȊŜǘǃ ǎȊŜƳŞƭȅŜ ƛǊłƴǘ ƴȅƛƭǾłƴǳƭ ƳŜƎΣ ŀ ƴŜƻ-

ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊ ŜǎŜǘŞōŜƴ ŀȊ łƭǘŀƭŀ ƪŞǇǾƛǎŜƭǘ Şǎ ŀ ǎȊŜǊǾŜȊŜǘ ƧǀǾǃƪŞǇŞƴŜƪ ǊŞǎȊŞǘ ƪŞǇŜȊǃ 

ŞǊǘŞƪŜƪ Şǎ ŎŞƭƻƪ ƛǊłƴǘΦ ! ŘŜŦƛƴƝŎƛƽǎ ǎȊŞǘǾłƭŀǎȊǘłǎ ƪŀǇŎǎłƴ ǊłƳǳǘŀǘƻƪ ŀǊǊŀΣ ƘƻƎȅ ŀ ƪŞǘ 

ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇ ŞǊǘŜƭƳŜȊŞǎ ǾƛǎǎȊŀǾŜȊŜǘƘŜǘǃ ŀ ƪǀǾŜǘǃ ŞǊŜǘǘǎŞƎŞǊŜ όƳƻǘƛǾłŎƛƽƧłǊŀ Şǎ 

ǇǊƻōƭŞƳŀƳŜƎƻƭŘƽ ƪŞǇŜǎǎŞƎŜƛǊŜΣ ƪŞǎȊǎŞƎŜƛǊŜύΦ ! ǘŀƴǳƭƳłƴȅ ŀ ǎȊŀƪƛǊƻŘŀƭƻƳ łǘǘŜƪƛƴǘŞǎŞre 

alapozott karizmatikus/neo-ƪŀǊƛȊƳŀǘƛƪǳǎ ŦƻƎŀƭƳƛ ƪǸƭǀƴōǎŞƎǘŞǘŜƭ ƳŜƭƭŜǘǘ ŀ D[h.9 ƪǳǘŀǘłǎ 

ŜǊŜŘƳŞƴȅŜƛǊŜ ǘłƳŀǎȊƪƻŘǾŀ ōŜƳǳǘŀǘƧŀ ŀ ƳŀƎȅŀǊ Şǎ ŀ ƴŜƳȊŜǘƪǀȊƛ Ƴƛƴǘŀ ƘŀǎƻƴƭƽǎłƎŀƛǘ ƛƭƭŜǘǾŜ 

ƪǸƭǀƴōǎŞƎŜƛǘ ŀ ƘłǊƻƳ ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇ ǾłƭǘƻȊƽ όƛƴǎǇƛǊłƭƽΣ ƧǀǾǃƪŞǇǇŜƭ ōƝǊƽΣ 

ǀƴŦŜƭłƭŘƻȊƽύ, ƛƭƭŜǘǾŜ ŀ YŀǊƛȊƳŀǘƛƪǳǎ ƳłǎƻŘƭŀƎƻǎ ŦǃŦŀƪǘƻǊ ǘŜƪƛƴǘŜǘŞōŜƴΦ 
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Kulcsszavak: karizmatikus/neo-karizmatikus ƭŜŀŘŜǊǎƘƛǇΣ ƳƻǘƛǾłŎƛƽΣ ŞǊŜǘǘǎŞƎ 

Abstract  

Charismatic leadership is one of the most nondescript notions of the relating literature. It is 

focused on devotedness and commitment of the follower toward the leader, triggering 

followership. Followership is, by nature, value-rational (non-transactional) and based on 

internal identification (not subservient). Max ²ŜōŜǊΩǎ ŎƘŀǊƛǎƳŀǘƛŎ ŀƴŘ ǘƘŜ ŎƻƴǘŜƳǇƻǊŀǊȅ ƴŜƻ-

charismatic leadership can be differentiated by the subject of de devotion: follower is devoted 

to the person of the leader in the case of charismatic, and to the vision (values and goals) 

represented by the leader in the case of neo-charismatic leadership. By the definition-shifting, 

I point out that the charismatic leadership originates in the maturity (will and skill) of the 

follower. Besides the literature-based conceptual differentiation paper present the GLOBE-

based resemblances and variances of the Hungarian and the international samples on the 

second-order Charismatic variable and its first-order components. 

Keywords: Charismatic/neo-charismatic leadership, Motivation, Maturity 

! YƻǊƛƴǘǳǎƛŀƪƴŀƪ ƝǊǘ мΦ ƭŜǾŞƭōǃƭ ǾŜǘǘ ƛŘŞȊŜǘ ŀ karizma ŦƻƎŀƭƻƳ ōƛōƭƛŀƛ ŜǊŜŘŜǘŞǊŜ ǳǘŀƭΦ 

bȅŜƭǾǸƴƪōŜ ŀ ƎǀǊǀƎ αYƘŀǊƛŘȊŜǎȊǘŀƛέ ǎȊƽōƽƭ ƪŜǊǸƭǘ łǘΣ ƧŜƭŜƴǘŞǎŜΥ ƪŜŘǾŜǎƴŜƪ ƭŜƴƴƛ όƪŜƎȅŜƭƳƛ 

ŀƧłƴŘŞƪύΦ ! aŀƎȅŀǊ Yŀǘƻƭƛƪǳǎ [ŜȄƛƪƻƴ ŀ ƪǀǾŜǘƪŜȊǃ ƳŜƎƘŀǘłǊƻȊłǎǘ ŀŘƧŀ ŀ ǎȊƽ ƘŞǘƪǀznapi 

ŞǊǘŜƭƳŜȊŞǎŞǊŜΥ αŀ ǎȊŜƳŞƭȅƴŜƪ ŀȊ ŀ ƴŀƎȅ ōŜƭǎǃΣ ƭŜƭƪƛ ŜǊŜƧŜ Şǎ ƘŀǘłǎŀΣ ƳŜƭƭȅŜƭ ƪŞǇŜǎ Ƴłǎƻƪŀǘ 

ƛǊłƴȅƝǘŀƴƛΣ ōŜŦƻƭȅłǎƻƭƴƛΣ ŦǸƎƎŜǘƭŜƴǸƭ ŀǘǘƽƭΣ ƘƻƎȅ ŀ ōŜŦƻƭȅłǎƻƭłǎ Ƨƽ ǾŀƎȅ ǊƻǎǎȊ ƛǊłƴȅōŀ ǘǀǊǘŞƴƛƪ-

Ŝέ ό5ƛƽǎƛ ς ±ƛŎȊƛłƴΣ нллм). 

! ƪŀǊƛȊƳŀΣ ƪŀǊƛȊƳŀǘƛƪǳǎ ǾŜȊŜǘŞǎ ŀ menedzsment irodaloƳ ŜƎȅƛƪ ƭŜƎƴŜƘŜȊŜōōŜƴ ŘŜŦƛƴƛłƭƘŀǘƽ 

ŦƻƎŀƭƳŀΦ ! ƴŜƘŞȊǎŞƎŜǘ ƴŜƳŎǎŀƪ ŀȊ ŞǊǘŜƭƳŜȊŞǎΣ ƳŜƎƘŀǘłǊƻȊłǎ Ǉƻƴǘƻǎ ŦƻƎŀƭƳƛ 

ƳŜƎǊŀƎŀŘƘŀǘƽǎłƎŀ ƧŜƭŜƴǘƛΣ ƘŀƴŜƳ ŀ ŘŜŦƛƴƝŎƛƽƪ ǎȊŜǊǘŜłƎŀȊƽǎłƎŀΣ ŀȊ ŀȊƻƪ ƳǀƎǀǘǘ łƭƭƽ ŜƭƳŞƭŜǘŜƪ 

ǎƻƪǎȊƝƴǼǎŞƎŜ Şǎ ŀ kialakult szakmai konszenzus Ŝōōǃƭ ŦŀƪŀŘƽ Ƙƛłƴȅŀ is. 

 aL ! Y!wL½a!¢LY¦{ ;{ A NEO-KARIZMATIKUS [9!59w{ILt Ym½m¢¢L Y«[mb.{;DΚ ς 

{½!YLwh5![ha #¢¢9YLb¢;{ 

! ƪŀǊƛȊƳŀ ƧŜƭŜƴǘŞǎŞǘ ²ŜōŜǊ ŞǊǘŜƭƳŜȊǘŜ ǵƧǊŀ Şǎ ƘŜƭȅŜȊǘŜ łǘ ŀ ǘŜƻƭƽƎƛłōƽƭ ŀ ǎȊƻŎƛƻƭƽƎƛłōŀ (Bass, 

1999, 541). Weber a karizmatikus uralmat ŀȊƻƴ ŀȊ ŀƭŀǇƻƴ ƪǸƭǀƴƝǘƛ Ŝƭ a ƎŀȊŘŀǎłƎƛ ǎȊǸƪǎŞƎƭŜǘŜƪ 
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ƪƛŜƭŞƎƝǘŞǎŞǊŜ ŀƭƪŀƭƳŀǎ ǳǊŀƭƻƳŦƻǊƳłƪǘƽƭΣ ƘƻƎȅ ŀȊ ŀ ƳŀƎŀǎŀōō ǊŜƴŘǼ ǎȊǸƪǎŞƎƭŜǘŜƪǊŜ ŀŘƻǘǘ 

ǾŜȊŜǘǃƛ ǾłƭŀǎȊΥ α! ƳƛƴŘŜƴƴŀǇƻƪ ƎŀȊŘŀǎłƎƛ ƛƎŞƴȅŜƛƴ ǘǵƭƳŜƴǃ ǎȊǸƪǎŞƎƭŜǘŜƪŜǘ ǾƛǎȊƻƴǘ ŜƭǾƛƭŜƎ 

ƳƛƴŘƛƎ ŜƎŞǎȊŜƴ ƳłǎƪŞǇǇŜƴ ŦŜŘŜȊǘŞƪΣ ŞǎǇŜŘƛƎ ƳƛƴŞƭ ǊŞƎŜōōƛ ǘǀǊǘŞƴŜǘƛ ƪƻǊƻƪŀǘ ǾƛȊǎƎłƭǳƴƪΣ 

ŀƴƴłƭ ƛƴƪłōō ŀȊǘ ƭłǘƧǳƪΣ ƘƻƎȅ ŀȊ ƛƭȅŜƴ ǎȊǸƪǎŞƎƭŜǘŜƪ ŦŜŘŜȊŞǎŜ karizmatikus ŀƭŀǇƻƪǊŀ ŞǇǸƭΦ 9Ȋ ŀȊǘ 

jelenti, hogy pszichikai, fizikai, gazdasłƎƛΣ ŜǘƛƪŀƛΣ Ǿŀƭƭłǎƛ ǾŀƎȅ Ǉƻƭƛǘƛƪŀƛ ǎȊǸƪǎŞƎ ŜǎŜǘŞƴ ƴŜƳ 

ŀƭƪŀƭƳŀȊłǎōŀƴ łƭƭƽ ƘƛǾŀǘŀƭƻǎ ǎȊŜƳŞƭȅŜƪ Şǎ ƴŜƳ ƛǎ ŀ ǎȊƽ Ƴŀƛ ŞǊǘŜƭƳŞōŜƴ ǾŜǘǘ ς vagyis 

ǎȊŀƪǘǳŘłǎƪŞƴǘ ƳŜƎǘŀƴǳƭǘ Şǎ ŦƛȊŜǘǎŞƎ ŜƭƭŜƴŞōŜƴ ƎȅŀƪƻǊƻƭǘ ς αŦƻƎƭŀƭƪƻȊłǎέ ōƛǊǘƻƪƻǎŀƛ Ǿƻƭǘŀƪ ŀ 

αǘŜǊƳŞǎȊŜǘŜǎέ ǾŜȊŜǘǃƪΣ ƘŀƴŜƳ ǘŜǊƳŞǎȊŜǘŦŜƭŜǘǘƛƴŜƪ όŀōōŀƴ ŀȊ ŞǊǘŜƭŜƳōŜƴΣ ƘƻƎȅ ƴŜƳ 

ƳƛƴŘŜƴƪƛ ǎȊłƳłǊŀ ŜƭŞǊƘŜǘǃŜƪύ ƎƻƴŘƻƭǘ ǘŜǎǘƛ Şǎ ǎȊŜƭƭŜƳƛ ǘǳƭŀƧŘƻƴǎłƎƻƪ ōƛǊǘƻƪłōŀƴ ƭŞǾǃ 

ǎȊŜƳŞƭȅŜƪέ όWeber, 1996, 205 ς ƪƛŜƳŜƭŞǎŜƪ az eredetiben, BGy). 

Ez a Weber-ƛ ŞǊǘŜƭƳŜȊŞǎ ŜƎȅŞǊǘŜƭƳǼǾŞ ǘŜǎȊƛΣ ƘƻƎȅ ς ǎȊŜƳōŜƴ ŀ ǘǊŀŘƛŎƛƻƴłƭƛǎ ƛƭƭŜǘǾŜ ǊŀŎƛƻƴłƭƛǎ 

ǳǊŀƭƻƳŦƻǊƳłƪƪŀƭΣ ŀƘƻƭ ŀȊ ŜƴƎŜŘŜƭƳŜǎǎŞƎ ŀȊ ŜƭŦƻƎƭŀƭǘ ǇƻȊƝŎƛƽ ŀǳǘƻǊƛǘłǎłōƽƭ ŜǊŜŘŜȊǘŜǘƘŜǘǃ ς a 

ƪŀǊƛȊƳŀǘƛƪǳǎ ǾŜȊŜǘǃ ŀǳǘƻǊƛǘłǎŀ ǎȊŜƳŞƭȅŞōǃƭ ŦŀƪŀŘ όNye, 2010). Ez azonban felvet egy mind 

ŜƭƳŞƭŜǘƛΣ ƳƛƴŘ ƎȅŀƪƻǊƭŀǘƛ ǎȊŜƳǇƻƴǘōƽƭ ƛȊƎŀƭƳŀǎ ƪŞǊŘŞǎǘΥ ŀ ƪŀǊƛȊƳŀ ǾŀƧƻƴ ŀ hatalom, vagy a 

leadership ŦƻƎŀƭƻƳƪǀǊŞōŜ ǘŀǊǘƻȊƛƪ-ŜΚ ! ƭƻƎƛƪŀƛ ǎȊŞǘǾłƭŀǎȊǘłǎ ŜƭǾōŜƴ ŜƎȅǎȊŜǊǼΥ ŀ ǾŜȊŜǘǃƛ 

ōŜŦƻƭȅłǎƴŀƪ ƳŜƎŦŜƭŜƭǃ ǾƛǎŜƭƪŜŘŞǎ ŀ hatalom-ƎȅŀƪƻǊƭłǎ ŜǎŜǘŞƴ ŀȊ ŜƴƎŜŘŜƭƳŜǎǎŞƎ, a leadership 

ŜǎŜǘŞƴ ŀ ƪǀǾŜǘŞǎ foǊƳłƧłǘ ǀƭǘƛ όƴƛƴŎǎ ƘŀǘŀƭƻƳ ŜƴƎŜŘŜƭƳŜǎǎŞƎ Şǎ ƭŜŀŘŜǊǎƘƛǇ ƪǀǾŜǘŞǎ ƴŞƭƪǸƭύΦ 

WƽƭƭŜƘŜǘ ²ŜōŜǊ ŀ ƪŀǊƛȊƳłǘ ŀȊ ǳǊŀƭƻƳŦƻǊƳłƪ ƪǀȊǀǘǘ ǘłǊƎȅŀƭƧŀΣ αǘŜǊƳŞǎȊŜǘŦŜƭŜǘǘƛ 

ǘǳƭŀƧŘƻƴǎłƎƻƪƪŀƭέ ōƝǊƽ ǎȊŜƳŞƭȅ ōŜŦƻƭȅłǎłƴŀƪ ŜƴƎŜŘƴƛ ƛƴƪłōō ǘǼƴƛƪ ƪǀǾŜǘŞǎƴŜƪΣ Ƴƛƴǘ 

ŜƴƎŜŘŜƭƳŜǎǎŞƎƴŜƪΦ 9Ǝȅ ǵƧŀōō ƛŘŞȊŜǘǘŜƭ ǎȊŜǊŜǘƴŞƪ ǊłƳǳǘŀǘƴƛ ŀǊǊŀΣ ƘƻƎȅ ŜȊ ŀ ƪŜǘǘǃ ²ŜōŜǊ-ƴŞƭ 

ƪŜǾŜǊŜŘƛƪΥ α! ƪŀǊƛȊƳŀ ōƛǊǘƻƪƻǎŀ ƴŜƪƛƭłǘ ŀ Ǌł ƳŞǊǘ ŦŜƭŀŘŀǘƴŀƪΣ ŜƴƎŜŘŜƭƳŜǎǎŞƎŜǘ ƪǀǾŜǘŜƭΣ Şǎ ŀ 

ƪǸƭŘŜǘŞǎōǃƭ ŀŘƽŘƽŀƴ ŀȊǘ ƛǎ ƳŜƎƪǀǾŜǘŜƭƛΣ ƘƻƎȅ ƪǀǾŜǎǎŞƪΦ !Ȋ Řǀƴǘƛ Ŝƭ ǎƛƪŜǊŞǘΣ ƘƻƎȅ ƪǀǾŜǘǃƪǊŜ 

ǘŀƭłƭ-eΦ Iŀ ƴŜƳ ƛǎƳŜǊƛƪ Ŝƭ ŀ ƪǸƭŘŜǘŞǎŞǘ ŀȊƻƪΣ ŀƪƛƪŜǘ ŀ ƪǸƭŘŜǘŞǎ ŎƝƳȊŜǘǘƧŜƛƴŜƪ ŞǊŜȊΣ ŀƪƪƻǊ 

ǎŜƳƳƛǾŞ ŦƻǎȊƭƛƪ ŀ ƪǸƭŘŜǘŞǎǊŜ ŦƻǊƳłƭǘ ƛƎŞƴȅŜΣ Şǎ ƴŜƳ ǘŀǊǘƘŀǘ ƛƎŞƴȅǘ ŜƴƎŜŘŜƭƳŜǎǎŞƎǊŜ Şǎ 

ƪǀǾŜǘǃƪǊŜ ǎŜƳΦ Iŀ ǾƛǎȊƻƴǘ ŜƭƛǎƳŜǊƛƪ ŀȊ ƛƎŞƴȅŞǘΣ ŀƪƪƻǊ ǃ ŀȊ ǳǊǳƪ ƳƛƴŘŀŘŘƛƎΣ ŀƳƝƎ ƳŜƎ ǘǳŘja 

ǃǊƛȊƴƛ ŜȊǘ ŀȊ ŜƭƛǎƳŜǊŞǎǘ ŀȊȊŀƭΣ ƘƻƎȅ ƪǸƭŘŜǘŞǎŜ ōŜƛƎŀȊƻƭƽŘƛƪΦ 5Ŝ ŜȊǘ ŀ αƧƻƎłǘέ, ƘƻƎȅ ǃ ŀȊ ǳǊǳƪΣ 

ŜƪƪƻǊ ǎŜƳ ŀ ǘǀōōƛŜƪ ŀƪŀǊŀǘłōƽƭ ǾŜȊŜǘƛ ƭŜ ς ƳƛƴǘƘŀ ƳƻƴŘƧǳƪΣ ƳŜƎǾłƭŀǎȊǘƻǘǘłƪ Ǿƻƭƴŀ ς, hanem 

Ǉƻƴǘ ŦƻǊŘƝǘǾŀΥ ŀ ƪŀǊƛȊƳŀǘƛƪǳǎ ƪŞǇŜǎǎŞƎŜƪƪŜƭ ǊŜƴŘŜƭƪŜȊǃ ǎȊŜƳŞƭȅǘ ƪǀǘŜlesek elismerni azok, 

ŀƪƛƪ ŀ ƪǸƭŘŜǘŞǎ ŎƝƳȊŜǘǘƧŜƛέ όWeber, 1996, 206 ς ƪƛŜƳŜƭŞǎŜƪ az eredetiben, BGy). 

! ǎȊǀǾŜƎōŜƴ ƳƛƴŘ ŀȊ ŜƴƎŜŘŜƭƳŜǎǎŞƎΣ ƳƛƴŘ ŀ ƪǀǾŜǘŞǎ ǎȊŀǾŀƪ ǎȊŜǊŜǇŜƭƴŜƪ ς ƭŞƴȅŜƎŞōŜƴ ŀȊƻƴƻǎ 

ǎǵƭƭȅŀƭ ƪǀǊǸƭ ƝǊǾŀ ŀȊǘΣ ƘƻƎȅ ŀ ǾŜȊŜǘǃƛ ōŜŦƻƭȅłǎ ƎȅŀƪƻǊƭłǎŀ ƳƛƪŞƴǘ Ǿłƭǘ łǘ ŎǎŜƭŜƪǾŞǎōŜΦ 
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²ŜōŜǊ ƳłǊ ƛǘǘ αōƛǊƪƽȊƛƪέ Barnard (1938) ƪŞǎǃōōƛ ŦŜƭƛǎƳŜǊŞǎŞǾŜƭΣ ǾŀƎȅƛǎ ŀȊ ŀǳǘƻǊƛǘłǎ όǘŜƪƛƴǘŞƭȅύ 

Şǎ ŀ ƭŜƎƛǘƛƳłŎƛƽ ƪǀȊǀǘǘƛ ƪŀǇŎǎƻƭŀǘ ƳŜƎŦƻǊŘǳƭłǎłǾŀƭΥ ŀȊ ŀǳǘƻǊƛǘłǎ ŀȊƻƪǘƽƭ ŜǊŜŘŜȊǘŜǘƘŜǘǃΣ akiket 

ǾŜȊŜǘƴŜƪΣ Şǎ ƴŜƳ ŀȊƻƪǘƽƭΣ akik vezetnek (Bakacsi, 2011). LŘŞȊȊǸƪ ŜȊǵǘǘŀƭ Barnard indifferencia 

Ȋƽƴŀ ŞǊǘŜƭƳŜȊŞǎŞǘΥ  

αaƛƴŘŜƴ ŜƎȅŞƴōŜƴ ƭŞǘŜȊƛƪ ŜƎȅ αƛƴŘƛŦŦŜǊŜƴŎƛŀ-ȊƽƴŀέΣ ŀƳŜƭȅŜƴ ōŜƭǸƭ ŀȊ ŀǳǘƻǊƛǘłǎ ǘǳŘŀǘƻǎ 

ƳŜƎƪŞǊŘǃƧŜƭŜȊŞǎŜ ƴŞƭƪǸƭ ŜƭŦƻƎŀŘƧŀ ŀȊ ǳǘŀǎƝǘłǎƻƪŀǘΦ  Χ  !Ȋ αƛƴŘƛŦŦŜǊŜƴŎƛŀ-Ȋƽƴŀέ ƪƛŦŜƧŜȊŞǎ ŀ 

ƪǀǾŜǘƪŜȊǃƪŞǇǇŜƴ ƳŀƎȅŀǊłȊƘŀǘƽΥ Iŀ ŀȊ ŞǎǎȊŜǊǼŜƴ ƳŜƎǾŀƭƽǎƝǘƘŀǘƽ ǾŀƭŀƳŜƴƴȅƛ ǳǘŀǎƝǘłǎǘ ǎƻǊōŀ 

ǊŜƴŘŜȊȊǸƪ ŀǎȊŜǊƛƴǘΣ ƘƻƎȅ ŀȊ ǳǘŀǎƝǘłǎ łƭǘŀƭ ŞǊƛƴǘŜǘǘ ǎȊŜƳŞƭȅ ǎȊłƳłǊŀ ŀȊƻƪ ƳŜƴƴȅƛǊŜ 

ŜƭŦƻƎŀŘƘŀǘƽŀƪΣ ŀƪƪƻǊ ōŜƭłǘƘŀǘƽΣ ƘƻƎȅ Ǿŀƴ ƴŞƘłƴȅΣ ŀƳŜƭȅŜƪ ŜƎȅŞǊǘŜƭƳǼŜƴ ŜƭŦƻƎŀŘƘŀǘŀǘƭŀƴƻƪΣ 

aȊŀȊ ŜȊŜƪƴŜƪ ōƛȊƻƴȅƻǎŀƴ ƴŜƳ ŦƻƎ ŜƴƎŜŘŜƭƳŜǎƪŜŘƴƛΣ Ǿŀƴ ŜƎȅ Ƴłǎƛƪ ŎǎƻǇƻǊǘΣ ŀƳŜƭȅek ǘǀōōŞ-

ƪŜǾŞǎōŞ ƪǀȊǀƳōǀǎŜƪΣ ŀȊŀȊ ǾŀƎȅ ŜƭŦƻƎŀŘƘŀǘƽŀƪΣ ǾŀƎȅ ŞǇǇŜƴ Ŏǎŀƪ ƘƻƎȅ ŜƭŦƻƎŀŘƘŀǘŀǘƭŀƴƻƪΣ Şǎ ŀ 

ƘŀǊƳŀŘƛƪ ŎǎƻǇƻǊǘ ƳƛƴŘŜƴ ƪŞǘǎŞƎŜǘ ƪƛȊłǊƽŀƴ ŜƭŦƻƎŀŘƘŀǘƽΦ 9Ȋ ǳǘƽōōƛ ŎǎƻǇƻǊǘ ŀȊΣ ŀƳŜƭy az 

αƛƴŘƛŦŦŜǊŜƴŎƛŀ-Ȋƽƴłƴέ ōŜƭǸƭ ǘŀƭłƭƘŀǘƽΦ !Ȋ ŞǊƛƴǘŜǘǘ ǎȊŜƳŞƭȅ ς ƭŜƎŀƭłōōƛǎ ŀƳƛ ŀȊ ŀǳǘƻǊƛǘłǎ 

ƪŞǊŘŞǎŞǘ ƛƭƭŜǘƛ ς ŜƭŦƻƎŀŘƧŀ ŀȊƻƪŀǘ ŀȊ ǳǘŀǎƝǘłǎƻƪŀǘΣ ŀƳŜƭȅŜƪ ŜōōŜƴ ŀ Ȋƽƴłōŀƴ ǾŀƴƴŀƪΣ Şǎ 

ǎȊłƳłǊŀ ƴŀƎȅƧłōƽƭ ƪǀȊǀƳōǀǎΣ ƘƻƎȅ Ƴƛ ŜȊ ŀȊ ǳǘŀǎƝǘłǎΦ 9Ȋ ŀȊ ǳǘŀǎƝǘłǎ ōŜƭǸƭ Ǿŀn azon a 

ǘŀǊǘƻƳłƴȅƻƴΣ ŀƳŜƭȅŜǘ łƭǘŀƭłōŀƴ ŜƭǃǊŜ ƭłǘƻǘǘ ŀƪƪƻǊΣ ŀƳƛƪƻǊ ŀ ǎȊŜǊǾŜȊŜǘǘŜƭ ƪŀǇŎǎƻƭŀǘōŀ ƭŞǇŜǘǘέ 

(Barnard, 1938, 167ς169). !Ȋ ŀǳǘƻǊƛǘłǎ ǘŜƘłǘ Barnard ƴŞȊŜǘŜƛ ǎȊŜǊƛƴǘ ŀƪƪƻǊ ǘŜƪƛƴǘƘŜǘǃ 

ŜƭŦƻƎŀŘƻǘǘƴŀƪΣ Ƙŀ ŀȊ ŜƎȅŞƴ όǎȊŜǊǾŜȊŜǘƛ ǘŀƎύ ƳŞǊƭŜƎŜƭŞǎ ƴŞƭƪǸƭ ŀ ŘƛǊŜƪǘƝǾłƪ ǎȊŜǊƛƴǘ ŎǎŜƭŜƪǎȊƛƪΦ 

YǀǾŜǘŞǎ ŜȊΣ ǾŀƎȅ ŜƴƎŜŘŜƭƳŜǎǎŞƎΚ !Ȋ ǳǘŀǎƝǘłǎƻƪ ǎȊŜǊƛƴǘƛ ŎǎŜƭŜƪǾŞǎ ŜƴƎŜŘŜƭƳŜǎǎŞƎŜǘ, az 

ŜƭŦƻƎŀŘłǎ ƪǀǾŜǘŞǎǘ ǎŜƧǘŜǘΦ ! ƘŀǘŀƭƻƳ όǳǊŀƭƻƳύ ƳǀƎǀǘǘ ƳƛƴŘƛƎ ŦǸƎƎŞǎ łƭƭΣ ŀƳŜƭȅŜǘ ǾŀƭŀƳƛ ƻƭȅŀƴ 

ƧƽǎȊłƎ ǎȊǼƪǀǎǎŞƎŜΣ ƴŜƘŜȊŜƴ ƘŜƭȅŜǘǘŜǎƝǘƘŜǘǃǎŞƎŜ Şǎ ǾŀƎȅκōƛȊƻƴȅǘŀƭŀƴǎłƎŀ ŀƭŀǇƻȊ ƳŜƎΣ ŀƳŜƭȅ 

ƧƽǎȊłƎǊŀ ŀȊ ŜƴƎŜŘŜƭƳŜǎƪŜŘǃ ǾłƎȅƛƪΣ Şǎ ŀƳƛǘ ŀ ƘŀǘŀƭƻƳ-ƎȅŀƪƻǊƭƽ ŀ ƪƻƴǘǊƻƭƭƧŀ ŀƭŀǘǘ ǘŀǊǘ (Bakacsi, 

2015, 153)Φ !Ȋ ŜƴƎŜŘŜƭƳŜǎƪŜŘǃ ŀȊ ŜƴƎŜŘŜƭƳŜǎǎŞƎƎŜƭ όŀȊ ŀǊǊŀ Ǿŀƭƽ ƘŀƧƭŀƴŘƽǎłƎƎŀƭύ ǾƛǎȊƻƴƻȊȊŀ 

ŀ ǾłƎȅƻǘǘ ƧƽǎȊłƎ ƳŜƎǎȊŜǊȊŞǎŞǘΦ ! ƭŜŀŘŜǊǎƘƛǇ ƪǀǾŜǘŞǎŜ ŜȊȊŜƭ ǎȊŜƳōŜƴ ƛƴƪłōō csere-aktusnak 

ǘŜƪƛƴǘƘŜǘǃ όƭłǎŘ Burns, 1978, 257ς258ύΥ ŀ ōŜƻǎȊǘƻǘǘ ǾŜȊŜǘǃƛ ŜƭǾłǊłǎƻƪ ǎȊŜǊƛƴǘƛ ŎǎŜƭŜƪǾŞǎŞƴŜƪ 

jutalma a ς ƧŜƭƭŜƳȊǃŜƴ ƛƴǘǊƛƴǎƛŎ ς ƳƻǘƛǾłŎƛƽƛ ƳǀƎǀǘǘƛ ǎȊǸƪǎŞƎƭŜǘŜƪ ƪƛŜƭŞƎƝǘŞǎŜΦ ! ƪŜǘǘǃ ƪǀȊǀǘǘƛ 

ƭŞƴȅŜƎŜǎ ƪǸƭǀƴōǎŞƎΣ ƘƻƎȅ ŀ ƘŀǘŀƭƳƛ ŦǸƎƎŞǎǎŜƭ ǎȊŜƳōŜƴ ŀ ƭŜŀŘŜǊ-follower viszonyban a ŦǸƎƎŞǎ 

ƧƽǾŀƭ ƛƴƪłōō ƪǀƭŎǎǀƴǀǎ. 

aƛōǃƭ ŀŘƽŘƛƪ ŜȊ ŀȊ ŀƳōƛǾŀƭŜƴǎ όŜƴƎŜŘŜƭƳŜǎƪŜŘǃ-ƪǀǾŜǘǃύ ŞǊǘŜƭƳŜȊŞǎΚ ! ƪŀǊƛȊƳŀ ǎŀƧłǘƻǎ 

ǘŜǊƳŞǎȊŜǘǼ ŦƻƎŀƭƻƳΣ ƳƛǾŜƭ ς ƧƽƭƭŜƘŜǘ ǎȊŜƳŞƭȅƛǎŞƎǊŜ ƧŜƭƭŜƳȊǃ Ǿƻƴłǎƴŀƪ ǘǼƴƛƪ ς ǘŞƴȅƭŜƎŜǎŜƴ 

ƛƴƪłōō ŜƎȅ ƻƭȅŀƴ ǎȊŜƳŞƭȅŜǎ ƘŀƧƭŀƳǊŀ ǳǘŀƭΣ ŀƳŜƭȅ Ƴłǎƻƪŀǘ ōƛȊƻƴȅƻǎ ǾłƭŀǎȊƻƪǊŀ ƪŞǎȊǘŜǘΥ 
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ŀƘŜƭȅŜǘǘΣ ƘƻƎȅ ŀ ǾŜȊŜǘǃƪ ǘŞƴȅƭŜƎŜǎ ǘǳƭŀƧŘƻƴǎłƎŀƛǊŀ Ƴǳǘŀǘƴŀ ǊłΣ ƛƴƪłōō ŀ ƪǀǾŜǘǃƪǊŜ ƎȅŀƪƻǊƻƭǘ 

ƘŀǘłǎǊŀ ƘŜƭȅŜȊƛ ŀ ƘŀƴƎǎǵƭȅǘ (Sy et al., 2018, 58). Ha a Weber-ƛ Şǎ ŀ .ŀǊƴŀǊŘ-i karizma-

ŞǊǘŜƭƳŜȊŞǎǘ ŜȊŜƴ ŀ ǎȊŜƳǸǾŜƎŜƴ ƪŜǊŜǎȊǘǸƭ ƴŞȊȊǸƪΣ ŀƪƪƻǊ  

- ŜƎȅŦŜƭǃƭ ƪƛǘǼƴƛƪ ŀȊΣ ƘƻƎȅ ŀȊ ŜƴƎŜŘŜƭƳŜǎǎŞƎ-ƪǀǾŜǘŞǎ ǾŀƭƽƧłōan ŞǎȊƭŜƭŞǎ ƪŞǊŘŞǎŜΥ a 

ōŜƻǎȊǘƻǘǘ ƛƴƪłōō ƪǀǾŜǘŞǎƪŞƴǘ ǾŀƎȅ ƛƴƪłōō ŜƴƎŜŘŜƭƳŜǎǎŞƎƪŞƴǘ Şƭƛ-e meg azt? 

- ŀ ƪƛƛƴŘǳƭƽǇƻƴǘ ŀȊ ŜƭŦƻƎŀŘłǎΣ ŀ ƪǸƭŘŜǘŞǎ ŜƭƛǎƳŜǊŞǎŜ Şǎ ŀȊ ŜƭŦƻƎŀŘƻǘǘ Ȋƽƴłƴ, illetve 

ƪǸƭŘŜǘŞǎŜƴ ōŜƭǸƭ ŀȊ ǳǘŀǎƝǘłǎƴŀƪ ƳŜƎŦŜƭŜƭǃ ƳŀƎŀǘŀǊǘłǎ ƛƴƪłōō ǘǼƴƛƪ ƪǀǾŜǘŞǎƴŜƪΣ Ƴƛƴǘ 

ŜƴƎŜŘŜƭƳŜǎǎŞƎƴŜƪΤ 

- ŀ ƘŀƴƎǎǵƭȅ ŀ ƪƛǾłƭǘƻǘǘ ƳŀƎŀǘŀǊǘłǎƻƴ Şǎ ŀȊ ŀƴƴŀƪ ŜǊŜŘƳŞƴȅŜƪŞƴǘ Ŝƭǃłƭƭƽ ƪƛƳŜƴŜǘƛ 

ǘŜƭƧŜǎƝǘƳŞƴȅŜƴ όōŜǘŜƭƧŜǎŜŘŜǘǘ ƪǸƭŘŜǘŞǎŜƴύ ǾŀƴΦ 

House (1977) Ƴǳǘŀǘ Ǌł ŀǊǊŀΣ ƘƻƎȅ ŀ ƪƛǾŞǘŜƭŜǎ ǀƴōƛȊŀƭƻƳΣ ŀ ōŜŦƻƭȅłǎ ƳŜƎǎȊŜǊȊŞǎŞǊŜ Şǎ 

ƳŜƎƪǀǾŜǘŜƭŞǎŞǊŜ ƛǊłƴȅǳƭƽ ŜǊǃǘŜƭƧŜǎ ƳƻǘƛǾłŎƛƽ Şǎ ŀ ǎŀƧłǘ ƘƛŜŘŜƭƳŜƪ ŜǊƪǀƭŎǎƛ 

ƪƛŦƻƎłǎǘŀƭŀƴǎłƎłōŀƴ Ǿŀƭƽ ŜǊǃǎ ƳŜƎƎȅǃȊǃŘŞǎ ŀȊƻƪ ŀ ǾŜȊŜǘǃƛ ǎȊŜƳŞƭȅƛǎŞƎ-ǾƻƴłǎƻƪΣ ŀƳŜƭȅŜƪ ŀ 

karizmatikus leader-ǎƘƛǇ ŜƭǃȊƳŞƴȅŜƛƴŜƪ ǘŜƪƛƴǘƘŜǘǃƪΦ McClelland ς Burnham (1976) hatalmi 

ƳƻǘƛǾłŎƛƽ ŜƭƳŞƭŜǘŜ ōƻƴǘƧŀ ƪƛ ŀȊǘ ŀ ōŜŦƻƭȅłǎǊŀ ǘǀǊŜƪǾǃ ƳƻǘƛǾłŎƛƽǘΣ ŀƳŜƭȅƴŜƪ ƘŀƴƎǎǵƭȅŀ ƴŜƳ ŀ 

ǎȊŜƳŞƭȅΣ ƘŀƴŜƳ ŀȊ łƭǘŀƭŀ ǾŜȊŜǘŜǘǘ ƛƴǘŞȊƳŞƴȅ ǎƛƪŜǊŞƴ Ǿŀƴ ς ŀ ƘŀǘŀƭƳƛ ƳƻǘƛǾłŎƛƽ ŜȊŜƴ αǘłǊǎŀǎέ 

ŞǊǘŜƭƳŜȊŞǎŞƴŜƪ ƭŞƴȅŜƎŜ ŀ Ƨƽ ǘŜƭƧŜǎƝǘƳŞƴȅǊŜ ǀǎȊǘǀƴȊǃ ƳƛƪǊƻ-ƪƭƝƳŀ ƳŜƎǘŜǊŜƳǘŞǎŜΣ ŀƳƛ 

ŞǇǇŜƴǎŞƎƎŜƭ ŀ ǎȊŜƳŞƭȅŜǎ ƘŀǘŀƭƳƛ ŀƳōƝŎƛƽƪ ǾƛǎǎȊŀŦƻƎƻǘǘǎłƎłǾŀƭ ƧłǊΦ 

House et al. (1991) a McClelland-ŦŞƭŜ ŜƭƳŞƭŜǘŜǘ Şǎ ŀƴƴŀƪ ƪƛǘŜǊƧŜǎȊǘŞǎŞǘ ό[at Ґ [ŜŀŘŜǊ aƻǘƛǾŜ 

tǊƻŦƛƭŜύ ƛƴǘŜƎǊłƭǘłƪ ǎŀƧłǘ ƳƻŘŜƭƭƧǸƪōŜΥ ŀƘƘƻȊΣ ƘƻƎȅ ŀ ǾŜȊŜǘǃ ŀ ƪǀǾŜǘǃƪ ǾłƭǘƻȊłǎƘƻȊ ŜƭŞƎǎŞƎŜǎ 

ƪǊƛǘƛƪǳǎ ǘǀƳŜƎŞǘ ƳƻȊƎƽǎƝǘŀƴƛ ǘǳŘƧŀ ŀ ƪǀǾŜǘǃƪ Şǎ ŀ ƪǀȊǀǎǎŞƎ ǾƝȊƛƽƛǘ ƳŜƎƧŜƭŜƴƝǘǃ ǾŜȊŜǘǃƛ ƧǀǾǃƪŞǇ 

ƳŜƎǾŀƭƽǎƝǘłǎłǊŀΣ ŀ όǘłǊǎŀǎύ ƘŀǘŀƭƳƛ ƳƻǘƛǾłŎƛƽ ƳŀƎŀǎ ǎȊƛƴǘƧŞǾŜƭ ƪŜƭƭ ǊŜƴŘŜƭƪŜȊƴƛŜΦ aƛƴǘƘƻƎȅ 

ŀȊƻƴōŀƴ ŜȊ ŀ ƪǀǾŜǘǃƪ ŜƎȅ ǊŞǎȊŞƴŜƪ ŜƭƭŜƴłƭƭłǎłǘ ς Şǎ ƪǊƛǘƛƪłƧłǘ ς ǾłƭǘƧŀ ƪƛΣ ŀ ǾŜȊŜǘǃ ǾƛǎȊƻƴȅŀ 

ŜȊŜƪƘŜȊ ƪǀȊǀƳōǀǎΣ ŀƳƛ ŀȊ ŀŦŦƛƭƛłŎƛƽǎ ƳƻǘƛǾłŎƛƽ ǊŜƭŀǘƝǾŜ ŀƭŀŎǎƻƴȅ ƳŞǊǘŞƪŞǾŜƭ ƧłǊ ŜƎȅǸǘǘΦ 

Trice ς Beyer (1986) ŀ ƪǀǾŜǘƪŜȊǃ ǀǘ ǘŞƴȅŜȊǃōŜƴ ŦƻƎƭŀƭƧŀ ǀǎǎȊŜ ŀ ²ŜōŜǊ-i (szociologikus) 

ƪŀǊƛȊƳŀ ŞǊǘŜƭƳŜȊŞǎǘΥ όмύ ŜƎȅ ǊŜƴŘƪƝǾǸƭƛ ǘŜƘŜǘǎŞƎǼ ǎȊŜƳŞƭȅΣ όнύ ŜƎȅ ǘłǊǎŀŘŀƭƳƛ ŞǊǘŜƭŜƳōŜƴ 

ǾłƭǎłƎƻǎΣ ŘŜ ƭŜƎŀƭłōō ƛǎ ƴŜƘŞȊ ƘŜƭȅȊŜǘΣ όоύ ŀ ǾłƭǎłƎ ƎȅǀƪŜǊŜǎ ƳŜƎƻƭŘłǎłǊŀ ŀƭƪŀƭƳŀǎ 

ŜƭƪŞǇȊŜƭŞǎŜƪ ƘŀƭƳŀȊŀΣ όпύ ƻƭȅŀƴ ƪǀǾŜǘǃƪ ƘŀƭƳŀȊŀΣ ŀƪƛƪ ŀ ƪƛǾŞǘŜƭŜǎ ǎȊŜƳŞƭȅƛǎŞƎŜǘ ǾƻƴȊƽƴŀƪ 

ǘŀƭłƭƧłƪ Şǎ ƳŜƎ Ǿŀƴƴŀƪ ƎȅǃȊǃŘǾŜ ŀǊǊƽƭΣ ƘƻƎȅ ŀȊ ƪǀȊǾŜǘƭŜƴǸƭ ƪǀǘǃŘƛƪ ǘǊŀƴǎȊŎŜƴŘŜƴǎ 

ƘŀǘŀƭƳŀƪƘƻȊΣ ǾŞƎǸƭ όрύ ƛǎƳŞǘƭǃŘǃ ǎƛƪŜǊŜƪ ƘƛǘŜƭŜǎƝǘƛƪ ŀ ƪƛŜƳŜƭƪŜŘǃ ǘŜƘŜǘǎŞƎŜǘ Şǎ 
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ǘǊŀƴǎȊŎŜƴŘŜƴŎƛłǘΦ bŞȊŜǘǸƪ ǎȊŜǊƛƴǘ ƳƛƴŘ ŜȊŜƪ ŜƎȅǸǘǘ łƭƭłǎŀ ƴŞƭƪǸƭǀȊƘŜǘŜǘƭŜƴ ŀƘƘƻȊΣ ƘƻƎȅ ŀ 

ƪŀǊƛȊƳŀΣ Ƴƛƴǘ ǎȊƻŎƛƻƭƽƎƛŀƛ ƧŜƭŜƴǎŞƎ ŦŜƭǎȊƝƴǊŜ ƪŜǊǸƭƧǀƴ (House, 1999, 563). 

A neo-ƪŀǊƛȊƳŀǘƛƪǳǎ ǇŀǊŀŘƛƎƳŀ ŀ ƪŀǊƛȊƳŀǘƛƪǳǎǎłƎƻǘ ǘłǊǎŀŘŀƭƳƛ-ǎȊƻŎƛƻƭƽƎƛŀƛ ƘŜƭȅŜǘǘ ƛƴƪłōō 

szervezeti ǘŞƴȅŜȊǃƪŞƴǘ ŞǊǘŜƭƳŜȊƛ, Şǎ ŀ ǾŜȊŜǘǃ ǎȊŜƳŞƭȅŜǎ ǘǳƭŀƧŘƻƴǎłƎŀƛ όŀ ƪƛǾłƭƽǎłƎΣ ŀ αƴŀƎȅ 

ŜƳōŜǊέ ƘŀƴƎǎǵƭȅƻȊłǎŀύ ƘŜƭȅŜǘǘ ƛƴƪłōō ŀ ƪǀǾŜǘŞǎǘ ƪƛǾłƭǘƽ ƳŀƎŀǘŀǊǘłǎt ƘŜƭȅŜȊƛ ƪǀȊŞǇǇƻƴǘōŀΦ 

A neo-ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇ ŞǊǘŜƭƳŜȊŞǎ Ŝƭǎǃ αŦŀƴŦłǊƧŀƛǘέ IƻǳǎŜ ƛƭƭŜǘǾŜ .ǳǊƴǎ αŦǵƧƧłƪ ƳŜƎέΥ 

Ŝƭǃōōƛ ŀ ǾłƭǘƻȊłǎ-ǾŜȊŜǘŞǎǘ, ǳǘƽōōƛ ŀ ƳŀƎŀǎǊŜƴŘǼ ǎȊǸƪǎŞƎƭŜǘŜƪ ƪƛŜƭŞƎƝǘŞǎŞƴŜƪ ǾŜȊŜǘǃƛ 

ǎȊłƴŘŞƪłǘ ƪŀǇŎǎƻƭƧŀ ŀ ŦƻƎŀƭƻƳƘƻȊΦ 

Weber ƪǸƭŘŜǘŞǎ ŞǊǘŜƭƳŜȊŞǎŞǘ ǘƻǾłōō ŦŜƧƭŜǎȊǘǾŜ ugyancsak House (1977) Ƴǳǘŀǘ Ǌł ŀǊǊŀΣ ƘƻƎȅ ŀ 

ƪŀǊƛȊƳŀǘƛƪǳǎ ǾŜȊŜǘǃƪ ƭŞƴȅŜƎŞōŜƴ ǾłƭǘƻȊłǎ-ǾŜȊŜǘǃƪΣ ŀ ǘłǊǎŀŘŀƭƳƛ ǾłƭǘƻȊłǎƻƪƘƻȊ 

ƴŞƭƪǸƭǀȊƘŜǘŜǘƭŜƴ ƪƻŎƪłȊŀǘ-Ǿłƭƭŀƭłǎƛ ƘŀƧƭŀƴŘƽǎłƎƎŀƭΣ łƭƭƘŀǘŀǘƻǎǎłƎƎŀƭΣ ŜƭǎȊłƴǘǎłƎƎŀƭ Şǎ 

ƪƛǘŀǊǘłǎǎŀƭΦ ! ǾłƭǘƻȊłǎ-ǾŜȊŜǘǃƛ szerep ǳƎȅŀƴŀƪƪƻǊ Ƨƽƭ ŞǊǘŜƭƳŜȊƘŜǘǃǾŞ ǘŜǎȊƛ ŀ ƪŀǊƛȊƳŀ ŞǎȊƭŜƭǘ 

ǘŜǊƳŞǎȊŜǘŞǘ ƛǎΥ ŀ ǾłƭǘƻȊǘŀǘłǎƛ ǎȊłƴŘŞƪ ŜƭƭŜƴłƭƭłǎǘ Ǿłƭǘ ƪƛ ŀ ǎǘŀǘǳǎ ǉǳƻ ƪŜŘǾŜȊƳŞƴȅŜȊŜǘǘƧŜƛōǃƭΣ 

akƛƪ ŜƴƴŜƪ Ŧƻƭȅǘłƴ ƴŜƳ ŦƻƎƧłƪ ƪŀǊƛȊƳŀǘƛƪǳǎƴŀƪ ŞǎȊƭŜƭƴƛ ǃǘΣ ƛƴƪłōō ƴŜƎŀǘƝǾ ǎȊƝƴōŜƴ ƭłǘƧłƪΦ 

Burns (1978) ƪƻǊǎȊŀƪƻǎ ƧŜƭŜƴǘǃǎŞƎǼ ƪǀƴȅǾŞōŜƴ ƪŞǘ ǾŜȊŜǘǃ-ǘƝǇǳǎǘ ƪǸƭǀƴōǀȊǘŜǘ ƳŜƎΥ ŀȊ 

ǸȊƭŜǘƪǀǘǃ όǘǊŀƴǎŀŎǘƛƻƴŀƭύ Şǎ ŀȊ łǘŀƭŀƪƝǘƽ όǘǊŀƴǎŦƻǊƳŀǘƛƻƴŀƭύ ƭŜŀŘŜǊǘΦ ! ƪŜǘǘǃōŜƴ ƪǀȊǀs az, hogy 

ŀ ƭŜŀŘŜǊǎƘƛǇ ƭŞƴȅŜƎŞƴŜƪ ŀ ŎǎŜǊŞǘ ǘŜƪƛƴǘƛΣ ŀ ƳŜƎƪǸƭǀƴōǀȊǘŜǘŞǎ ŀȊƻƴ ŀƭŀǇǳƭΣ ƘƻƎȅ ǾŜȊŜǘǃ Şǎ 

ƪǀǾŜǘǃ Ƴƛǘ ƛǎ ŎǎŜǊŞƭƴŜƪ ƪƛΚ .ǳǊƴǎ ŞǊǘŜƭƳŜȊŞǎŞōŜƴΥ  

- ŀ ƭŜŀŘŜǊǎƘƛǇ ŀ ƪǀȊǀǎ-ƪƻƭƭŜƪǘƝǾ ŎŞƭƘƻȊ ƪǀǘǃŘƛƪΣ Şǎ ƘŀǘŞƪƻƴȅǎłƎŀ ŀȊ ŜƳōŜǊƛ ǎȊǸƪǎŞƎƭŜǘŜƪ 

Şǎ ǾłǊŀƪƻȊłǎƻƪ ƪƛŜƭŞƎƝǘŞǎŞǊŜ ƛǊłƴȅǳƭƽ ǎȊłƴŘŞƪōŀƴ Şǎ ǾłƭǘƻȊłǎōŀƴ ƳŞǊƘŜǘǃ ƳŜƎΤ ŜȊŜƴ 

ōŜƭǸƭ 

- ŀȊ ǸȊƭŜǘƪǀǘǃ ƭŜŀŘŜǊǎƘƛǇ ƪƻƴƪǊŞǘΣ ǾŜȊŜǘǃ Şǎ ƪǀǾŜǘǃ ǎȊłƳłǊŀ ƘŀǎȊƴƻǎ ŘƻƭƎƻƪ ƪǀƭŎǎǀƴǀǎ 

ŎǎŜǊŞƧŞǘ ƧŜƭŜƴǘƛΣ ƳƝƎ 

- ŀȊ łǘŀƭŀƪƝǘƽ ƭŜŀŘŜǊ ƳŀƎŀǎǊŜƴŘǼ ƳƻǘƛǾłŎƛƽƪ ƪƛŜƭŞƎƝǘŞǎŞǊŜ ǘǀǊŜƪǎȊƛƪΣ Şǎ ŦƛƎȅŜƭƳŞǘ ŀ ƪǀǾŜǘǃ 

ǘŜƭƧŜǎ ǎȊŜƳŞƭȅƛǎŞƎŞǊŜ ƪƻƴŎŜƴǘǊłƭƧŀΦ !Ȋ łǘŀƭŀƪƝǘƽ ǾŜȊŜǘǃ ς ƪǀǾŜǘǃ ǾƛǎȊƻƴȅ ƪǀƭŎǎǀƴǀǎŜƴ 

ǎŜǊƪŜƴǘǃ Şǎ ŜƳŜƭƪŜŘŜǘǘΣ Şǎ ƎȅŀƪǊŀƴ ǾłƭǘƻȊǘŀǘƧŀ ŀ ƪǀǾŜǘǃǘ ǾŜȊŜǘǃǾŞΣ ŀ ǾŜȊŜǘǃǘ ǇŜŘƛƎ ŀȊ 

ŜǊƪǀƭŎǎ ƪŞǇǾƛǎŜƭǃƧŞǾŞ όƳƻǊŀƭ ŀƎŜƴǘύ (Burns, 1978, 4). 

.ǳǊƴǎ ŀȊ łǘŀƭŀƪƝǘƽ ǾŜȊŜǘǃ ŦƻƎŀƭƳŀǘ ǀǎǎȊŜƪŀǇŎǎƻƭƧŀ ŀ ƘǃǎƛŜǎǎŞƎƎŜƭΣ ƪŀǊƛȊƳŀǘƛƪǳǎǎłƎƎŀƭΦ ! 

ƳƻǊłƭƛǎ ƭŜŀŘŜǊǎƘƛǇ ǎȊŜǊƛƴǘŜ ŞǊǘŞƪŀƭŀǇǵ Şǎ ŜƎȅŞǊǘŜƭƳǼŜƴ ƻƭȅŀƴ ǘłǊǎŀŘŀƭƳƛ ǾłƭǘƻȊłǎƻƪƘƻȊ ǾŜȊŜǘΣ 
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ŀƳŜƭȅŞǊǘ ŀ ǾŜȊŜǘǃ ŦŜƭŜƭǃǎǎŞƎŜǘ ŞǊŜȊ Şǎ ǾłƭƭŀƭΦ .ǳǊƴǎ ƭŜŀŘŜǊ-Ŝ ŜǊƪǀƭŎǎƛƭŜƎ ŦŜƭŜƳŜƭǃΣ Şǎ ǘǳŘŀǘƻǎŀƴ 

ǘǀǊŜƪǎȊƛƪ ƪǀǾŜǘǃƛǘ ƭŜŀŘŜǊ-ŜƪƪŞ ŦŜƧƭŜǎȊǘŜƴƛ όłǘŀƭŀƪƝǘƽύ (Avolio, 2000, 741). 

Bennis ς Nanus (1985), majd Nanus (1992) ƪǸƭŘŜǘŞǎ Şǎ ƪǀȊǀǎόǎŞƎƛύ ŎŞƭ ƎƻƴŘƻƭŀǘłǘ ŜƭƳŞƭȅƝǘǾŜ 

ǾŜȊŜǘƛƪ ōŜ ŀ ǾŜȊŜǘǃƛ ƧǀǾǃƪŞǇ όǾƝȊƛƽύ ŦƻƎŀƭƳŀǘΥ αƴƛƴŎǎ ŀƴƴłƭ ŜǊǃǎŜōō ƘŀƧǘƽŜǊǃ ŀ ǎȊŜǊǾŜȊŜǘƛ 

ƪƛǾłƭƽǎłƎ Şǎ ŀ ƘƻǎǎȊǵǘłǾǵ ǎƛƪŜǊŜǎǎŞƎ ŜƭŞǊŞǎŞǊŜΣ Ƴƛƴǘ ŀ ƧǀǾǃƴŜƪ ŜƎȅ ǎȊŞƭŜǎƪǀǊōŜƴ ƻǎȊǘƻǘǘ ǾƻƴȊƽΣ 

ŞǊŘŜƳƛ Şǎ ŜƭŞǊƘŜǘǃ ǾƝȊƛƽƧŀέ (Nanus, 1992, 3). 

1. ǘłōƭłȊŀǘΥ ! ƪŀǊƛȊƳŀǘƛƪǳǎ ǾŜȊŜǘǃ ǘǳƭŀƧŘƻƴǎłƎŀƛ Şǎ ƳŀƎŀǘŀǊǘłǎƳƛƴǘłƛ /ƻƴƎŜǊςKanungo 

Szakasz-ƳƻŘŜƭƭƧŜ ŀƭŀǇƧłƴ 

 
мΦ ǎȊŀƪŀǎȊΥ ŀ ƪǀǊƴȅŜȊŜǘƛ 
ƪƻƴǘŜȄǘǳǎ Şǎ ŀ ƧŜƭŜƴƭŜƎƛ 
ƘŜƭȅȊŜǘ ƪǊƛǘƛƪŀƛ ŞǊǘŞƪŜƭŞǎŜ 

2. szakasz: szervezeti 
ŎŞƭƻƪ ƳŜƎŦƻƎŀƭƳŀȊłǎŀ Şǎ 

ŀǊǘƛƪǳƭłŎƛƽƧŀ 

3. szakasz: a ƳŜƎǾŀƭƽǎƝǘłǎ 
ƳƽŘƧłƴŀƪ Şǎ ŜǎȊƪǀȊŞnek 

ǎȊŜƳƭŞƭǘŜǘŞǎŜ 

Az adott 
szakaszra 
ƧŜƭƭŜƳȊǃ 

karizmatikus 
ǾŜȊŜǘǃƛ 

ǘǳƭŀƧŘƻƴǎłƎƻƪ 
illetve 

ƳŀƎŀǘŀǊǘłǎƻƪ 

! ǎǘŀǘǳǎ ǉǳƻ ƘƛłƴȅƻǎǎłƎŀƛ 
ŦŜƭƛǎƳŜǊŞǎŞƴŜƪ 
ƪŞǇŜǎǎŞƎŜ  

! ƧŜƭŜƴƭŜƎƛǘǃƭ ƭŞƴȅŜƎŜǎen 
ŜƭǘŞǊǃ, ŜǎȊƳŞƴȅƝǘŜǘǘ 

ƧǀǾǃƪŞǇ ƳŜƎŦƻƎŀƭƳŀȊłǎŀ 

Eredeti, szokatlan, 
ǵƧǎȊŜǊǼΣ ǘłǊǎŀŘŀƭƳƛ 
ǎȊŀōłƭȅƻƪǘƽƭ ŜƭǘŞǊǃ 

9Ǌǃǎ ƪŞǎȊǘŜǘŞǎ ŀ ǎǘŀǘǳǎ 
ǉǳƻ ƳŜƎǾłƭǘƻȊǘŀǘłǎłǊŀ 

SzerethŜǘǃΣ ŀȊƻƴƻǎǳƭłǎǊŀ 
Şǎ ƪǀǾŜǘŞǎǊŜ ŞǊŘŜƳŜǎ, 
ƪǀȊǀǎŜƴ ŞǊǘŜƭƳŜȊŜǘǘ 
ǘłǾƭŀǘƻƪ ƳŜƎŦƻƎŀƭƳŀȊłǎŀ 

{ȊŀǾŀƘƛƘŜǘǃ ƘƛǘŜƭŜǎǎŞƎΣ 
ǎȊŜƳŞƭȅŜǎ ƪƻŎƪłȊŀǘƻƪŀǘ 
Şǎ łƭŘƻȊŀǘƻǘ ƛǎ Ǿłƭƭŀƭƽ 
ǎȊŜƴǾŜŘŞƭȅŜǎ ƪŞǇǾƛǎŜƭŜǘ 

! ƪǀǾŜǘǃƪ ƘŀƧƭŀƳŀƛƴŀƪΣ 
ƪŞǇŜǎǎŞƎŜƛƴŜƪΣ 
ǎȊǸƪǎŞƎƭŜǘŜƛƴŜƪ Şǎ 

ŜƭŞƎŜŘŜǘǘǎŞƎŞƴŜƪ Ǉƻƴǘƻǎ 
ŦŜƭƳŞǊŞǎŜ 

! ƧǀǾǃōŜƭƛ ŎŞƭƻƪ ŜǊǃǘŜƭƧŜǎ 
Şǎ ƛƴǎǇƛǊłƭƽ ŀǊǘƛƪǳƭłŎƛƽƧŀ 

{ȊŀƪŞǊǘŜƭŜƳ ŀ ŦŜƴƴłƭƭƽ 
ǊŜƴŘ ƳŜƎŀƘŀƭŀŘłǎłǊŀ 

alkalmas, nem 
ǎȊƻƪǾłƴȅƻǎ ŜǎȊƪǀȊǀƪ 
ŀƭƪŀƭƳŀȊłǎłōŀƴ 

CƻǊǊłǎΥ ǎŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎ /ƻƴƎŜǊ ς Kanungo, 1998, 48ςрт ŀƭŀǇƧłƴ 

!Ȋ ǸȊƭŜǘƪǀǘǃ Şǎ ŀȊ łǘŀƭŀƪƝǘƽ ǾŜȊŜǘǃ-ǘƝǇǳǎƻƪŀǘ Kotter (1990) ƻǇŜǊŀŎƛƻƴŀƭƛȊłƭƧŀ ǾŜȊŜǘǃƛ 

ǎȊŜǊŜǇŜƪƪŞΣ Ŝƭǃōōƛǘ ŀ ƳŀƴŀƎŜǊ-ƪŞƴǘΣ ǳǘƽōōƛǘ ŀ ƭŜŀŘŜǊ-ƪŞƴǘ ŎƝƳƪŞȊǾŜΦ YƻǘǘŜǊ ŀ ƭŜŀŘŜǊ-szerepet 

ŜƎȅōŜƴ ǀǎǎȊŜƪŀǇŎǎƻƭƧŀ ŀ ǾłƭǘƻȊłǎ ǾŜȊŜǘŞǎǎŜƭ όŎƘŀƴƎŜ-agent) is. 

/ƻƴƎŜǊ Şǎ YŀƴǳƴƎƻ όмффуύ szakasz-ƳƻŘŜƭƭƧǸƪōŜƴ ŦƛƴƻƳƝǘƧłƪ Şǎ ƪƛōƻƴǘƧłƪ ŀ ƪarizmatikus 

ǾŜȊŜǘǃƪ ǾłƭǘƻȊłǎ-ǾŜȊŜǘŞǎǊŜ ƪŞǇŜǎƝǘǃ ǘǳƭŀƧŘƻƴǎłƎŀƛǘ Şǎ ƳŀƎŀǘŀǊǘłǎŀƛǘΣ ŜƎȅōŜƴ ǘƻǾłōō ŦŜƧƭŜǎȊǘǾŜ 

YƻǘǘŜǊ ƭŜŀŘŜǊ ǎȊŜǊŜǇ ŞǊǘŜƭƳŜȊŞǎŞǘ ƛǎ όƭłǎŘ мΦ ǘłōƭłȊŀǘύ. 

! D[h.9 ƪǳǘŀǘłǎ ŀ ƪŀǊƛȊƳŀǘƛƪǳǎκŞǊǘŞƪ-ŀƭŀǇǵ ƭŜŘŜǊǎƘƛǇŜǘ ŀ ǾŜȊŜǘǃ ƻƭȅŀƴ ƪŞǇŜǎǎŞƎŜƪŞƴǘ 

ƘŀǘłǊƻȊȊŀΣ ƳŜƎΣ ŀƳŜƭȅƴŜƪ ǊŞǾŞƴ ǎȊƛƭłǊŘ ƳŜƎƎȅǃȊǃŘŞǎǎŜƭ Ǿŀƭƭƻǘǘ ŞǊǘŞƪŜƛ ǊŞǾŞƴ ƛƴǎǇƛǊłƭƧŀΣ 

ƳƻǘƛǾłƭƧŀ ƪǀǾŜǘǃƛǘ, Şǎ ƪƛŜƳŜƭƪŜŘǃ ƪƛƳŜƴǃ ǘŜƭƧŜǎƝǘƳŞƴȅǘ ǾłǊ Ŝƭ ǘǃƭǸƪ (House et al. 2004, 14). 
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¢ŜƎȅǸƪ ŦŜƭ ŀ ƪŞǊŘŞǎǘΥ ƳƛŞǊǘ ƪǀǾŜǘƪŜȊƛƪ ōŜ ŀ ƴŜƻ-ƪŀǊƛȊƳŀǘƛƪǳǎ ǇŀǊŀŘƛƎƳŀǾłƭǘłǎ ŀ ƭŜŀŘŜǊǎƘƛǇ 

ƛǊƻŘŀƭƻƳōŀƴΚ bŞȊŜǘŜƳ ǎȊŜǊƛƴǘ ŜƴƴŜƪ ƳŀƎȅŀǊłȊŀǘłǘ ŀ ƪǀǾŜǘǃƪ ŦŜƭǃƭ ŞǊǘƘŜǘƧǸƪ ƳŜƎΗ  

Argyris (1957, 1973) ŞǊŜǘǘǎŞƎ ƪƻƴŎŜǇŎƛƽƧŀ Ƴǳǘŀǘ Ǌł ŀǊǊŀΣ ƘƻƎȅ ŀ ƪǀǾŜǘǃƪ ŀ ƎȅŜǊƳŜƪ-ŦŜƭƴǃǘǘ 

όŞǊŜǘƭŜƴǎŞƎ-ŞǊŜǘǘǎŞƎύ ƪƻƴǘƛƴǳǳƳƻƴ ŜƎȅǊŜ ƛƴƪłōō ŀȊ ŞǊŜǘǘǎŞƎ ŦŜƭŞ ŜƭƳƻȊŘǳƭǾŀΣ ŜƎȅǊŜ ƳŀƎŀǎŀōō 

ǎȊƛƴǘǼ ǇǊƻōƭŞƳŀƳŜƎƻƭŘƽ ƪŞǇŜǎǎŞƎƎŜƭ Şǎ ƘŀƧƭŀƴŘƽǎłƎƎŀƭ ƭŞǇƴŜƪ ōŜ ŀ Ƴǳƴƪŀ ǾƛƭłƎłōŀΦ 

Hackman ς Lawler (1971) ǊłƳǳǘŀǘ ŜƴƴŜƪ ŀ ƳƻǘƛǾłŎƛƽǎ ƘłǘǘŜǊŞǊŜΥ ŜǊǃǘŜƭƧŜǎ ŀȊ ŜƭƳƻȊŘǳƭłǎ ŀ 

ƳŀƎŀǎŀōō ǊŜƴŘǼ όƛƴǘǊƛƴǎƛŎύ ǎȊǸƪǎŞƎƭŜǘŜƪ ƪƛŜƭŞƎƝǘŞǎŜ ŦŜƭŞ όǾłƭǘƻȊŀǘƻǎǎłƎΣ ŀǳǘƻƴƽƳƛŀΣ ƳǳƴƪłǾŀƭ 

Ǿŀƭƽ ŀȊƻƴƻǎǳƭłǎΣ ŀ ǘŜƭƧŜǎƝǘƳŞƴȅǊǃƭ Ǿŀƭƽ ǾƛǎǎȊŀƧŜƭȊŞǎύΦ !Ȋ ŞǊŜǘǘǎŞƎǊŜ Ƴƛƴǘ ŦǸƎƎŜǘƭŜƴ ǾłƭǘƻȊƽǊŀ 

Hersey et al. (1996) ŞǇƝǘŜƴŜƪ όǎȊƛǘǳŀǘƝǾύ ƭŜŀŘŜǊǎƘƛǇ ŜƭƳŞƭŜǘŜǘΣ ǊłƳǳǘŀǘǾŀΣ ƘƻƎȅ ŀȊ ŞǊŜǘǘ όƪŞǎȊ 

Şǎ ƪŞǇŜǎύ ǎȊŜƳŞƭȅƛǎŞƎŜƪ ǾŜȊŜǘŞǎŞōŜƴ ŀ ŦŜƭŀŘŀǘƻǊƛŜƴǘłƭǘ ǾŜȊŜǘŞǎƛ ŜƭŜƳŜƪ ŜƭǘǼƴƴŜƪ ŀ ǇƻȊƝŎƛƽōƽƭ 

ŦŀƪŀŘƽ ƘŀǘŀƭƳƛ ŜǎȊƪǀȊǀƪƪŜƭ ŜƎȅǸǘǘΣ ŀ ǾŜȊŜǘǃ Ŏǎŀƪ ǎȊŜƳŞƭȅŜǎ ƘŀǘŀƭƳƛ ŦƻǊǊłǎŀƛǊŀ ς ǎȊŀƪŞǊǘŜƭŜƳǊŜ 

Şǎ ŀ French-Raven-ƛ όмфрфύ ŞǊǘŜƭŜƳōŜƴ ǾŜǘǘ ǊŜŦŜǊŜƴǎ ƘŀǘŀƭƻƳǊŀ όŀȊŀȊ ŀ ƪŀǊƛȊƳłǊŀύ ς 

ǘłƳŀǎȊƪƻŘƘŀǘΦ 

A karizmatikus illetve neo-ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇ ǇŀǊŀŘƛƎƳłǘ ƪŞǘ ǎȊŜƳǇƻƴǘ ƳŜƴǘŞƴ ǾŜǘƧǸƪ 

ǀǎǎȊŜΥ 

- ǎȊŞƭŜǎŜōō ŞǊǘŜƭŜƳōŜƴ ŀ ƪŞǘ ƭŜŀŘŜǊǎƘƛǇ ǇŀǊŀŘƛƎƳŀ ŜƭǘŞǊǃ ǾŜȊŜǘŞǎƛ-szervezŜǘƛ ǇŀǊŀŘƛƎƳłƪ 

ƪŜǊŜǘŜƛ ƪǀȊŞ ƛƭƭŜǎȊǘƘŜǘǃƪ ς a ǾŜȊŜǘŞǎƛ-ǎȊŜǊǾŜȊŜǘƛ ǇŀǊŀŘƛƎƳłƪǊƽƭ ōǃǾŜōōŜƴ ƭłǎŘΥ (Bakacsi, 

2015); 

- ǎȊǼƪŜōō ŞǊǘŜƭŜƳōŜƴ ŀȊ ŞǊŜǘǘǎŞƎ ŜƭƳŞƭŜǘ ƛȊƎŀƭƳŀǎ ƭŜƘŜǘǃǎŞƎŜǘ ǘŜǊŜƳǘ ŀ ƪŀǊƛȊƳŀǘƛƪǳǎ Şǎ 

a neo-ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇ ǎȊŞǘǾłƭŀǎȊǘłǎłǊŀ ς ƳƛƴŘŜȊǘ ŀ ƪǀǾŜǘǃ ǇŜǊǎǇŜƪǘƝǾłƧłōƽƭ 

όǾŜƎȅǸƪ ŞǎȊǊŜΥ ŀ ōŜƻǎȊǘƻǘǘƛ ŞǊŜǘǘǎŞƎ ŀ ǾŜȊŜǘŞǎƛ-ǎȊŜǊǾŜȊŜǘƛ ǇŀǊŀŘƛƎƳŀ ŜƎȅƛƪ ŦǸƎƎŜǘƭŜƴ 

ǾłƭǘƻȊƽƧŀύΦ  

A Weber-ƛ όƪƭŀǎǎȊƛƪǳǎύ ƪŀǊƛȊƳŀǘƛƪǳǎ ǾŜȊŜǘǃ ƪǀǾŜǘǃƧŜ ƛƴƪłōō ŀȊ !ǊƎȅǊƛǎ-ƛ ƪƻƴǘƛƴǳǳƳ ŞǊŜǘƭŜƴΣ ƳƝƎ 

a neo-ƪŀǊƛȊƳŀǘƛƪǳǎ ǾŜȊŜǘǃŞ ƛƴƪłōō ŀȊ ŞǊŜǘǘ ǾŞƎǇƻƴǘƧłƘƻȊ Ǿŀƴ ƪǀȊŜƭŜōōΦ 

! ƪƭŀǎǎȊƛƪǳǎ ƪŀǊƛȊƳŀǘƛƪǳǎ ǾŜȊŜǘǃ ƪǀǾŜǘǃƧŜ ƳŞƎ ƴŜƳ ǀƴłƭƭƽ ǇǊƻōƭŞƳŀƳŜƎƻƭŘƽ όƪƻƳǇƭŜȄebb 

ǇǊƻōƭŞƳłƪ ǘŜƪƛƴǘŜǘŞōŜƴ ƭŜƎŀƭłōōƛǎ ōƛȊǘƻǎŀƴ ƴŜƳύΣ ŀ ƴŜƻ-ƪŀǊƛȊƳŀǘƛƪǳǎŞ ǾƛǎȊƻƴǘ ƳłǊ ŀȊΦ 

! ƪƭŀǎǎȊƛƪǳǎ ƪŀǊƛȊƳŀǘƛƪǳǎ ǾŜȊŜǘǃ ŘƻƳƛƴłƴǎŀƴ ƳŀƎŀǘŀǊǘłǎ όōǸǊƻƪǊŀǘƛƪǳǎύ ƪƻƴǘǊƻƭƭǘΣ ƳƝƎ ŀ ƴŜƻ-

ƪŀǊƛȊƳŀǘƛƪǳǎ ǘŜƭƧŜǎƝǘƳŞƴȅ όǇƛŀŎƛύ ǾŀƎȅ ƪƭłƴ ƪƻƴǘǊƻƭƭǘ ƎȅŀƪƻǊƻƭΦ 9ƭǃōōƛ ŜƎȅŜƴŜǎ ƪǀǾŜǘƪŜȊƳŞƴȅŜ 
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ŀȊ ǀƴłƭƭƽ ǇǊƻōƭŞƳŀƳŜƎƻƭŘƽ ƪŞǇŜǎŞƎ ƘƛłƴȅłƴŀƪΦ ¦ǘƽōōƛ ŜǎŜǘŞōŜƴ ŀ ƪǀǾŜǘǃƛ ǇǊƻōƭŞƳŀƳŜƎƻƭŘƽ 

ƪŞǇŜǎǎŞƎ ƳłǊ ƧŜƭŜƴ ǾŀƴΣ ƝƎȅΥ 

- ŜƭƛǎƳŜǊǘǎŞƎ ƳƻǘƛǾłŎƛƽǎ ǎȊƛƴǘ ŜǎŜǘŞƴ ŀ ƪƛƳŜƴǃ ǘŜƭƧŜǎƝǘƳŞƴȅ Ŧǀƭǀǘǘƛ ŀƭƪǳ Şǎ ŀ ǘŞƴȅƭŜƎŜǎŜƴ 

ǘŜƭƧŜǎƝǘƳŞƴȅ ŀƭŀǇƧłƴ ǘǀǊǘŞƴǃ ǾƛǎǎȊŀŎǎŀǘƻƭłǎΣ 

- ǀƴƳŜƎǾŀƭƽǎƝǘłǎ ƳƻǘƛǾłŎƛƽ ŜǎŜǘŞƴ ŀ ŘǀƴǘŞǎŜƪ ŀƭŀǇǾŜǘǃ ƪƻƎƴƛǘƝǾ όƘƛŜŘŜƭŜƳ ǘŜǊƳŞǎȊŜǘǼύ, 

ƛƭƭŜǘǾŜ ǇǊŜŦŜǊŜƴŎƛłƭƛǎ όŞǊǘŞƪύ ǇǊŜƳƛǎǎȊłƛōŀƴ Ǿŀƭƽ ŜƭǃȊŜǘŜǎ ƳŜƎłƭƭŀǇƻŘłǎ 

ŀ ƪƻƴǘǊƻƭƭ ƎȅŀƪƻǊƭłǎ ƳƽŘƧŀΦ 

! ƪƭłƴ ƪƻƴǘǊƻƭƭ ŀƭƪŀƭƳŀȊłǎłǘ Schein (1992, 229) ŀ ƪǀǾŜǘƪŜȊǃƪŞǇǇŜƴ ƝǊƧŀ ƭŜΥ α! ƭŜƎŜƎȅǎȊŜǊǼōō 

ƳŀƎȅŀǊłȊŀǘ ŀǊǊŀΣ ƘƻƎȅ ŀ ǾŜȊŜǘǃƪ ƘƻƎȅŀƴ ŞǊǘŜǘƛƪ ƳŜƎ ǸȊŜƴŜǘŜƛƪŜǘΣ ƴŜƳ ƳłǎΣ Ƴƛƴǘ ŀ 

ƪŀǊƛȊƳłƧǳƪƻƴ ƪŜǊŜǎȊǘǸƭ ς ŜȊŜƴ ǊŜƧǘŞƭȅŜǎ ǘǳƭŀƧŘƻƴǎłƎƻƴ ōŜƭǸƭ ŀȊ ŜƎȅƛƪ ƭŜƎŦƻƴǘƻǎŀōō ŜƭŜƳ ŀ 

ƭŜŀŘŜǊ ŀȊƻƴ ƪŞǇŜǎǎŞƎŜΣ ƘƻƎȅ ŜƭŜǾŜƴŜƴΣ ǳƎȅŀƴŀƪƪƻǊ ǘƛǎȊǘŀ ŜƎȅŞǊǘŜƭƳǼǎŞƎƎŜƭ ƪŞǇŜǎ ŀ ƭŞƴȅŜƎŜǎ 

ŜƭǃŦŜƭǘŜǾŞǎŜƪŜǘ Şǎ ŞǊǘŞƪŜƪŜǘ ƪƻƳƳǳƴƛƪłƭƴƛΦ ! ƪŀǊƛȊƳŀǘƛƪǳǎ ƧǀǾǃƪŞǇƴŜƪΣ Ƴƛƴǘ ŀȊ ŜȊŜƪŜǘ 

ōŜłƎȅŀȊƽ ƳŜŎƘŀƴƛȊƳǳǎƴŀƪ ŀ ƭŜƎŦǃōō ǇǊƻōƭŞƳłƧŀ ŀȊΣ ƘƻƎȅ ƪŜǾŞǎ ǾŜȊŜǘǃ ƪŞǇŜǎ ŜǊǊŜ, Şǎ Ƙŀǘłǎłǘ 

ŜȊȊŜƭ ŜƎȅǸǘǘ ƴŜƘŞȊ ŜƭǃǊŜ ƧŜƭŜȊƴƛέ. 

aƛ ŀȊΣ ŀƳƛ ŀ ƪŞǘŦŞƭŜ ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇŜǘ ƳŞƎƛǎ ƪǀȊǀǎ ƴŜǾŜȊǃǊŜ ƘƻȊȊŀΚ Podolny et al. 

(2000) Ƴǳǘŀǘƴŀƪ Ǌł ŀ ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇ ŜƎȅ ƭŞƴȅŜƎŜǎ ŀǎǇŜƪǘǳǎłǊŀΥ ŀ ƧŜƭŜƴǘŞǎ-ŀŘłǎǊŀΦ α! 

ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇΣ Ƴƛƴǘ ƧŜƭŜƴǎŞƎΣ ƳŀƧŘƘƻƎȅƴŜƳ ŘŜŦƛƴƝŎƛƽ ǎȊŜǊǼŜƴ ŦƻƎƭŀƭƧŀ ƳŀƎłōŀ ŀȊǘΣ 

ƘƻƎȅ ŀ ƪǀǾŜǘǃƪ ŎǎŜƭŜƪŜŘŜǘŜƛƪŜǘ ǀǎǎȊŜƪŀǇŎǎƻƭǾŀ ǎȊŜǊŜǘƴŞƪ ƭłǘƴƛ ŞƭŜǘǸƪ ƴŀƎȅǊŀ ŞǊǘŞƪŜƭǘ 

ǎȊŜƳǇƻƴǘƧŀƛǾŀƭέ (ibid: 70)Φ ! ƪǀǾŜǘǃ ǎȊŜǊǾŜȊŜǘƛ ǾŀƭƽǎłƎŀ ŜƎȅ ǘłǊǎŀǎ ƪƻƴǎǘǊǳƪŎƛƽ ŦƻƭȅŀƳŀǘłōŀƴ 

Ƨǀƴ ƭŞǘǊŜΣ ŀȊ łƭǘŀƭŀ ƪƛŀƭŀƪƝǘƻǘǘ ŞǊǘŜƭƳŜȊŞǎ ŀ ǎȊŜǊǾŜȊŜǘ ǘŀƎƧŀƛ łƭǘŀƭ ƪǀȊǀǎŜƴ ƪƛŀƭŀƪƝǘƻǘǘ ƧŜƭŜƴǘŞǎ-

ŀŘłǎǘƽƭ ƴŜƳ ŦǸƎƎŜǘƭŜƴƝǘƘŜǘǃΥ ŀȊǘ ŜƎȅƳłǎǘƽƭ ǘŀƴǳƭƧłƪΣ ƴŜƳ όŦŜƭǘŞǘƭŜƴǸƭύ ƳŀƎǳƪ ƪƻƴǎǘǊǳłƭƧłƪ ς 

ŜōōŜƴ ŀ ǾŜȊŜǘǃƴŜƪ ƪƛǘǸƴǘŜǘŜǘǘ ǎȊŜǊŜǇŜ Ǿŀƴ (Gioia, 1986; Isabella, 1990). 

ałǎƴŀƪ ƝǘŞƭŜƳ ŀȊƻƴōŀƴ ŀ ƪŀǊƛȊƳŀǘƛƪǳǎ, illetve a neo-ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊ łƭǘŀƭ ƪǀȊǾŜǘƝǘŜǘǘ 

ƧŜƭŜƴǘŞǎŀŘłǎǘΣ ŀ ƪǀǾŜǘǃƛ ŞǊǘŜƭƳŜȊŞǎƘŜȊ Ǿŀƭƽ ǾŜȊŜǘǃƛ ƘƻȊȊłƧłǊǳƭłǎǘΦ 

! ƪŀǊƛȊƳŀǘƛƪǳǎ ǾŜȊŜǘǃ ƪǀǾŜǘǃƧŜ ς ŀƪƛ ƳŞƎ ƴŜƳ ǀƴłƭƭƽ ǇǊƻōƭŞƳŀƳŜƎƻƭŘƽ ς ŀ ǎŀƧłǘ ǇǊƻōƭŞƳŀ-

ŞǎȊƭŜƭŞǎŞǘ ƳŜƎƘŀƭŀŘƽΣ ŀƴƴłƭ ƧƽǾŀƭ ƪƻƳǇƭŜȄŜōō ǇǊƻōƭŞƳŀ-ŞǊǘŜƭƳŜȊŞǎǘ ǾłǊƧŀ ŀ ǾŜȊŜǘǃǘǃƭ Şǎ 

ŜƎȅōŜƴ ŜȊǘ ƛǎ ŞǊǘŞƪŜƭƛ ōŜƴƴŜΗ ! ǎŀƧłǘƧłƴłƭ ƧƽǾŀƭ ǀǎǎȊŜǘŜǘǘŜōōΣ ŀȊ ǀƴŞǊǘŜƭƳŜȊŞǎŞƘŜȊ Şǎ 

ǀƴōŜŎǎǸƭŞǎŞƘŜȊ ƛƎŜƴ Ŧƻƴǘƻǎ ƘƻȊȊłƧłǊǳƭłǎǘ ƧŜƭŜƴǘǃ ǾŜȊŜǘǃƛ ŞǊǘŜƭƳŜȊŞǎ ŦƻƭȅƻƳłƴȅŀ ǳƎȅŀƴŀƪƪƻǊ 

ŀȊΣ ƘƻƎȅ ŀ ƪǀǾŜǘǃΥ 

- ŀ ǾŜȊŜǘǃƧŞǘ ǀƴƳŀƎŀ ŦǀƭŞ ŜƳŜƭƛΣ Şǎ szeƳŞƭȅŜ ƛǊłƴǘ ŜƭƪǀǘŜƭŜȊǃŘƛƪΣ 
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- ŀ ƪǀǾŜǘǃ ƻŘŀŀŘƽŀƴ ŦŜƭƴŞȊ ǾŜȊŜǘǃƧŞǊŜΤ ǇǊƻōƭŞƳŀ-ŞǎȊƭŜƭŞǎǘ Şǎ -ƳŜƎƻƭŘƽ ƪŞǇŜǎǎŞƎŞǘ όLv-

Ƨłǘύ ƳŀƎłŞǘ ƳŜǎǎȊŜ ƳŜƎƘŀƭŀŘƽƴŀƪ ǘŜƪƛƴǘƛΣ 

- ƪŞǎȊ ƪǀǾŜǘƴƛΣ ŀƳŜƭȅ ƳƛƴŘ ŀ ƪŀǊƛȊƳŀǘƛƪǳǎ ǾŜȊŜǘǃ ŎŞƭƧŀƛΣ ƳƛƴŘ ŀ ŎŞƭƻƪ ƳŜƎǾŀƭƽǎƝǘłǎƛ 

ƳƽŘƧłƴŀƪ ŀȊ ŜƭŦƻƎŀŘłǎłōŀƴ ƴȅƛƭǾłƴǳƭ ƳŜƎΣ 

- ŀ ŦǀƭŞ-ǊŜƴŘŜƭǘǎŞƎ ƴŜƳ ŀ ǾŜȊŜǘǃ ǇƻȊƝŎƛƽƧłōƽƭ ŦŀƪŀŘ όŜƴƴŜƪ Ŧƻƭȅǘłƴ ƴŜƳ ŦŜƭǸƭǊǃƭ 

ƪƛƪŞƴȅǎȊŜǊƝǘŜǘǘύΣ ƘŀƴŜƳ ŀ ǎȊŜƳŞƭȅŞƴŜƪ ǘǳƭŀƧŘƻƴƝǘƻǘǘ όŀȊŀȊ .ŀǊƴŀǊŘ ŞǊǘŜƭƳŜȊŞǎŞǾŜƭ 

ǀǎǎȊƘŀƴƎōŀƴ ŀƭǳƭǊƽƭ ǘŞǘŜƭŜȊŜǘǘύΤ 

- ǾŜƎȅǸƪ ŞǎȊǊŜΣ ƘƻƎȅ ƝƎȅ ƴȅŜǊ ŞǊǘŜƭƳŜǘ ŀ ŦŜƴǘŜōō ǘłǊƎȅŀƭǘ ƪǀǾŜǘŞǎ-ŜƴƎŜŘŜƭƳŜǎǎŞƎ 

ŘƛƭŜƳƳŀΥ ŀ ǾŜȊŜǘǃ ǎȊŜƳŞƭȅŞǾŜƭ Şǎ ŜȊłƭǘŀƭ ŎŞƭƧŀƛǾŀƭ Ǿŀƭƽ ŀȊƻƴƻǎǳƭłǎ ƪǀǾŜǘŞǎƪŞƴǘ 

ŞǊǘŜƭƳŜȊƘŜǘǃΣ ŀȊ ǀƴƳŀƎŀ ŦǀƭŞ Ǿŀƭƽ ŜƳŜƭŞǎōǃƭ ƪǀǾŜǘƪŜȊǃ ǀƴƪŞƴǘ Ǿłƭƭŀƭǘ ŀƭłǊŜƴŘŜƭǘǎŞƎ 

ƳŞƎƛǎ ŜƎȅŦŀƧǘŀ ƘƛŜǊŀǊŎƘƛƪǳǎ ǾƛǎȊƻƴȅǘ ŜǊŜŘƳŞƴȅŜȊΣ ŀƳƛ ς tekinteǘǘŜƭ ŀǊǊŀΣ ƘƻƎȅ ŀ ǾŜȊŜǘǃ 

ǎȊŜƳŞƭȅŜ ƛǊłƴǘƛ ƻŘŀŀŘłǎ ŦŜƭǘŞǘƭŜƴ ς ƪǾłȊƛ-hatalmi ǊŜƭłŎƛƽΦ 

ałǎ ŀ ƘŜƭȅȊŜǘ ŀ ƴŜƻ-ƪŀǊƛȊƳŀǘƛƪǳǎ ǾŜȊŜǘǃ ƪǀǾŜǘǃƧŞǾŜƭΦ p ƳłǊ ς ƭŞǾŞƴ ƪŞǎȊ Şǎ ƪŞǇŜǎ ǀƴłƭƭƽ 

ǇǊƻōƭŞƳŀƳŜƎƻƭŘƽ ς ƴŜƳ ŀ ǇǊƻōƭŞƳŀ ŞǊǘŜƭƳŜȊŞǎŞǘ Şǎ ƳŜƎƻƭŘłǎłǘΣ Ƴƛƴǘ ƧŜƭŜƴǘŞǎŀŘłǎǘ ǾłǊƧa 

ǾŜȊŜǘǃƧŞǘǃƭΣ ƘŀƴŜƳ  

1. ƻƭȅŀƴ ǀƴƳŀƎłƴ ǘǵƭƳǳǘŀǘƽ, ƪƛƘƝǾƽ Şǎ ǾƻƴȊƽ ŎŞƭƻƪ ƳŜƎŦƻƎŀƭƳŀȊłǎłǘΣ ŀƳŜƭȅŜƪ ŀ 

ƪƻƳǇŜǘŜƴŎƛłƪ ǘŜƭƧŜǎƪǀǊǼ ƳƻȊƎƽǎƝǘłǎłǘ ƛƎŞƴȅƭƛƪΣ Ƴƛ ǘǀōō ŀȊƻƪ ǘƻǾłōōŦŜƧƭŜǎȊǘŞǎŞǊŜ 

ƛǎ ƭŜƘŜǘǃǎŞƎŜǘ ƪƝƴłƭƴŀƪ ς ǾŜƎȅǸƪ ŞǎȊǊŜΣ ƘƻƎȅ ŜȊŜƪ ŀȊ ǀƴƳŜƎǾŀƭƽǎƝǘƽ ƳƻǘƛǾłŎƛƽ 

szeǊǾŜǎ ǊŞǎȊŜƛΤ 

2. ƻƭȅŀƴ ƪƻƎƴƛǘƝǾ όƘƛŜŘŜƭŜƳ ǘŜǊƳŞǎȊŜǘǼύ Şǎ ǇǊŜŦŜǊŜƴŎƛłƭƛǎ όŞǊǘŞƪ ƧŜƭƭŜƎǼύ ƪŜǊŜǘŜƪ 

ƳŜƎǘŜǊŜƳǘŞǎŞǘΣ ŀƳŜƭȅŜƪƴŜƪ ς Ƴƛƴǘ ŘǀƴǘŞǎƛ ǇǊŜƳƛǎǎȊłƪƴŀƪ ς ŀ ƪǀǾŜǘǃ łƭǘŀƭƛ 

ŜƭŦƻƎŀŘłǎŀ ƪƛƧŜƭǀƭƛ ŀȊ ŀǳǘƻƴƽƳ ŎǎŜƭŜƪǾŞǎ ƳƻȊƎłǎǘŜǊŞǘΦ 

9ƴƴŜƪ ŀ ƧŜƭŜƴǘŞǎŀŘłǎƴŀƪ ǳƎȅŀƴŀƪƪƻǊ Ƴłǎ ŀ ŦƻƭȅƻƳłƴȅŀΥ 

- ŀ ǾŜȊŜǘǃ-ƪǀǾŜǘǃ ǾƛǎȊƻƴȅ ǎƻƪƪŀƭ ƛƴƪłōō ƳŜƭƭŞǊŜƴŘŜƭǘ ς ƭŞǾŞƴ ƪŜǘǘŜƧǸƪ ŦǸƎƎŞǎŜ ƪǀƭŎǎǀƴǀǎΤ 

- ŀ ƪǀǾŜǘŞǎǘ ƴŜƳ ŀ Ƨƻōō ǇǊƻōƭŞƳŀ-ŞǎȊƭŜƭŞǎ Şǎ -ƳŜƎƻƭŘłǎ ƪŞǇŜǎǎŞƎŜΣ ƘŀƴŜƳ ŞǇǇŜƴǎŞƎƎŜƭ 

ŀ ōŜƻǎȊǘƻǘǘƛ ǇǊƻōƭŞƳŀƳŜƎƻƭŘłǎƴŀƪ ǘŜǊŜǘ ŜƴƎŜŘǃ ǾŜȊŜǘŞǎ-ŦŜƭŦƻƎłǎ Şǎ ŀȊ ƛƴter-ǇŜǊǎȊƻƴłƭƛǎ 

ǾƛǎȊƻƴȅƻƪŀǘ ƪŜȊŜƭƴƛ ƪŞǇŜǎ ƪƻƳǇŜǘŜƴŎƛłƪ ό9vύ ƳŜƎƭŞǘŜ ǾłƭǘƧŀ ƪƛΤ 

- ƧƽƭƭŜƘŜǘ ŀ ǾŜȊŜǘǃƛ ōŜŦƻƭȅłǎ ǎȊŜƳŞƭȅŜǎ-ǎȊŜƳŞƭȅƘŜȊ ƪǀǘǀǘǘΣ ŀ ƪǀǾŜǘǃ ƳŞƎǎŜƳ ŀ ǾŜȊŜǘǃ 

ǎȊŜƳŞƭȅŜΣ ƘŀƴŜƳ ŀȊ łƭǘŀƭŀ ƪŞǇǾƛǎŜƭǘ ŎŞƭƻƪΣ ƛƭƭŜǘǾŜ ŞǊǘŞƪŜƪ Şǎ ƘƛŜŘŜƭƳŜƪ ƛǊłƴǘ ƪǀǘŜƭŜȊǃŘƛƪ 

el; 
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- hŀ ŀ ǾŜȊŜǘǃ łƭǘŀƭ ƪŞǇǾƛǎŜƭǘ ŎŞƭƻƪ Şǎ ƪǳƭǘǵǊŀ hiteles ŀ ƪǀǾŜǘǃ ǎȊłƳłǊŀΣ ŀ ƭŜŀŘŜǊ-ƪǀǾŜǘǃ 

ǾƛǎȊƻƴȅ ƪǀƭŎǎǀƴǀǎŜƴ ŜƭǃƴȅǀǎΣ Şǎ ŀ ƪǀǾŜǘǃōŜƴ ƪƛŀƭŀƪǳƭƘŀǘ ŀ ƴȅŜǊ-ƴȅŜǊ ƧłǘŞƪƘƻȊ Ǿŀƭƽ 

ŦŜƭǘŞǘƭŜƴ ǊŀƎŀǎȊƪƻŘłǎΣ ŜƭƪǀǘŜƭŜȊǃŘŞǎΣ ŀƳŜƭȅŞǊǘ ǎȊŜƳŞƭȅŜǎ łƭŘƻȊŀǘƻǘ ƛǎ ǾłƭƭŀƭΣ 

- ŜȊǘ ǘŜƪƛƴǘƘŜǘƧǸƪ ŀȊ ƛƴŘƛŦŦŜǊŜƴŎƛŀ Ȋƽƴŀ ŜƎȅ ǘŜƭƧŜǎŜƴ Ƴłǎ ǎȊƛƴǘǼ ǵƧǊŀ-ŞǊǘŜƭƳŜȊŞǎŞƴŜƪ ƛǎΥ ŀ 

ǎȊłƳłǊŀ ŜƭŦƻƎŀŘƘŀǘƽƴŀƪ ǘŜƪƛƴǘŜǘǘ direkǘƝǾłƪŀǘ ƪŞǎȊ ƪǀǾŜǘƴƛΦ ! ŘƛǊŜƪǘƝǾłƪ 

ŞǊǘŜƭƳŜȊŞǎŞƘŜȊ ƪŞǘ ƪƛŜƎŞǎȊƝǘǃ ƳŜƎƧŜƎȅȊŞǎ ƪƝǾłƴƪƻȊƛƪ ς ƳƛƴŘƪŜǘǘǃ ŞǊŘŜƳƛ ƪǸƭǀƴōǎŞƎ ŀ 

klasszikus ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇƘŜȊ ƪŞǇŜǎǘΥ 

o a neo-ƪƭŀǎǎȊƛƪǳǎ ƪŀǊƛȊƳŀǘƛƪǳǎ ǾŜȊŜǘǃ ƪǀǾŜǘǃƧŜ ǎȊłƳłǊŀ ŀ ŘƛǊŜƪǘƝǾłƪ ŀ ŎŞƭǊƽƭ Şǎ 

ŀ ŎŞƭŜƭŞǊŞǎǘ ǘŜǊŜƭǃ ŘǀƴǘŞǎƛ ǇǊŜƳƛǎǎȊłƪǊƽƭ ǎȊƽƭƴŀƪ, Şǎ ƴŜƳ ŀ ŎŞƭŜƭŞǊŞǎ ƳƽŘƧłǊƽƭ 

όƳŀƎŀǘŀǊǘłǎǊƽƭύΣ 

o ŀ ŎŞƭƻƪ Şǎ ŀ ŘǀƴǘŞǎƛ ǇǊŜƳƛǎǎȊłƪ ƪƛōŜǊƴŜǘƛƪŀƛ Şrtelemben ǾŜȊŞǊƭŞǎ ƧŜƭƭŜƎǼŜƪΥ 

ƴƛƴŎǎ ƪƻǊǊŜƪŎƛƽǎ ƧŜƭƭŜƎǼ όǎȊŀōłƭȅƻȊƽύ ǾƛǎǎȊŀŎǎŀǘƻƭłǎΦ Iŀ Ǿŀƴ ǾƛǎǎȊŀŎǎŀǘƻƭłǎΣ ŀȊ 

ƪŞǘ-hurkos ƧŜƭƭŜƎǼΥ ƴŜƳ ŀ ƪǀǾŜǘƪŜȊƳŞƴȅŜƪŜǘ ƪƻƳǇŜƴȊłƭƧłƪΣ ƘŀƴŜƳ ƳŀƎłǘ ŀ 

ŎŞƭǘ, ƛƭƭŜǘǾŜ ŀ ŘǀƴǘŞǎƛ ǇǊŜƳƛǎǎȊłƪŀǘ όŞǊǘŞƪŜƪŜǘΣ ƘƛŜŘŜƭƳŜƪŜǘύ ǾłƭǘƻȊǘŀǘƧłƪ meg! 

! ƪŀǊƛȊƳŀǘƛƪǳǎ Şǎ ŀ ƴŜƻ-ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇ ŞǊǘŜƭƳŜȊŞǎŜƪ ǀǎǎȊŜƘŀǎƻƴƭƝǘłǎłƴŀƪ 

ƭŜƎŦƻƴǘƻǎŀōō ǎȊŜƳǇƻƴǘƧŀƛǘ Şǎ ƧŜƭƭŜƳȊǃƛǘ ŀ нΦ ǘłōƭłȊŀǘōŀƴ ŦƻƎƭŀƭƻƳ ǀǎǎȊŜΦ 

2. ǘłōƭłȊŀǘΥ ! ƪŀǊƛȊƳŀǘƛƪǳǎ Şǎ ƴŜƻ-ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇ ǀǎǎȊŜƘŀǎƻƴƭƝǘłǎŀ ς ǎȊŜƳǇƻƴǘƻƪ Şǎ 

jelleƳȊǃƪ 
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Koncepcio-
ƴłƭƛǎ 
ŦƽƪǳǎȊ 

ǘłǊǎŀŘŀƭƳƛ ǎȊƛƴǘ ǘłǊǎŀŘŀƭƳƛ-ǎȊƻŎƛƻƭƽƎƛŀƛ ƧŜƭŜƴǎŞƎ ǎȊŜǊǾŜȊŜǘƛ ǘŞƴȅŜȊǃ 

ŜƭƳŞƭŜǘƛ ƘŀƴƎǎǵƭȅ ǾŜȊŜǘǃƛ ǘǳƭŀƧŘƻƴǎłƎƻƪΣ ƪƛǾłƭƽǎłƎ ŀ ƪǀǾŜǘŞǎǘ ƪƛǾłƭǘƽ ƳŀƎŀǘŀǊǘłǎ 

±ŜȊŜǘǃƛ 
szerep-
ŞǊǘŜƭƳŜȊŞǎ 

hatalom-leadership ƛƴƪłōō ƘŀǘŀƭƻƳ όŜƴƎŜŘŜƭƳŜǎǎŞƎύ ƛƴƪłōō ƭŜŀŘŜǊǎƘƛǇ όƪǀǾŜǘŞǎύ 

Burns-ƛ ǸȊƭŜǘƪǀǘǃ-
łǘaƭŀƪƝǘƽ 

ŞǊƛƴǘŜǘǘŜƪ ǎȊłƳłǊŀ Ŧƻƴǘƻǎ 
ƧƽǎȊłƎƻƪ ƪǀƭŎǎǀƴǀǎ ŎǎŜǊŞƧŜ 

όǸȊƭŜǘƪǀǘǃΣ ȊŞǊƽ-ǀǎǎȊŜƎǼ ƧłǘǎȊƳŀύ 

ƪǀƭŎǎǀƴǀǎ Şǎ ŜƳŜƭƪŜŘŜǘǘ 
ǎŜǊƪŜƴǘŞǎ όłǘŀƭŀƪƝǘƽΣ ƳƻǊŀƭ ŀƎŜƴǘΣ 

ƴȅŜǊκƴȅŜǊ ƧłǘǎȊƳŀύ 

Kotter-i manager-
leader szerepek 

ƛƴƪłōō ƳŀƴŀƎŜǊ ƛƴƪłōō ƭŜŀŘŜǊ όǾłƭǘƻȊłǎ-ǾŜȊŜǘǃύ 

ǾŜȊŜǘǃǘǃƭ ŜƭǾłǊǘ 
intelligencia 

ǇǊƻōƭŞƳŀƳŜƎƻƭŘƽ ƛƴǘŜƭƭƛƎŜƴŎƛŀ 
(IQ) 

ŞǊȊŜƭƳƛ ƛƴǘŜƭƭƛƎŜƴŎƛŀ ό9vύ 

ŜƭƪǀǘŜƭŜȊǃŘŞǎΣ 
ƻŘŀŀŘłǎ 

ǾŜȊŜǘǃ ǎȊŜƳŞƭȅŜ ƛǊłƴǘ 
ǾŜȊŜǘǃ łƭǘŀƭ ƪŞǇǾƛǎŜƭǘ ŞǊǘŞƪŜƪ Şǎ 

ŎŞƭƻƪ ƛǊłƴǘ 
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±ŜȊŜǘǃ-
ƪǀǾŜǘǃ 
viszony 

fǸƎƎŞǎ ŜƎȅƻƭŘŀƭǵ ƪǀƭŎǎǀƴǀǎ 

ǾŜȊŜǘǃƛ ƪƻƴǘǊƻƭƭ ƳŀƎŀǘŀǊǘłǎ ǘŜƭƧŜǎƝǘƳŞƴȅ ǾŀƎȅ ƪƭłƴ 

kibernetikai 
ǾƛǎǎȊŀŎǎŀǘƻƭłǎ 

ǎȊŀōłƭȅƻȊłǎ ǾŜȊŞǊƭŞǎ 

ƭŜŀŘŜǊƛ ƧŜƭŜƴǘŞǎŀŘłǎ 
ƪƻƳǇƭŜȄŜōō ǇǊƻōƭŞƳŀ ŞǎȊƭŜƭŞǎ Şǎ 

ŞǊǘŜƭƳŜȊŞǎ 

ǾƻƴȊƽ Şǎ ǀƴƪƛǘŜƭƧŜǎƝǘŞǎǊŜ ŀƭƪŀƭƳŀǎ 
ŎŞƭ Şǎ ŀȊ ŀǳǘƻƴƽƳ ŎǎŜƭŜƪǾŞǎ 

ƳƻȊƎłǎǘŜǊŞǘ ƪƛƧŜƭǀƭǀ ƘƛŜŘŜƭŜƳ- Şǎ 
ŞǊǘŞƪ-keretek 

A ƪǀǾŜǘǃ 
ƧŜƭƭŜƳȊǃƛ 

ƪǀǾŜǘǃƛ ŞǊŜǘǘǎŞƎ 
(Argyris) 

ƛƴƪłōō ŞǊŜǘƭŜƴ όŦŜƭŀŘŀǘ 
ǾŞƎǊŜƘŀƧǘƽύ 

ƛƴƪłōō ŞǊŜǘǘ όǀƴłƭƭƽ 
ǇǊƻōƭŞƳŀƳŜƎƻƭŘƽύ 

kƛŜƭŞƎƝǘŜǘǘ ƪǀǾŜǘǃƛ 
ǎȊǸƪǎŞƎƭŜǘ ǎȊƛƴǘ 
όƳƻǘƛǾłŎƛƽύ 

ŜȄǘǊƛƴǎƛŎ ƳƻǘƛǾłŎƛƽƪ intrinsƛŎ ƳƻǘƛǾłŎƛƽƪ 

CƻǊǊłǎΥ ǎŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎ 

 NEO-KARIZMATIKUS LEADERSHIP ς ¢;b¸9Y ! D[h.9 Y¦¢!¢#{ ![!tW#b 

! D[h.9 ƪǳǘŀǘłǎ ǾŜȊŜǘŞǎƛ ǎǘƝƭǳǎǘ ǾƛȊǎƎłƭƽ ǊŞǎȊŜ ŀȊƻƪŀǘ ŀȊ ŜƭǾłǊǘ ǘǳƭŀƧŘƻƴǎłƎƻƪŀǘΣ ŜƭǾłǊǘ 

ƳŀƎŀǘŀǊǘłǎƛ Ƴƛƴǘłƪŀǘ ǘłǊƧŀ ŦŜƭΣ ŀƳŜƭȅŜƪ ŜƎȅ ǎƛƪŜǊŜǎ ǾŜȊŜǘǃǾŜƭ ǎȊŜƳōŜƴ ƳŜƎŦƻƎŀƭƳŀȊƽŘƴŀƪΦ ! 

ƪǳǘŀǘłǎ ǘŜƘłǘ ƴŜƳ ŀȊ ŞǎȊƭŜƭǘ όƭŜƝǊƽύΣ ƘŀƴŜƳ ŀ ƪƝǾłƴŀǘƻǎΣ ŜƭǾłǊǘ όƴƻǊƳŀǘƝǾύ ǾŜȊŜǘǃƪŞǇǊŜ ǾƛƭłƎƝǘ 

Ǌł.  

! D[h.9 ƪǳǘŀǘłǎ ƪŀǊƛȊƳŀǘƛƪǳǎκŞǊǘŞƪ-ŀƭŀǇǵ ƭŜŀŘŜǊǎƘƛǇ ǾłƭǘƻȊƽƧłƴŀƪ ŘŜŦƛƴƝŎƛƽƧłǘ ƻƭǾŀǎǾŀ 

ƪŞǘǎŞƎǘŜƭŜƴΣ ƘƻƎȅ ŀȊ ŀ ƴŜƻ-ƪŀǊƛȊƳŀǘƛƪǳǎ ŞǊǘŜƭƳŜȊŞǎƛ ƪŜǊŜǘōŜ ƛƭƭŜǎȊǘƘŜǘǃΥ α9Ȋ ŀ ǎȊŞƭŜǎ 

ŞǊǘŜƭŜƳōŜƴ ǾŜǘǘ ƭŜŀŘŜǊǎƘƛǇ ǾłƭǘƻȊƽ ŀ ǾŜȊŜǘǃ ǎȊƛƭłǊŘ ŞǊǘŞƪ-megƎȅǃȊǃŘŞǎŜƴ ŀƭŀǇǳƭƽ, ƛƴǎǇƛǊłƭƽΣ 

ƳƻǘƛǾłƭƽΣ Ƴłǎƻƪǘƽƭ ƳŀƎŀǎ ǘŜƭƧŜǎƝǘƳŞƴȅǎȊƛƴǘŜǘ ŜƭǾłǊƽ ƪŞǇŜǎǎŞƎŞǘ ǘǸƪǊǀȊƛΦέ (House et al., 2004, 

14) 

! ƪŀǊƛȊƳŀǘƛƪǳǎκŞǊǘŞƪ-ŀƭŀǇǵ ǾłƭǘƻȊƽ ŜƎȅƛƪŜ ŀƴƴŀƪ ŀ Ƙŀǘ ƳłǎƻŘƭŀƎƻǎ ŦŀƪǘƻǊƴŀƪΣ ŀƳŜƭȅ ŀ 

ƪǀǾŜǘƪŜȊǃ ŜƭǎǃŘƭŜƎŜǎ όƛǘŜƳŜƪōǃƭ ǳƎȅŀƴŎǎŀƪ Ŧaktor-ŀƴŀƭƝȊƛǎǎŜƭ ƪŞǇȊŜǘǘύ ǾłƭǘƻȊƽƪōƽƭ łƭƭǘ ǀǎǎȊŜΥ  

1. WǀǾǃƪŞǇǇŜƭ ōƝǊƽ ƪŀǊƛȊƳŀǘƛƪǳǎ  

2. LƴǎǇƛǊłƭƽ ƪŀǊƛȊƳŀǘƛƪǳǎ 

3. mƴŦŜƭłƭŘƻȊƽ ƪŀǊƛȊƳŀǘƛƪǳǎ 

4. LƴǘŜƎǊƛǘłǎ 

5. 5ǀƴǘŞǎƪŞǇŜǎǎŞƎ 
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6. ¢ŜƭƧŜǎƝǘƳŞƴȅ ƻǊƛŜƴǘłŎƛƽ 

! D[h.9 ƛȊƎŀƭƳŀǎ ƪǳǘŀǘłǎƛ ƪŞǊŘŞǎŜ Ǿƻƭǘ ŀȊΣ ƘƻƎȅ ǾŀƧƻƴ Ǿŀƴƴŀƪ-Ŝ ŀ ƪƛǾłƭƽ ǾŜȊŜǘǃƪǘǃƭ 

ǳƴƛǾŜǊȊłƭƛǎŀƴ ŜƭǾłǊǘΣ ƪǳƭǘǵǊłƪǘƽƭ ŦǸƎƎŜǘƭŜƴ ƭŜŀŘŜǊǎƘƛǇ ǾłƭǘƻȊƽƪΚ ¦ƴƛǾŜǊȊłƭƛǎƴŀƪ ŀ ƪǳǘŀǘƽƪ ŀȊƻƪŀǘ 

ŀ ǾłƭǘƻȊƽƪŀǘ ǘŜƪƛƴǘƛƪΣ ŀƳŜƭȅŜƪ ŀȊ ŀƭłōōƛ ƪǊƛǘŞǊƛǳƳƻƪƴŀƪ ƳŜƎŦŜƭŜƭƴŜƪ (House et al., 2004, 676):  

a) ŀȊ ŀŘƻǘǘ ǾłƭǘƻȊƽ ŜƎȅŜǎ ǘłǊǎŀŘŀƭƳŀƪ м-7-Ŝǎ ǎƪłƭłƴ ƳŞǊǘ łǘƭŀƎŀƛƴŀƪ фр҈-a (egȅǎȊŜǊǼōōŜƴΥ 

ƘłǊƻƳ ƪƛǾŞǘŜƭŞǾŜƭύ р Ŧǀƭǀǘǘƛ ŞǊǘŞƪŜǘ ƳǳǘŀǘΣ 

b) ŀ сн ǾƛȊǎƎłƭǘ ǘłǊǎŀŘŀƭƻƳ Ŧǃ-łǘƭŀƎŀ όǾƛƭłƎ-łǘƭŀƎύ с Ŧǀƭǀǘǘƛ ŞǊǘŞƪΦ 

A оΦ ǘłōƭłȊŀǘ ƳǳǘŀǘƧŀ ōŜ ŀ D[h.9 ƪǳǘŀǘłǎ ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇ ŀŘŀǘŀƛǘΥ 

- ŀ ƪŀǊƛȊƳŀǘƛƪǳǎκŞǊǘŞƪ ŀƭŀǇǵ Ŧǃ-faktort, 

- annak mind a hat komponens-ǾłƭǘƻȊƽƧłǘΤ 

- ƪǳƭǘǳǊłƭƛǎ ƪƭŀǎȊǘŜǊŜƴƪŞƴǘƛ (Gupta et al., 2002) ŎǎƻǇƻǊǘƻǎƝǘłǎōŀƴΣ ŦŜƭǘǸƴǘŜǘǾŜ ŀ ƪƭŀǎȊǘŜǊ-

łǘƭŀƎƻƪŀǘ ƛǎΦ 

! ǘłōƭłȊŀǘ Ŝƭǎǃ ǎȊŜƳōŜǀǘƭǃ ǘŞƴȅŜ ŀȊΣ ƘƻƎȅ ŀ ƪƻƳǇƻȊƛǘ ƪŀǊƛȊƳŀǘƛƪǳǎκŞǊǘŞƪ-ŀƭŀǇǵ ŦǃŦŀƪǘƻǊ ŞǇǇŜƴ 

Ŏǎŀƪ ƴŜƳ ŦŜƭŜƭ ƳŜƎ ŀȊ ǳƴƛǾŜǊȊłƭƛǎ ƪǀǾŜǘŜƭƳŞƴȅnŜƪΥ ƧƽƭƭŜƘŜǘ Ŏǎŀƪ о ƻǊǎȊłƎ όCǊŀƴŎƛŀƻǊǎȊłƎΣ YŀǘŀǊ 

Şǎ aŀǊƻƪƪƽύ łǘƭŀƎ-ŞǊǘŞƪŜ р ŀƭŀǘǘƛΣ ŀ ǾƛƭłƎłǘƭŀƎ αŎǎŀƪέ рΣфм όс-ƴłƭ ƪŜǾŜǎŜōōύΦ ! Ƙŀǘōƽƭ ƴŞƎȅ 

ŜƭǎǃŘƭŜƎŜǎ ƪŀǊƛȊƳŀǘƛƪǳǎ ƪƻƳǇƻƴŜƴǎ-ǾłƭǘƻȊƽ ŀȊƻƴōŀƴ ǳƴƛǾŜǊȊłƭƛǎ:  

- ƴŜƳŎǎŀƪ ƛƎŀȊƻƭƘŀǘƽ Yukl (2002) ǘŞǘŜƭŜΣ amely az ƧǀǾǃƪŞǇǇŜƭ ōƝǊƽǘ Şǎ ŀȊ ƛƴǎǇƛǊłƭƽt a 

ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇ ƪǊƛǘƛƪǳǎ ǘŞƴȅŜȊǃƛƴŜƪ ǘŜƪƛƴǘƛΣ ŘŜ ŜȊŜƪ ŜƎȅōŜƴ ǳƴƛǾŜǊȊłƭƛǎŀƴ 

ŜƭǾłǊǘŀƪ ƛǎ όǊŜƴŘǊŜΥ сΣлн Şǎ сΣлт ǾƛƭłƎ-łǘƭŀƎ ŞǊǘŞƪŜƪΣ Şǎ ƳƛƴŘŜƴ ƻǊǎȊłƎ-ŞǊǘŞƪ р Ŧǀƭǀǘǘ ǾŀƴΗύΤ 

- ŀ ƘƛǘŜƭŜǎǎŞƎ ŦǃłǘƭŀƎŀ ƛǎ сΣлуΣ ŀȊ ƻǊǎȊłƎƻƪ ƪǀȊǸƭ Ŏǎŀƪ YŀǘŀǊ р ŀƭŀǘǘƛ όпΣуоύΤ 

- ŀ ǘŜƭƧŜǎƝǘƳŞƴȅ ƻǊƛŜƴǘłŎƛƽ ŦǃłǘƭŀƎŀ сΣмфΣ ǳƎȅŀƴŎǎŀƪ KŀǘŀǊ р ŀƭŀǘǘƛ ŞǊǘŞƪŞǾŜƭ όпΣрмύΦ 

оΦ ǘłōƭłȊŀǘΥ ! D[h.9 YŀǊƛȊƳŀǘƛƪǳǎ κŞǊǘŞƪ-ŀƭŀǇǵ ǾłƭǘƻȊƽƧłƴŀƪ ƻǊǎȊłƎƻƴƪŞƴǘƛ ŞǊǘŞƪŜƛ 

hǊǎȊłƎ 

WǀǾǃƪŞǇǇŜƭ 
ōƝǊƽ 

karizma-
tikus 

LƴǎǇƛǊłƭƽ 
karizma-

tikus 

mƴŦŜƭłƭŘƻȊƽ 
karizmatikus 

Hite-
les-
ǎŞƎ 

5ǀƴǘŞǎ-
ƪŞǇŜǎ-
ǎŞƎ 

¢ŜƭƧŜǎƝǘ-
ƳŞƴȅ 
ƻǊƛŜƴǘłŎƛƽ 

Karizmati-
ƪǳǎ κ ŞǊǘŞƪ-
ŀƭŀǇǵ 

Anglia 6,21 6,39 4,90 6,12 6,00 6,38 6,01 

!ǳǎȊǘǊłƭƛŀ 6,24 6,40 5,14 6,36 6,02 6,35 6,09 

5Şƭ-!ŦǊƛƪŀ όŦŜƘŞǊύ 6,15 6,33 5,01 6,35 6,07 6,01 5,99 

NǊƻǊǎȊłƎ 6,33 6,33 5,11 6,19 6,14 6,38 6,08 

Kanada (angol) 6,36 6,47 5,11 6,51 6,03 6,43 6,15 

¨Ƨ-½ŞƭŀƴŘ 6,23 6,50 4,88 5,49 5,69 6,31 5,87 

USA 6,28 6,35 5,16 6,51 5,96 6,46 6,12 
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hǊǎȊłƎ 

WǀǾǃƪŞǇǇŜƭ 
ōƝǊƽ 

karizma-
tikus 

LƴǎǇƛǊłƭƽ 
karizma-

tikus 

mƴŦŜƭłƭŘƻȊƽ 
karizmatikus 

Hite-
les-
ǎŞƎ 

5ǀƴǘŞǎ-
ƪŞǇŜǎ-
ǎŞƎ 

¢ŜƭƧŜǎƝǘ-
ƳŞƴȅ 
ƻǊƛŜƴǘłŎƛƽ 

Karizmati-
ƪǳǎ κ ŞǊǘŞƪ-
ŀƭŀǇǵ 

Angol klaszter 6,26 6,40 5,04 6,22 5,99 6,33 6,04 

Ausztria 6,13 6,34 5,03 6,46 5,96 6,23 6,02 

{ǾłƧŎ όƴŞƳŜǘŀƧƪǵύ 6,12 6,25 4,88 6,36 5,86 6,08 5,93 

Hollandia 6,30 6,38 4,79 6,52 5,87 5,95 5,98 

bŞƳŜǘƻǊǎȊłƎ όYύ 5,86 6,10 5,08 6,11 5,81 6,33 5,87 

bŞƳŜǘƻǊǎȊłƎ όbȅύ 5,99 6,15 4,87 6,12 5,78 6,11 5,84 

DŜǊƳłƴ 6,08 6,25 4,93 6,31 5,85 6,14 5,93 

CƛƴƴƻǊǎȊłƎ 6,29 6,42 4,22 6,52 5,97 6,04 5,94 

{ǾŞŘƻǊǎȊłƎ 6,05 6,31 4,81 6,29 5,59 5,96 5,84 

5łƴƛŀ 6,20 6,26 5,05 6,38 6,08 6,05 6,00 

;ǎȊŀƪ 9ǳǊƽǇŀ 6,18 6,33 4,69 6,40 5,88 6,02 5,93 

CǊŀƴŎƛŀƻǊǎȊłƎ 5,06 5,22 3,98 5,14 5,06 5,10 4,93 

Izrael 6,45 6,40 5,52 6,47 6,24 6,34 6,23 

hƭŀǎȊƻǊǎȊłƎ 6,24 6,14 5,20 6,06 6,09 6,18 5,98 

tƻǊǘǳƎłƭƛŀ 6,11 6,27 4,33 6,21 5,31 6,18 5,75 

{ǇŀƴȅƻƭƻǊǎȊłƎ 5,91 6,34 4,80 6,11 5,95 6,25 5,90 

{ǾłƧŎ 
όŦǊŀƴŎƛŀŀƧƪǵύ 6,10 6,31 5,27 6,11 5,79 5,82 5,90 

[ŀǘƛƴ 9ǳǊƽǇŀ 5,98 6,11 4,85 6,02 5,74 5,98 5,78 

!ƭōłƴƛŀ 5,97 5,84 5,12 5,94 6,20 5,74 5,79 

DǀǊǀƎƻǊǎȊłƎ 6,19 6,25 5,42 6,27 6,18 5,82 6,01 

DǊǵȊƛŀ 5,82 5,48 4,91 5,79 6,00 5,94 5,65 

YŀȊŀƘǎȊǘłƴ 5,88 5,46 4,50 5,65 5,76 5,97 5,54 

[ŜƴƎȅŜƭƻǊǎȊłƎ 6,03 5,87 4,61 5,58 6,00 5,87 5,67 

aŀƎȅŀǊƻǊǎȊłƎ 6,27 5,93 4,83 6,22 6,05 6,15 5,91 

hǊƻǎȊƻǊǎȊłƎ 6,07 5,93 4,28 5,72 5,95 5,92 5,66 

{ȊƭƻǾŞƴƛŀ 6,00 5,74 4,77 6,08 5,79 5,76 5,69 

Kelet-9ǳǊƽǇŀ 6,03 5,81 4,81 5,91 5,99 5,90 5,74 

!ǊƎŜƴǘƝƴŀ 6,15 6,32 4,87 6,15 6,13 6,20 5,98 

.ƻƭƝǾƛŀ 6,20 6,28 4,94 6,29 6,27 6,04 6,01 

.ǊŀȊƝƭƛŀ 6,15 6,35 4,84 6,62 5,70 6,36 6,00 

Costa Rica 6,06 6,10 5,67 6,18 5,66 6,15 5,95 

Ecuador 6,50 6,63 5,99 6,79 6,29 6,64 6,46 

El Salvador 6,21 6,25 5,81 6,29 5,78 6,22 6,08 

Guatemala 6,06 6,25 5,71 6,24 5,77 6,09 6,00 

Kolumbia 6,36 6,34 5,21 6,43 5,52 6,39 6,04 

Mexico 5,78 5,91 4,80 5,77 5,54 6,14 5,66 

Venezuela 5,74 5,81 5,56 5,89 5,40 6,05 5,72 

Latin Amerika 6,12 6,22 5,34 6,26 5,81 6,23 5,99 

5Şƭ-Korea 5,76 5,74 5,30 5,62 5,63 5,18 5,53 

Hong Kong 5,76 5,85 5,13 5,73 5,76 5,82 5,66 

WŀǇłƴ 5,63 5,74 4,57 5,55 5,70 5,73 5,49 

YƝƴŀ 5,85 5,92 4,70 5,98 5,29 5,64 5,56 

{ȊƛƴƎŀǇǵǊ 6,17 6,09 5,39 6,15 5,85 6,11 5,95 

Tajvan 5,66 5,74 4,98 5,89 5,60 5,67 5,58 

YƻƴŦǳŎƛłƴǳǎ #Ȋǎƛŀ 5,80 5,84 5,01 5,82 5,64 5,69 5,63 

India 6,02 5,93 5,45 5,99 5,83 5,96 5,85 

LƴŘƻƴŞȊƛŀ 6,23 6,29 5,54 6,34 6,19 6,36 6,15 

CǸƭǀǇ-szigetek 6,46 6,51 5,55 6,58 6,37 6,56 6,33 

Malejzia 6,01 6,10 5,18 6,03 5,93 6,11 5,89 
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hǊǎȊłƎ 

WǀǾǃƪŞǇǇŜƭ 
ōƝǊƽ 

karizma-
tikus 

LƴǎǇƛǊłƭƽ 
karizma-

tikus 

mƴŦŜƭłƭŘƻȊƽ 
karizmatikus 

Hite-
les-
ǎŞƎ 

5ǀƴǘŞǎ-
ƪŞǇŜǎ-
ǎŞƎ 

¢ŜƭƧŜǎƝǘ-
ƳŞƴȅ 
ƻǊƛŜƴǘłŎƛƽ 

Karizmati-
ƪǳǎ κ ŞǊǘŞƪ-
ŀƭŀǇǵ 

¢ƘŀƛŦǀƭŘ 6,09 5,77 4,96 6,03 5,87 5,98 5,78 

LǊłƴ 6,35 6,02 5,04 5,83 5,34 6,21 5,81 

5Şƭ-#Ȋǎƛŀ 6,20 6,10 5,29 6,13 5,92 6,20 5,97 

Katar 4,62 5,04 4,52 4,83 3,62 4,51 4,51 

aŀǊƻƪƪƽ 4,84 5,09 4,10 5,03 4,70 5,10 4,81 

¢ǀǊǀƪƻǊǎȊłƎ 6,25 6,08 5,03 6,16 6,29 5,91 5,95 

Egyiptom 5,52 5,50 5,11 6,05 5,60 5,79 5,57 

Kuwait 6,22 6,16 5,16 6,19 5,58 6,08 5,90 

Arab klaszter 5,49 5,57 4,78 5,65 5,16 5,48 5,35 

bŀƳƝōƛŀ 6,16 6,26 4,79 6,35 6,16 6,16 5,99 

Zambia 6,10 6,25 4,91 6,10 6,02 6,10 5,92 

Zimbabwe 6,27 6,46 5,31 6,14 6,29 6,16 6,11 

bƛƎŞǊƛŀ 5,89 5,98 4,92 6,07 5,75 6,00 5,76 

5Şƭ-Afrika 
(fekete) 5,39 5,56 4,33 5,36 4,83 5,47 5,16 

Fekete-Afrika 5,96 6,10 4,85 6,00 5,81 5,98 5,79 

/ǎŜƘ YǀȊǘłǊǎŀǎłƎ 5,91 6,03 5,72 6,41 5,37 6,19 5,91 

±ƛƭłƎ-łǘƭŀƎ 6,02 6,07 5,00 6,08 5,79 6,19 5,91 

CƻǊǊłǎΥ ǎŀƧłǘ ǎȊŜǊƪŜǎȊǘŞǎ House et al., 2004, 680, 713ςтмп Şǎ ŀ D[h.9 ƪǳǘŀǘƽŎǎƻǇƻǊǘ ōŜƭǎǃ 

Ƴǳƴƪŀǘłōƭłƛ ŀƭŀǇƧłƴ 

Az ǀƴŦŜƭłƭŘƻȊƽ ƪŀǊƛȊƳŀǘƛƪǳǎ Şǎ ŀ ŘǀƴǘŞǎƪŞǇŜǎ komponens-ǾłƭǘƻȊƽƪ ǳƎȅŀƴŀƪƪƻǊ ƴŜƳ ǘŜƭƧŜǎƝǘƛƪ 

ŀȊ ǳƴƛǾŜǊȊŀƭƛǘłǎ ƪǀǾŜǘŜƭƳŞƴȅŞǘΦ 

¢ŀƴǳƭǎłƎƻǎ ŀ ƪǳƭǘǳǊłƭƛǎ ƪƭŀǎȊǘŜǊŜƪ ƪǀȊǀǘǘƛ ǀǎǎȊŜƘŀǎƻƴƭƝǘłǎ ƛǎΦ ! ƪǳǘŀǘłǎƛ ŜǊŜŘƳŞƴȅŜƪ ŀǊǊŀ 

utalnak, hogy Hummel (1973) ŞǊǾŜƭŞǎŜ, tudniillik ƘƻƎȅ ŀ YƻƴŦǳŎƛłƴǳǎ ǘłǊǎŀŘŀƭƳŀƪǊŀ ŀ 

karizmatikus leadership nem ŞǊǘŜƭƳŜȊƘŜǘǃΣ ōƛȊƻƴȅƻǎ łǊƴȅŀƭłǎǎŀƭ ŀƭłǘłƳŀǎȊǘƘŀǘƽ ς ǘŀƭłƴ ŀōōŀƴ 

ŀȊ ƽǾŀǘƻǎŀōō ǵƧǊŀ-ŦƻƎŀƭƳŀȊłǎōŀƴΣ ƘƻƎȅ ŜȊ ŀȊ ŜƭǾłǊłǎ ŜōōŜƴ ŀ ƪǳƭǘǵǊłōŀƴ ƳŞǊǎŞƪŜƭǘŜōōΦ !ƳƛǾŜƭ 

ŀ D[h.9 ŜǊŜŘƳŞƴȅŜƪ ŀƭŀǇƧłƴ ƪƛŜƎŞǎȊƝǘƘŜǘƧǸƪΥ ŀ ƭŀǘƛƴ-ŜǳǊƽǇŀƛΣ ŀ ƪŜƭet-ŜǳǊƽǇŀƛ Şǎ ŀ ŦŜƪŜǘŜ-afrikai 

ƪƭŀǎȊǘŜǊŜƪōŜƴ ƛǎ ƳŞǊǎŞƪŜƭǘŜōō ŀȊ ŜƭǾłǊǘ ƪŀǊƛȊƳŀǘƛƪǳǎǎłƎΣ ŀȊ ŀǊŀō ƪǳƭǘǵǊłōŀƴ ǇŜŘƛƎ ŜƴƴŞƭ ƛǎ 

όǎȊƛƎƴƛŦƛƪłƴǎŀƴύ alacsonyabb (House et al., 2004, 682). 

A kelet-ŜǳǊƽǇŀƛ ƪƭŀǎȊǘŜǊŜƴ ōŜƭǸƭ ƛȊƎŀƭƳŀǎ ǾŞƎƛƎ ŜƭŜƳŜȊƴƛ ŀ ƳŀƎȅŀǊ ŀŘŀǘǎƻǊǘΦ ! ŦǃŦŀƪǘƻǊ рΣфм-es 

ŞǊǘŞƪŜ ŜƎȅŞǊǘŜƭƳǼŜƴ ŀ ƪƭŀǎȊǘŜǊ łǘƭŀƎ Ŧǀƭǀǘǘ Ǿŀƴ, Şǎ ŀ ǾƛƭłƎ-łǘƭŀƎƎŀƭ ŀȊƻƴƻǎ ŞǊǘŞƪǼΗ  

Ami a komponens-ǾłƭǘƻȊƽƪŀǘ όŜƭǎǃŘƭŜƎŜǎ ŦŀƪǘƻǊƻƪŀǘύ ƛƭƭŜǘƛΥ  

- ŀ ǾƻƴȊƽ ƧǀǾǃƪŞǇŜǘ ƪƝƴłƭƽ ǾŜȊŜǘǃ ŜƭǾłǊłǎŀ ƳƛƴŘ ŀ ƪƭŀǎȊǘŜǊ-Σ ƳƛƴŘ ŀ ǾƛƭłƎłǘƭŀƎƻǘ ƳŜƎƘŀƭŀŘƽ 

(6,27); 

- ŀȊ ƛƴǎǇƛǊłƭƽ ŀ ǾƛƭłƎłǘƭŀƎ Şǎ ŀ ƪƭŀǎȊǘŜǊłǘƭŀƎ ƪǀȊǀǘǘƛ łǘƭŀƎ-ŞǊǘŞƪŜǘ Ƴǳǘŀǘ όрΣфоύΤ 
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- ŀ ǾŜȊŜǘǃǘǃƭ ǾłǊǘ ǀƴŦŜƭłƭŘƻȊłǎ ōŜƭŜǎƛƳǳƭ ŀ ƪƭŀǎȊǘŜǊ-łǘƭŀƎōŀΣ łƳ ŀƭŀǘǘŀ ƳŀǊŀŘ ŀ 

ǾƛƭłƎłǘƭŀƎƴŀƪ όпΣуоύΤ 

- ŀ ƘƛǘŜƭŜǎǎŞƎ ƳƛƴŘ ŀ ǾƛƭłƎΣ ƳƛƴŘ ŀ ƪƭŀǎȊǘŜǊ ŜƭǾłǊłǎŀƛǘ ƳŜƎƘŀƭŀŘƽŀƴ Ŧƻƴǘƻǎ ŀ ƳŀƎȅŀǊ 

ƪǳƭǘǵǊłōŀƴ όсΣннύΤ 

- Ƙŀǎƻƴƭƽŀƴ ƳƛƴŘƪŞǘ ǊŜŦŜǊŜƴŎƛŀ-łǘƭŀƎƴłƭ Ŧƻƴǘƻǎŀōō ŀ ŘǀƴǘŞǎƪŞǇŜǎǎŞƎ όсΣлрύΤ ǾŞƎǸƭ  

- ŀ ǘŜƭƧŜǎƝǘƳŞƴȅƻǊƛŜƴǘłƭǘǎłƎ ŀ ǾƛƭłƎłǘƭŀƎƘƻȊ ƪǀȊŜƭƛΣ ŀ ƪƭŀǎȊǘŜǊ ƳŜƎŦŜƭŜƭǃ ŞǊǘŞƪŞǘ ƳŜǎǎȊŜ 

ƳŜƎƘŀƭŀŘƽ ŜƭǾłǊłǎ όсΣмрύΦ 

! ƳŀƎȅŀǊ ŀŘŀǘǎƻǊǊƽƭ ŀȊǘ ŞǊŘŜƳŜǎ ƪƛŜƳŜƭƴƛΣ ƘƻƎȅ ŀ YŜƭŜǘ-9ǳǊƽǇŀ ƪǳƭǘǵǊłƧłǘ ƧŜƭƭŜƳȊǃ 

ŜƭǾłǊłǎƻƪƘƻȊ ƪŞǇŜǎǘ ŀ ƳŀƎȅŀǊ ǾŜȊŜǘǃƪ ŀ ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇŜǘ ƳƛƴŘŜƴ ŜƭŜƳŞōŜƴ 

Ŧƻƴǘƻǎŀōō ŜƭǾłǊłǎƪŞƴǘ ŦƻƎŀƭƳŀȊȊłƪ ƳŜƎ ǎŀƧłǘ ǾŜȊŜǘǃƛƪ ŦŜƭŞΣ Şǎ ŜȊȊŜƭ ς ŀȊ ŜƎȅŜǎ ǾłƭǘƻȊƽ ŞǊǘŞƪŜƪ 

ƪƛǎƳŞǊǘŞƪǼ ǎȊƽǊƽŘłǎłǾŀƭ ŜƎȅǸǘǘ ς ōŜƭŜǎƛƳǳƭƴŀƪ ŀ ǾƛƭłƎłǘƭŀƎōŀΦ ¢ŜƪƛƴǘŜǘǘŜƭ ŀǊǊŀΣ ƘƻƎȅ ŀ ǊŞƎƛƽ όŞǎ 

ŀ ƪƭŀǎȊǘŜǊōŞƭƛ ƻǊǎȊłƎƻƪύ ǘłǊǎŀŘŀƭƳƛ-ƎŀȊŘŀǎłƎƛ ŦŜƧƭŜǘǘǎŞƎŞǘ ŀ ƳŀƎȅŀǊ ŞǊŘŜƳōŜƴ ƴŜƳ ƘŀƭŀŘƧŀ 

ƳŜƎΣ ŀ ƳŀƎȅŀǊłȊŀǘƻǘ ŀ ǎȊŜǊǾŜȊŜǘƛ ǘŀƎƻƪ ŞǊŜǘǘǎŞƎŞōŜƴ όƪŞǇŜǎǎŞƎŜƛƪ Şǎ ƳƻǘƛǾłŎƛƽƛƪ ǊŜƭŀǘƝǾŜ 

ƳŀƎŀǎŀōō ǎȊƛƴǘƧŞōŜƴύ ƪŜǊŜǎƘŜǘƧǸƪ ς ŜƴƴŜƪ ŀ ƘƛǇƻǘŞȊƛǎƴŜƪ ŀȊ ƛƎŀȊƻƭłǎŀ ŀȊƻƴōŀƴ ǘƻǾłōōƛ 

ƪǳǘŀǘłǎƻƪŀǘ ƛƎŞƴȅŜƭΦ 

 m{{½9D½;{ 

Ahogy az Argyris-ƛ ŞǊŜǘƭŜƴ-ŞǊŜǘǘ ǎƪłƭłƴ ŜƎȅŞƴŜƪ Şǎ ǘłǊǎŀŘŀƭƳŀƪ ŜƭƳƻȊŘǳƭƴŀƪ ŀȊ ƪŞǎȊ Şǎ ƪŞǇŜǎ 

όŞǊŜǘǘύ Ǉƽƭǳǎ ŦŜƭŞΣ ŀ ǎȊŜǊǾŜȊŜǘƛ ǳƴƛǾŜǊȊǳƳōŀƴ ŀ ƳǳƴƪŀǾłƭƭŀƭƽƪ ǾŜȊŜǘǃƛƪƪŜƭ ǎȊŜƳōŜƴƛ 

ŜƭǾłǊłǎŀƛōŀƴ ǵƎȅ ǾłƭǘƧŀ ŦŜƭ ŀ ƪƭŀǎǎȊƛƪǳǎǘ ŀ ƴŜƻ-karizmatikus leadership. Ahogy a szervezeti tagok 

ƳŀƎǳƪ Ǿłƭƴŀƪ αǀƴƧłǊƽέ ǇǊƻōƭŞƳŀƳŜƎƻƭŘƽƪƪłΣ ŀ ǘŜǾŞƪŜƴȅǎŞƎǸƪƴŜƪ ŞǊǘŜƭƳŜǘ ŀŘƽ ǾłǊŀƪƻȊłǎŀƛƪ 

ƘŀƴƎǎǵƭȅŀ ǵƎȅ ǘŜǾǃŘƛƪ łǘ ŀ ǾƻƴȊƽ ƧǀǾǃƪŞǇǊŜΣ ŀȊ ǀƴƳŜƎǾŀƭƽǎƝǘłǎ ƭŜƘŜǘǃǎŞƎŞǘ ŦŜƭƪƝƴłƭƽ ƛƴǎǇƛǊłƭƽ 

Şǎ ƘƛǘŜƭŜǎ ǾŜȊŜǘǃƛ ǾƛǎŜƭƪŜŘŞǎǊŜΣ ŀ ƳŀƎŀǎ ǎȊƛƴǘǼ ǘŜƭƧŜǎƝǘƳŞƴȅǊŜΣ ŀ ƪŞǇŜǎǎŞƎŜƪ ƳƻȊƎƽǎƝǘłǎłǘΣ 

ŜƎȅōŜƴ ŦŜƧƭŜǎȊǘŞǎŞǘ ƛƎŞƴȅƭǃ ŀƭƪƻǘłǎ ƭŜƘŜǘǃǎŞƎŞǊŜΦ aƛƴŞƭ ŞǊŜǘǘŜōōŜƪ ǾŀƎȅǳƴƪ, ƛƭƭŜǘǾŜ ƳƛƴŞƭ 

ŦŜƧƭŜǘǘŜōō ǘłǊǎŀŘŀƭƻƳōŀƴ ŞƭǸƴƪΣ ŀƴƴłƭ ƛƴƪłōō ŞǊǾŞƴȅŜǎ ŜȊ ŀȊ ǀǎǎȊŜŦǸƎƎŞǎΦ ! ƳŀƎȅŀǊ ƪǳƭǘǵǊłōŀƴ 

a neo-ƪŀǊƛȊƳŀǘƛƪǳǎ ƭŜŀŘŜǊǎƘƛǇ ŜƭǾłǊłǎ ǊŜƭŀǘƝǾŜ ŜǊǃǎΣ ŀƳƛ ƛƴƪłōō ŀȊ ŜƎȅŞƴƛ ŞǊŜǘǘǎŞƎƴŜƪΣ ǎŜƳƳƛƴǘ 

ŀ ǘłǊǎŀŘŀƭƳƛ ŦŜƧƭŜǘǘǎŞƎƴŜƪ ƪǀǎȊǀƴƘŜǘǃΦ 
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Abstract 

The objective of this study was to uncover the nature of subcultures in a higher education 

institution in Hungary with a mixed-method approach. Following a quantitative repeated cross-

section study in 2011 and 2016, it was found that in spite of significant change drivers both 

externally and internally, there was little change in culture on the organisational level. 

However, on a subcultural level, subcultures had moved and changed over time, culminating in 

the emergence of a new subculture in 2016 ς the adhocracy type.  

Based on the subcultures identified during the studies, we have undertaken a qualitative 

analysis of three subcultures: the strong clan, the (standard) clan, and the market subcultures. 

It is found that strong subcultures are distinguished by a strong sense of fair play, a standard 

clan by its preference for flexibility and the market culture by its need to overcome in times of 

difficulty. From the findings of our repeated cross-section and mixed-method studies, it seems 

that market subcultures have a tendency to revert to the clan type in times of difficulty and 

change.  
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 SUBCULTURES IN HIGHER EDUCATION 

The theory behind organisational cultures in general and, more specifically, subcultures 

generally considers an organisational culture to involve some central elements, such as external 

adaptation and internal integration, values being taught to new members and these values 

were shared. ¢Ƙƛǎ Ŏŀƴ ōŜ ǎŜŜƴ ƛƴ {ŎƘŜƛƴΩǎ ŘŜŦƛƴƛǘƛƻƴ ƻŦ ƻǊƎŀƴƛǎŀǘƛƻƴŀƭ ŎǳƭǘǳǊŜΥ άA pattern of 

shared basic assumptions that the group learned as it solved its problems of external 

adaptation and internal integration, that has worked well enough to be considered valid and, 

therefore, to be taught to new members as the correct way you perceive, think, and feel in 

ǊŜƭŀǘƛƻƴ ǘƻ ǘƘƻǎŜ ǇǊƻōƭŜƳǎέ (Schein, 2004). On a subcultural level, the aspects of sharing and 

problem solving are also emphasized as seen in the following definition by Van Maanen and 

Barley (1985) ƻŦ ŀ ǎǳōŎǳƭǘǳǊŜ ŀǎ άΦΦΦ ŀ ǎǳōǎŜǘ ƻŦ ŀƴ ƻǊƎŀƴƛȊŀǘƛƻƴϥǎ ƳŜƳōŜǊǎ ǿƘƻ regularly 

interact with one another, identify themselves as a distinct group within the organization, share 

a set of problems commonly defined to be the problems of all, and routinely take action on the 

ōŀǎƛǎ ƻŦ ŎƻƭƭŜŎǘƛǾŜ ǳƴŘŜǊǎǘŀƴŘƛƴƎǎ ǳƴƛǉǳŜ ǘƻ ǘƘŜ ƎǊƻǳǇέ (p. 38). 

Starting from this theoretical framework, we examine the nature of subcultures in a higher 

education institution. In this explorative study, we consider how subcultures interact, what 

perceptions and values are shared or not shared within subcultures. 

The context of higher education in Hungary is vital as Hungary has undergone significant 

upheaval in the past few years. Government funding for the higher education institutions (HEIs) 

has decreased, state funding for students of subjects such as business and human studies was 

withdrawn (and then, to a very limited extent, reintroduced) in 2012, all HEIs have a chancellor 

to take on many of the roles of the rector as of 2014 and changes to the pension system result 

in higher staff turnover as well in 2012.  

As organisations, higher education institutions are often rather large and complex. This view is 

confirmed by Kuh and Whitt (1988, 27)Υ άǘƘŜ ΨǎƳŀƭƭ ƘƻƳƻƎŜƴƻǳǎ ǎƻŎƛŜǘȅΩ analogue Χ ƛǎ ǎǳǊŜƭȅ 

ǎǘǊŀƛƴŜŘ ǿƘŜƴ ŀǇǇƭƛŜŘ ǘƻ Ƴŀƴȅ ŎƻƴǘŜƳǇƻǊŀǊȅ ƛƴǎǘƛǘǳǘƛƻƴǎ ƻŦ ƘƛƎƘŜǊ ŜŘǳŎŀǘƛƻƴέΦ aƻǊŜƻǾŜǊΣ 

subcultures are more likely to develop in bureaucratic, larger, or more complex organizations 

since these organizations are more likely to encompass a variety of functions and technologies 

(Trice ς Beyer, 1993).  
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If we accept that there are likely to be subcultures in a higher education institution, then we 

need to find a suitable instrument, and the following section is concerned with the 

methodology of our study. 

 METHODOLOGY 

This research study has two phases. The first involves the identification of subcultures using a 

quantitative instrument. The second involves using this data to select focus groups made up of 

the subcultures and, with the use of a qualitative method, uncover in greater depth the nature 

of these subcultures.  

The most suitable instrument would be one with considerable usage in an educational context. 

The Competing Values Framework has a market-culture type and the organisational culture 

assessment instrument (OCAI), based upon this framework, was originally developed for an 

educational context.  

The Competing Values Framework was developed by Quinn and Rohrbaugh (1983) makes use 

of two bipolar axes as a means of indicating four orientations of culture (Cameron and Quinn, 

1999, 32ύ ŀǎ ŦƻƭƭƻǿǎΥ ǘƘŜ Ψ/ƭŀƴΩ ŎǳƭǘǳǊŜ ƛǎ ŎƘŀǊŀŎǘŜǊƛȊŜŘ ōȅ ƛƴǘŜǊƴŀƭ ŎƻƘŜǎƛǾŜƴŜǎǎ ǿƛǘƘ ǎƘŀǊŜŘ 

values, participation, and collectivism with a focus on internal problems and concerns of 

ƛƴŘƛǾƛŘǳŀƭǎΤ ǘƘŜ Ψ!ŘƘƻŎǊŀŎȅΩ ŎǳƭǘǳǊŜ ǳǎŜǎ ŀŘ ƘƻŎ ŀǇǇǊƻŀŎƘŜǎ ǘƻ ǎƻƭǾŜ ǇǊƻōƭŜƳǎ ƛƴŎǳǊǊŜŘ ŦǊƻƳ 

the surrounding environment and indicates a willingness to take risks, creativity and innovation 

and independence and freedom are highly reǎǇŜŎǘŜŘΤ ǘƘŜ ΨIƛŜǊŀǊŎƘȅΩ Ƙŀǎ ŎŜƴǘǊŀƭƛȊŜŘ ŘŜŎƛǎƛƻƴ-

making, much-formalized structures and rigidity with policies, instructions, and procedures 

ŀƛƳŜŘ ŀǘ ǊŜŘǳŎƛƴƎ ǳƴŎŜǊǘŀƛƴǘȅ ŀƴŘ ŜƴŦƻǊŎƛƴƎ ǎǘŀōƛƭƛǘȅΤ ŀƴŘ ǘƘŜ ΨaŀǊƪŜǘΩ ŎǳƭǘǳǊŜ ƛǎ ōŀǎŜŘ ƻƴ 

orientation to the market and maintaining or expanding current market share with a focus on 

profit and ambitious, quantifiable goals coupled with a competitive nature. The OCAI has also 

been used in Hungary as a means of assessing culture types in Hungarian and enterprises όDŀłl 

et al., 2010).  

To identify the subculturesΣ ŀ ƘƛŜǊŀǊŎƘƛŎŀƭ ŎƭǳǎǘŜǊ ŀƴŀƭȅǎƛǎ ǳǎƛƴƎ ²ŀǊŘΩǎ ƳŜǘƘƻŘ ǿŀǎ 

undertaken. The methodology of using a quantitative instrument for cultural assessment for 

identifying subcultures was first introduced by Hofstede (1998) for a study of the organisational 

culture of a large Danish insurance company of 3,400 employees. This produced a dendrogram 
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through which significant clusters can be detected. This method has also been used by Tan and 

Vathanophas (2003) to identify the subcultures of 230 knowledge workers in Singapore. 

For the second phase of our study, vignettes have been chosen as a qualitative approach to the 

study of subcultures. Vignettes are described as short scenarios in written or pictorial form, 

intended to elicit responses to typical scenarios (Hill, 1997, 177). They involve concrete 

examples of people and their behaviours and serve as the means for participants to offer 

comment or opinion (Hazel, 1995, 2). In this way, they can aid in the study of perceptions, 

beliefs, and attitudes (Hughes, 1998, 381). Wade (1999) and bŜŀƭŜΩǎ όмфффύ examined moral 

codes and their contingent status within different contexts.  

The use of vignettes as a complementary technique alongside other data collection methods 

(see Hazel, 1995; Hughes, 1998) can help to develop existing findings and explore data that 

cannot be uncovered through, for example, interviews or observation (MacAuley, 1996; Wade 

1999). They can also be used to deal with sensitive topics (Neale, 1999).  

For the purposes of contrasting differing perceptions and attitudes, Barter and Renold (1999) 

ǳǎŜŘ ǾƛƎƴŜǘǘŜǎ ǘƻ ŎƻƳǇŀǊŜ ȅƻǳƴƎ ǇŜƻǇƭŜΩǎΣ ǊŜǎƛŘŜƴǘƛŀƭ ŎŀǊŜ ǿƻǊƪŜǊǎΩ ŀƴŘ ƳŀƴŀƎŜǊǎΩ ŜǾŀƭǳŀǘƛƻƴǎ 

and perceptions. In the context of a focus group, in particular, Maclean (1999), found that 

vignettes encouraged even the quietest group member to voice an opinion.  

There are some challenges to the vignette approach. Firstly, Finch (1987, 113) points out: 

άŀǎƪƛƴƎ ŀōƻǳǘ ǿƘŀǘ ŀ ǘƘƛǊŘ ǇŀǊǘȅ ΨƻǳƎƘǘΩ ǘƻ Řƻ ƛƴ ŀ ƎƛǾŜƴ ǎƛǘǳŀǘƛƻƴ ƛǎ ƴƻǘ ǘƘŜ ǎŀƳŜ ǘƘƛƴƎ ŀǎ ŀǎƪƛƴƎ 

respondents what they themselves think they ought to doέΦ The biggest caveat in using this 

technique emerges when it is used in isolation (West, 1982, cited in Finch, 1987; Faia, 1979).  

With samples of respondents taken from each of three subcultures and formed into focus 

groups, these groups were presented with vignettes involving the role of the teacher, the 

relationship between students and teachers, the future of high education, and the role of the 

University as an organisation. The comments from the interviews were recorded by the 

frequency of mention and whether the group agreed, disagreed or were indifferent to the 

comments made. In this way, we could detect the most commonly held values / perceptions 

within the focus groups.  
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 FINDINGS 

The research has been carried out in the largest Hungarian business school. For the first phase 

of our study in 2011 from a total possible 959 employees from all levels of the organisation, 

369 completed questionnaires were received, In 2016 using the fully identical survey, 

346 responses were received from a total sample of 979 employees in the organisation. We 

first assessed the reliability of our sample, and the results are in the following table: 

Table 1: OCAI Reliability StatistƛŎǎ ǳǎƛƴƎ /ǊƻƴōŀŎƘΩǎ ŀƭǇƘŀ 

Culture 
type 

2011 
Perception 
/ǊƻƴōŀŎƘΩǎ 

Alpha h  

2011 
Value 

/ǊƻƴōŀŎƘΩǎ 
!ƭǇƘŀ ʰ 

2016 
Perception 
/ǊƻƴōŀŎƘΩǎ 

Alpha h  

2016 
Value 

/ǊƻƴōŀŎƘΩǎ 
!ƭǇƘŀ ʰ 

Comparison 
Reliability 

Coefficients* 

Clan 0.818 0.792 0.825 0.716 0.82 

Adhocracy 0.756 0.771 0.740 0.679 0.83 

Market 0.733 0.651 0.718 0.688 0.67 

Hierarchy 0.777 0.680 0.741 0.608 0.78 

* Reliability coefficients reported by Cameron & Quinn (1999). 

Source: own construction 

!ǎ Ŏŀƴ ōŜ ǎŜŜƴ ƛƴ ǘƘŜ ǘŀōƭŜΣ ǘƘŜ ǎŎƻǊŜǎ ŦƻǊ /ǊƻƴōŀŎƘΩǎ ŀƭǇƘŀ ǊŀƴƎŜ ŦǊƻƳ лΦср όǉǳŜǎǘƛƻƴŀōƭŜύ ǘƻ 

0.825 (acceptable). The relatively low alpha of 0.608 suggests that market and hierarchy have 

a little lower intercorrelation with other variables for values due to higher variances, and these 

lower correlations reduce alphas. Hair et al. (2017) highlight that Cronbachs' alpha tends to be 

underestimated in some models based on averaging (like OCAI). According to Nunnally 

(1978), a satisfactory level of reliability depends on how a measure is being used. Loewenthal 

(2004) claimed the alpha coefficient of 0.6 could be acceptable and these coefficients exceed 

the 0.6 thresholds in all cases. This evidence of reliability indicates that the 6 dimensions are 

related to a common construct, namely, the four culture types. 

After conducting a hierarchical analysis using Wards method (Hofstede, 1998), the subcultures 

were identified. Subcultures were classified as strong subcultures when the figure for dominant 

culture type was significantly higher than any of the other three values, hence subculture 3 is a 

standard hierarchy as the market culture type was only slightly lower, whereas subculture four 

ƛǎ ŎƭŀǎǎŜŘ ŀǎ ŀ ǎǘǊƻƴƎ ƘƛŜǊŀǊŎƘȅ ŀǎ ƛǘΩǎ ŦƛƎǳǊŜ ƛǎ ƳǳŎƘ ƘƛƎƘŜǊ ǘƘŀƴ ǘƘŜ ƻǘƘŜǊ three culture types 
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(see example in figure 1 of the two clan types for further details). The subculture of dominant 

types and membership can be seen in the following table:  

Table 2: Subcultures identified in 2016 and 2011 

 

Source: own construction 

For the second phase of our study, the same questionnaire was sent out in 2017 to select 

respondents according to subculture. Respondents were also asked to indicate if they would 

be willing to take part in focus groups. As clan and market subcultures were the largest over 

the period and our findings of this additional study indicated the re-emergence of a market 

dominant subculture, focus groups were taken from the market, clan, and strong clan 

groupings. Sufficient respondents were found to constitute 4-6 respondents per focus group. 

The differences between the three subcultures used in the sample can be seen in the following 

figure using the OCAI for comparison. 

As can be seen in the figure, the subcultures are essentially along the axis of the clan and market 

dimensions. These are opposing dimensions as the market is externally focussed with stability 

and control, whereas the clan types are internally focussed and have a preference for flexibility 

and discretion.  

 

2011 
Subculture 

1 2 3 4 5 

Dominant culture type Market Clan Hierarchy Strong Hierarchy Strong Clan 

Scores (average per 
member) 

27.25 34.64 37.35 35.50 55.34 

No. of members 140 84 34 30 44 

2016 
Subculture 

1 2 3 4 5 6 

Dominant culture type Clan Clan Hierarchy 
Strong 
Clan 

Hierarchy Adhocracy 

Scores (average per 
member) 

26.5 38.4 31.8 49.7 32.3 33.7 

No. of members 142 62 61 24 21 36 
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Figure 1: Three subcultures in the focus groups 

  

Source: own construction from existing data on subcultures in the organisation 

With samples of respondents taken from each of these three subcultures and formed into focus 

groups, these groups were presented with vignettes involving the role of the teacher, the 

relationship between students and teachers, the future of high education, and the role of the 

organisation. The comments from the interviews were recorded by the frequency of mention 

and whether the group agreed, disagreed or were indifferent to the comments made. In this 

way, we could detect the most commonly held values / perceptions within the focus group: 

Table 3: Summary of values of the three subcultures 

Strong Clan Clan (slight) Market 

Fair to other students as well-
formal solutions. 
Would be good to Mentor 
students. 
¢ŜŀŎƘŜǊǎΩ evaluation by 
students is not REALITY. 
Finding acceptable solutions 
but keeping the rules 
To be fair. 

Customer orientation first with 
moderate rules. 
Help students. 
Share and retain knowledge. 
Flexibility vs. customer 
orientation (OK on the part-
time programme). 
Individual flexibility of the 
teachers regarding rules 
(discretion). 
No teacher performance 
evaluation wanted by 
teachers. 
Different, simultaneously 
valuable individual career 
paths 

Support and development for 
increased burdens ς peer 
mentoring, teamwork, 
organization development, 
facilitation, measurability, 
control. 

Source: own construction 
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Table 4: Summary of perceptions of the three subcultures 

Strong Clan Clan (slight) Market 

Quantity over quality. Lack of supporting system for 
students. 

Lack of teacher support. 

Being evaluated by students 
is not everything. 

Lack of support for teachers 
(both education and research).  

Following tradition vs. new 
research results in education. 

Beside education, many 
other roles (talent 
management, publishing, 
professional progress, public 
activity) are required. 

Existing demands ς rather 
academic than education 
centered.  
Mass production ς missing 
conditions. 

 

¢ƘŜ ǳƴƛǾŜǊǎƛǘȅΩǎ ǊƻƭŜ ƛǎ 
uncertain in the society. 
Expectations are unclear by 
state.  
Rigid operation ς expectation 
of society, students, politics 

Existing evaluation ς based on 
unclear expectations and 
values. 
Lack of autonomy of the 
institution. 
Lack of career paths for 
teachers. 
Requirements are moving to 
more academic orientation 
Mixed, confused identities of 
academic staff (teaching vs. 
research. 

 

Source: own construction 

 DISCUSSION 

wŜŦŜǊǊƛƴƎ ōŀŎƪ ǘƻ {ŎƘŜƛƴΩǎ ŘŜŦƛƴƛǘƛƻƴ ƻŦ ǎǳōŎǳƭǘǳǊŜǎ ƛƴ ƻǳǊ ƭƛǘŜǊŀǘǳǊŜ ǊŜǾƛŜǿΣ ǎǳōŎǳƭǘǳǊŜǎ Ƴŀȅ 

exist when there is a degree of sharing and interaction. Our subcultures came from different 

departments, disciplines, and ς in some cases ς different locations. This presents a concern that 

our subcultures do not meet the original criteria to constitute subcultures. In order to assess 

the level of interaction, two additional questions were included in our instrument in which the 

respondents had to specify which locations they worked at and their frequency of interaction. 

This addition was due to findings in the pilot study that some staff was classed as full-time but 

only went to the office once a week, whereas an employee classed as part-time was found to 

be working 25-30 hours of lessons a week. To allay concerns that these groups were not 

subcultures but merely a collection ƻŦ ŎƻƳƳƻƴ ǾŀƭǳŜǎΣ ΨƛƴǘŜǊŀŎǘƛƻƴ ƳŀǇǎΩ ǿŜǊŜ ŘǊŀǿƴ ǳǇ ŦƻǊ 

ǘƘŜ ƳŜƳōŜǊǎ ƻŦ ŜŀŎƘ ǎǳōŎǳƭǘǳǊŜΦ  !ƴ ŜȄŀƳǇƭŜ ƻŦ ǘƘŜ ΨƛƴǘŜǊŀŎǘƛƻƴ ƳŀǇΩ Ŏŀƴ ōŜ ǎŜŜƴ ƛƴ ǘƘŜ 

following figure: 
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Figure 2: Interaction levels of a subculture with other university locations 

 

Source: Own construction 

Figure 2 shows the sample from one of the 2011 subcultures as a means to illustrate the 

interaction of participants across a range of locations. The blue circles indicate different 

locations and the number of participants based in that one location. The lines and associated 

numbers indicate the number of participants is moving from one location to another for work. 

Thus, more than 25% of the staff work at one or more locations in the organisation. Thus, we 

maintain the assumption that the members that do not work in a range of locations, may be 

ŀŦŦŜŎǘŜŘ ōȅ ǘƘŜ ΨŎǊƻǎǎ-ǇƻƭƭƛƴŀǘƛƻƴΩ ƻŦ ǾŀƭǳŜǎ ŀƴŘ ǇŜǊŎŜǇǘƛƻƴǎ (Bird ς Stevens, 2003). 

For a comparison of the values of our subcultures, there are commonly held beliefs across all 

three for the lack of support and dissatisfaction with the evaluation of teachers. However, there 

are some defining characteristics which allow us to differentiate between these three 

subcultures. The strong clan is very much focussed on helping others (finding solutions and 

helping ǎǘǳŘŜƴǘǎύΣ ōǳǘ ƻƴƭȅ ǿƛǘƘƛƴ ǘƘŜ ŦǊŀƳŜǿƻǊƪ ƻŦ ǘƘŜƛǊ ΨǎŜƴǎŜ ƻŦ fair play) (following rules 
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and being fair). Whilst the standard clan also refers to rules, the context in to follow the rules 

Ψƛƴ ƳƻŘŜǊŀǘƛƻƴΩ ŀƴŘ ǘƘŜ ǾŀƭǳŜǎ ƘŀǾŜ ǎƘƛŦǘŜŘ ǘƻǿŀǊŘǎ ŦƭŜȄƛōƛƭƛǘȅΦ {ǳŎcess and ambition are also 

seen in the high frequency and agreement of a preferred type of career path. The third 

subculture, the market subculture, has a preference for support and development in the face 

of uncertainty.  

From the perspective of our original theoretical framework (Competing Values Framework), 

there are some aspects that are reinforced, but also some discrepancies. Firstly, the clan 

subcultures had far more agreed values and the market subculture very much less so and the 

standard clan values flexibility, which fits well the CVF, as well as the tight-knit social context of 

clan cultures (internal focus) ς as contrasted with the market cultures inherent external focus. 

There is a discrepancy in relation to the CVF, as clan cultures are supposed to have a focus on 

the people aspect and working as a group. However, the value of teamwork and peer-

mentoring was raised by the market subculture. In the context of the focus group discussion, 

ǘƘŜǎŜ ǘǿƻ ŀǎǇŜŎǘǎ ǿŜǊŜ ǎŜŜƴ ŀǎ ŀ ƳŜŀƴǎ ǘƻ ǎƻƭǾŜ ǘƘŜ ΨƛƴŎǊŜŀsed burdensΩΦ  

For perceptions, the strong clan is characterised by ambiguity and uncertainty, despite a 

recognition of the rigidity of the system. The subculture also equates the organisation with 

expectations and demands above most other aspects. The standard clan also perceives a 

certain degree of ambiguity and uncertainty, coupled with a certain degree of dissatisfaction ς 

ŀǎ ǎŜŜƴ ƛƴ ǘŀōƭŜ п ǘƘŜ Ƴƻǎǘ ŎƻƳƳƻƴ ǇŜǊŎŜǇǘƛƻƴǎ ǊŜƭŀǘŜ ǘƻ ŀ ΨƭŀŎƪ ƻŦΩ ǎƻƳŜ ƛǘŜƳ ƻǊ ƻǘƘŜǊΦ Lƴ 

contrast to these subcultures, the market subculture highlights the current change between 

the old / traditional ways and the new. This might indicate the preference for a new way 

forward or potential for resistance to change. If we consider this perception in light of the 

values and attitudes of the market subculture to change, then this further highlights the market 

subcultures discomfort with change and tendency to revert to another type when in crisis.  

 CONCLUSION 

Our study raises some interesting questions with relation to the mentality behind our market 

culture type: In 2011 the largest subculture was a market subculture (more than double the 

size of the second largest). In 2016, the largest subculture had transformed into a clan culture 

type. Between 2011 and 2016 Hungarian Higher Education underwent significant change and 
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the organisation in this study thus also experienced both internal and external changes in terms 

of higher than usual staff turnover, changes in governance systems, and changes to funding for 

both students and the institution. This change of the largest subculture from market to clan 

during a time of crisis and transformation may also be seen in the outcome from the focus 

groups that a greater clan approach is needed in these times. Answering the question of 

ǿƘŜǘƘŜǊ ǘƘŜ Ŏƭŀƴ ŎǳƭǘǳǊŜ ƛǎ ǇǊŜŦŜǊǊŜŘ ŀǎ ŀ ƳŜŀƴǎ ƻŦ ΨƧƻƛƴƛƴƎ ǘƻƎŜǘƘŜǊ ƛƴ ŎǊƛǎƛǎΩ ƻǊ ŀ ǊŜǾŜǊǎƛƻƴ 

ōŀŎƪ ǘƻ ǘƘŜ ΨƎƻƻŘ ƻƭŘ ŘŀȅǎΩ ǿƻǳƭŘ ǊŜǉǳƛǊŜ ŦǳǊǘƘŜǊ ǊŜǎŜŀǊŎƘΦ !ƭǘƘƻǳƎƘ ǘƘƛǎ ŦƛƴŘƛƴƎ Ƴŀȅ ƴƻǘ ōŜ 

generalizable at this stage of the research, it highlights an important consideration for 

practitioners that have market cultures and are considering transformation within the 

organisation.  
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Abstract 

In my theoretical paper, I seek to elaborate the existing job demands and resources (JD-R) 

model of employee engagement (EE) by extending it through the work-life balance (WLB) 

concept. This elaboration of the central model of EE is necessary due to the rapid developments 

in ICT technology, which have dramatically changed working conditions. Employees can work 

remotely, and independently from the physical and social work environment of an office. It is 

ǇƻǎǎƛōƭŜ ǘƻ ŀŎŎƻƳǇƭƛǎƘ Ƴƻǎǘ ƻŦ ƻƴŜΩǎ ǿƻǊƪ ŀǘ ŀƴȅ ǇƭŀŎŜ ŀƴŘ ŀǘ ŀƴȅ ǘƛƳŜΦ ¢Ƙƛǎ ŦƭŜȄƛōƛƭƛǘȅ ƛƴ 

working conditions has both positive and negative impacts on the work-life balance, 

engagement, and aspects such as family, health, well-being, and motivation of employees. My 

approach has four phases. First, I highlight the need for contributions and discuss the benefits 

and drawbacks of work flexibility. Then I present the main concepts and subsequently propose 

and describe the elaborated model of JD-R that is the main contribution of this paper. Finally, I 

discuss the novelty, value contribution, limitations, and theoretical implications of this paper, 

as well as proposing future research directions. 

Keywords: Employee engagement (EE), Work-engagement (WE), Work-life balance (WLB), Job 

demands and resources (JD-R) model 

 INTRODUCTION AND NEED FOR CONTRIBUTION 

In this conceptual paper, my goal is to elaborate the central model, job demands and resources 

(JD-R) model of employee engagement (EE) or work engagement (WE), by extending it through 

the work-life balance (WLB) concept. Albrecht (2010, 14-17) indicates several key areas for 

further reseŀǊŎƘ ƛƴ ǘƘŜ ŦƛŜƭŘ ƻŦ 99Φ IŜ ŀǊƎǳŜǎ ǘƘŀǘ ΨǘƘŜ W5-R model (Bakker ς Demerouti, 2007, 

2008) ǇǊƻǾƛŘŜǎ ŀ ǳǎŜŦǳƭ ǳƴƛŦȅƛƴƎ ǇƭŀǘŦƻǊƳ ǘƻ ŜȄŀƳƛƴŜ ǘƘŜ ƴƻƳƻƭƻƎƛŎŀƭ ƴŜǘ ŀǊƻǳƴŘ ŜƴƎŀƎŜƳŜƴǘΩ 

mailto:maria.jakubik@haaga-helia.fi
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ŀƴŘ ŦǳǊǘƘŜǊ ƘŜ ŀŘŘǎ ǘƘŀǘ ΨŦǳǘǳǊŜ ǊŜǎŜŀǊŎƘ ŀƴŘ ǘƘŜƻǊƛȊƛƴƎ ƳƛƎƘǘ ǳǎŜŦǳƭƭȅ ōŜ ŦƻŎǳǎŜd on 

elaborating the JD-w ƳƻŘŜƭ ǘƻ ŀŎŎƻƳƳƻŘŀǘŜ ŀŘŘƛǘƛƻƴŀƭ ǾŀǊƛŀōƭŜǎ ŀƴŘ ŀŘŘƛǘƛƻƴŀƭ ŎƻƳǇƭŜȄƛǘȅΩ 

(Albrecht, 2010, 14). This will be my main contribution to the existing knowledge about EE. 

There have been already several extensions of the JD-R model and the EE construct, which 

include different contextual factors. Rothmann and Baumann (2014) for example examined the 

psychological conditions of work-home/home-work interactions on EE. They focus on the three 

psychological conditions of personal engagement at work identified by Kahn (1990) namely on 

meaningfulness, availability, and ǎŀŦŜǘȅΦ ¢ƘŜƛǊ ǎǘǳŘȅ ǎƘƻǿǎ ΨǘƘŀǘ ǇǎȅŎƘƻƭƻƎƛŎŀƭ ƳŜŀƴƛƴƎŦǳƭƴŜǎǎ 

and availability, as well as work-life balance, accounted for a large proportion of the variance 

in employee engagementΩΣ ŀƴŘ ǘƘŜȅ ΨŀǊŜ ƛƳǇƻǊǘŀƴǘ ǇǎȅŎƘƻƭƻƎƛŎŀƭ ŎƻƴŘƛǘƛƻƴǎ ǘƻ ŎƻƴǎƛŘŜǊ ƛƴ 

ǇǊƻƳƻǘƛƴƎ ǘƘŜ ŜƴƎŀƎŜƳŜƴǘ ƻŦ ŜƳǇƭƻȅŜŜǎΩ (Rothmann et al., 2014, 525 and 527). As future 

research needs, ǘƘŜȅ ǎǳƎƎŜǎǘ ǘƘŜ ƴŜŜŘ Ψǘƻ ōŜǘǘŜǊ ǳƴŘŜǊǎǘŀƴŘ ǘƘŜ ǇŀǘƘǿŀȅǎ ǘƻ ǿƻǊƪ-life balance 

and employeŜ ŜƴƎŀƎŜƳŜƴǘΩ ŀƴŘ ǘƘŜ ǊŜƭŀǘƛƻƴǎ ƻŦ ǘƘŜǎŜ ŎƻƴŎŜǇǘǎ (ibid: 527). Consequently, there 

is a need for such a contribution. 

However, to my knowledge, the WLB concept has not yet been related to JD-R. Concurring with 

Albrecht (2010), the JD-R model needs to be exǘŜƴŘŜŘ ŀƴŘ ƳƻǊŜ ōǊƻŀŘƭȅ ŎƻƴŎŜǇǘǳŀƭƛȊŜŘ Ψǘƻ 

more explicitly acknowledge contextual factors such as organizational leadership, 

organizational strategy, organizational vision and values, organizational culture, organizational 

structure and human resources (HRύ ǎȅǎǘŜƳǎΩ (ibid.: 14). I argue that the elaboration of the 

central model of EE is also necessary because, due to rapid developments in ICT technology, 

working conditions have changed dramatically (Primecz et al., 2016). Is it possible to be engaged 

at work and disengaged off the job in the current changing context of work? Employees can 

work remotely, independently from the physical and social work environment. It is possible to 

ŀŎŎƻƳǇƭƛǎƘ Ƴƻǎǘ ƻŦ ƻƴŜΩǎ ǿƻǊƪ ŀǘ ŀƴȅ ǇƭŀŎŜ ŀƴŘ ŀǘ ŀƴȅ ǘƛƳŜΦ ¢Ƙƛǎ ŦƭŜȄƛōƛƭƛǘȅ ƛn working 

conditions has positive and negative impacts on the work-life balance, engagement, and 

aspects such as family, health, well-being, and motivation of employees. 

Benefits of flexible working on WLB can be viewed from the individual, organizational and 

societal points of view. I will focus on what flexible working means for individual employees 

and for the employer. For the individual working flexibly and remotely it means savings on 

commuting time and costs, comfort, autonomy on deciding when to engage in work activities, 

scheduling work tasks flexibly, and deciding about being available for work independently. 
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Benefits for the organization are savings on the costs of physical office facilities (renting, 

electricity, heating, cleaning, etc.), saving time and costs on business trips through online 

meetings. Dizaho et al. (2017) studied how to achieve WLB through flexible work schedules and 

ŀǊǊŀƴƎŜƳŜƴǘǎΦ ¢ƘŜȅ ŘŜǘŜǊƳƛƴŜŘ ǘƘŀǘ ΨFlexi-time, working from home, part-time, job sharing 

and teleworking have been depicted as effective strategic approaches to achieving work-life 

ōŀƭŀƴŎŜΩ (ibid.: 455). They conclude that organizations can benefit from WLB achieved through 

flexible work scƘŜŘǳƭƛƴƎ ōȅ ΨƛƴŎǊŜŀǎŜŘ ǇǊƻŘǳŎǘƛǾƛǘȅΣ ƭƻȅŀƭǘȅΣ ǎŀǘƛǎŦŀŎǘƛƻƴΣ ƛƴŎǊŜŀǎŜ ƛƴ ƳƻǊŀƭŜΣ ŀƴŘ 

attitude and behaviours ƻŦ ŜƳǇƭƻȅŜŜǎΩΦ ¢ƘŜȅ ŜƳǇƘŀǎƛȊŜ ǘƘŜ ²[. ōŜƴŜŦƛǘǎ ŦƻǊ ŜƳǇƭƻȅŜŜǎΣ ŀǎ 

ǿŜƭƭ ŀǎ ΨƛƴŎǊŜŀǎƛƴƎ ŦƭŜȄƛōƛƭƛǘȅΣ ƛƴŎǊŜŀǎŜ ƛƴ ŦŀƳƛƭȅ ŀƴŘ ƭŜƛǎǳǊŜ ǘƛƳŜΣ ŎƘƛƭŘŎŀǊŜ ǇǊƛvileges, less work-

life conflict, reduced burnout, and improved emotional, physical and psychological well-beingΩ 

(2017, 462). 

Drawbacks of the work flexibility on WLB for the individual could be weakening family relations 

(children, spouse, and parents), feelings of being a ΨōŀŘ ƳƻǘƘŜǊ ƻǊ ŦŀǘƘŜǊΩ, suffering social 

relations, less time for friends and hobbies, and a decrease in motivation. Furthermore, 

constantly being connected to work could lead to health problems, stress, burnout, ambiguity, 

addiction, and workaholism. Thinking constantly about work-related issues, inability to turn off 

the engagement, inability to relax, and feeling constant pressure could lead to the ΨŀōǎŜƴǘ 

ǇǊŜǎŜƴŎŜΩ syndrome for employees (Middleton, 2008). Similarly, Primecz et al. (2016, 79) 

conclude that while ICT provides an opportunity for flexible work, it creates new problems for 

ƛƴŘƛǾƛŘǳŀƭǎ ǎǳŎƘ ŀǎ ΨƻǾŜǊǿƻǊƪΣ ƻōǎŜǎǎƛƻƴ ǿƛǘƘ ǿƻǊƪ όŀƴŘ ǘŜŎƘƴƻƭƻƎȅ ƛǘǎŜƭŦύΣ ƳŜƴǘŀƭ ŀƴŘ ǇƘȅǎƛŎŀƭ 

exhaustion and burnoutΩΦ On the other hand, the drawbacks of flexible working for 

organizations are potential crises in the role of management, loss of control of working hours, 

and difficulties in scheduling work that requires physical presence (healthcare, service 

providers, etc.). In addition, the negative impacts could be leadership crises, difficulties in 

leading, trying to inspire workers you do not actually meet, communication difficulties (IT, ICT 

problems), machine-human interactions, machine-machine interactions (the human touch is 

missing), difficulties in creating a unified vision of the organization, involvement, commitment, 

motivation difficulties, and feelings of not belonging. 

Based on the above arguments about the changing context of work conditions and the needs 

for future research indicated in the EE literature, I argue that the JD-R model of EE needs to be 

extended through the WLB construct. Broadening existing knowledge and providing a better 
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understanding of the emerging EE concept are the contributions of my paper. Next, I will 

present the concepts of EE, JD-R, and WLB. Then, I will describe the elaborated model of JD-R, 

followed by conclusions and a discussion. 

 APPROACH AND CONSTRUCTS 

My approach is theoretical. As I have indicated in the introduction, the changing work 

conditions, flexibility in the workplace, space, and time influence the work-life balance and 

employee engagement, both positively and negatively. Nowadays it is possible to accomplish 

Ƴƻǎǘ ƻŦ ƻƴŜΩǎ ǿƻǊƪ ŀǘ ŀƴȅ ǇƭŀŎŜ ŀƴŘ ǘƛƳŜΦ ¢ƘŜ W5-R model argues that high job demands and 

low job resources or low job demands and high job resources cause health, motivational, 

engagement, and well-being problems for employees. On the contrary, when job demands and 

resources are in balance, it results in a positive impact on employees, work engagement, and 

organizational performance. Therefore, my argument is that if the JD-R model would integrate 

the work-life balance (WLB) concept, the imbalance or balance between job demands and 

resources would show more explicitly, which would lead to well-being, motivation, work 

engagement, and increased organizational performance. This elaboration of the existing JD-R 

model is my objective in this paper. Next, I present the building concepts of my proposed 

model, namely EE or WE, the JD-R model, and WLB. 

2.1. Employee engagement or work engagement 

Employee engagement (EE) is a relatively recent concept. Dagher et al. (2015) provide a 

comprehensive overview of the historical evolution of the EE construct. They discuss the 

historical roots and evolution of EE and its three dimensions, i.e., vigor, dedication, and 

absorption. In their literature review, they present the most common fourteen definitions of 

EE (ibid.: 240) ŦǊƻƳ мффл ǘƻ нллфΦ IƻǿŜǾŜǊΣ ǘƘŜȅ ŀǊƎǳŜ ǘƘŀǘ ΨǘƘŜ ŘŜŦƛƴƛǘƛƻƴ ŀƴŘ ƳŜŀƴƛƴƎ ƻŦ 

employee engagement is unclear and vague and has been interchangeably misused with many 

ŘƛŦŦŜǊŜƴǘ ǘŜǊƳǎΩ (ibid.: 237). 

Employee engagement has been defined in multiple ways, but there are similar characteristics 

in these definitions. The definitions of EE emphasize the physical, emotional, and cognitive 

dimensions of engagement (Kahn, 1990, 700). The drivers of EE are positive intrinsic 
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motivation, enthusiasm, passion, commitment, satisfaction with work, and individual 

ƛƴǾƻƭǾŜƳŜƴǘΦ 9ƳǇƭƻȅŜŜ ŜƴƎŀƎŜƳŜƴǘ ƛǎ Ψŀ positive, fulfilling, work-related state of mind that is 

ŎƘŀǊŀŎǘŜǊƛȊŜŘ ōȅ ǾƛƎƻǊΣ ŘŜŘƛŎŀǘƛƻƴΣ ŀƴŘ ŀōǎƻǊǇǘƛƻƴΩ (Schaufeli et al., 2002, 74). The definition of 

Bakker and Demerouti (2008) is the most relevant to the objective of this paper. They write that 

Ψ9ƴƎŀƎŜŘ ŜƳǇƭƻȅŜŜǎ ƘŀǾŜ ŀ ǎŜƴǎŜ ƻŦ ŜƴŜǊƎŜǘƛŎ ŀƴŘ ŜŦŦŜŎǘƛǾŜ ŎƻƴƴŜŎǘƛƻƴ ǿƛǘƘ ǘƘŜƛǊ ǿƻǊƪ 

ŀŎǘƛǾƛǘƛŜǎΣ ŀƴŘ ǘƘŜȅ ǎŜŜ ǘƘŜƳǎŜƭǾŜǎ ŀǎ ŀōƭŜ ǘƻ ŘŜŀƭ ǿƛǘƘ ǘƘŜ ŘŜƳŀƴŘǎ ƻŦ ǘƘŜƛǊ ƧƻōǎΦΩ Lƴ Ƴȅ 

proposed model, in addition to the physiological (i.e., behavioral), cognitive, and affective 

dimensions of EE, I emphasize its psychological and social dimensions. 

Like Dagher et al. (2015), Jakubik and Vakkuri (2015, 8-9) explore the theories, definitions, 

models, and drivers of EE. They argue that because the EE construct is relatively new, there are 

several theories related to this concept. They mention the following four: 

1. The job demands and resources model of Bakker and Damerouti in Bakker (2010, 

240) examines how job resources (such as autonomy, support, and feedback) and 

personal resources (such as self-efficacy, optimism, and reliance) directly influence 

work engagement, something that influences outcomes (e.g., in-role performance, 

extra-role performance, creativity, financial results). 

2. IƻōŦƻƭƭΩǎ όнллнύ theory of conservation of resources seeks to answer how employees 

strive to gain and protect resources, and why employees perform more effectively 

when they have access to a range of resources. 

3. The self-determination theory of motivation by Deci and Ryan in Meyer et al. (2010, 

68) focuses on explaining why the experience of employee engagement requires the 

satisfaction of basic psychological needs (competence, autonomy, relatedness). 

4. .ƭŀǳΩǎ social exchange theory (1964) shows how the provision of valued resources 

results in employees developing a felt obligation to reciprocate with pro-social 

attitudes and engagement-related behaviors. 

In addition to the above four main theories, there are several other theories that are relevant 

to EE. For example: the social identity theory of Tajfel (1974); the broaden-and-build theory of 

positive emotions by Fredrickson (2001); the job characteristics theory of Hackman and Oldham 

(1980); work psychology and positive organizational studies (Cameron et al., 2003; Dutton ς 

Ragins, 2007); the theory of flow (Csikszentmihalyi, 1991); motivational theories; social 
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intelligence (Goleman, 2006); the ΨōŜŎƻƳƛƴƎ ǘƻ ƪƴƻǿΩ framework that is based on the practice 

view of knowledge creation (Jakubik, 2011); action research (Reason and Bradbury, 2007); and 

appreciative inquiry (Preskill ς Catsambas, 2006; Reed, 2007). In this paper, however, I focus 

only on the first main theory, namely on the JD-R model, because it is considered as the most 

general one and it is what would specifically need further elaboration. 

According to Jakubik and Vakkuri (2015) employee engagement has several drivers: affective 

organizational commitment, job satisfaction, job involvement, and job attitude (Newman et al., 

2010); organizational resources, job resources (e.g., autonomy, feedback, support), and 

personal resources (e.g., self-efficacy, optimism, resilience) (Bakker, 2010, 46, 48, 54); energy, 

enthusiasm, vigor (ibid.). These factors are important for individual employees vis-ł-vis their 

feeling of engagement. 

Several authors argue that a high level of EE enhances business performance. Bakker (2010) 

and others (e.g., Fleck ς Inceoglu, 2010, 33) ŜȄǇƭƻǊŜ 99Ωǎ ƛƳǇŀŎǘ ƻƴ ƻǊƎŀƴizational performance. 

Employee engagement has several dimensions. Schneider, Macey, Barbera, and Young (2010) 

propose that engagement has both psychological (trust, safety, feelings) and behavioral 

ŎƻƳǇƻƴŜƴǘǎΦ Ψ²ƘƛƭŜ ƻǘƘŜǊ ǎƛǘǳŀǘƛƻƴŀƭ Ƨƻō ǊŜǎƻǳǊŎŜǎΣ ǎǳŎƘ as autonomy, supervisory coaching, 

performance feedback, and personal resources, like optimism, self-efficacy, and self-esteem 

can predict engagement (Bakker et al., 2008), they fail to capture the psychological experiences 

employees have that most signifiŎŀƴǘƭȅ ƛƳǇŀŎǘ ǘƘŜƛǊ ŜƴƎŀƎŜƳŜƴǘ ƛƴ ǿƻǊƪǇƭŀŎŜǎΩ (Schneider et 

al., 2010, 159 quoting Bakker et al. 2008) (Jakubik ς Vakkuri, 2015). I argue that in addition to 

the psychological and physiological dimensions of EE it is necessary to include the cognitive, 

effective, and social dimensions as well. 

2.2. The job demands and resources model 

The job demands and resources (JD-R) model (Demerouti et al., 2001; Bakker ς Demerouti, 

2007) is one of the key models of EE (or WE). The three main assumptions of the model 

according to Mauno et al. (2010, 112ς113) are as follows: 

Assumption 1: Psycho-social characteristics of any work can be characterized by two main 

ŦŀŎǘƻǊǎΥ Ƨƻō ŘŜƳŀƴŘǎ ŀƴŘ Ƨƻō ǊŜǎƻǳǊŎŜǎΦ ΨάWƻō ŘŜƳŀƴŘǎέ ǊŜŦŜǊ ǘƻ ǘƘƻǎŜ ŀǎǇŜŎǘǎ ƻŦ ŀ Ƨƻō ǘƘŀǘ 

require sustained physical and/or psychological effortΩΦ ΨάWƻō ǊŜǎƻǳǊŎŜǎέ ǊŜŦŜǊ ǘƻ ǘƘƻǎŜ ŀǎǇŜŎǘǎ 
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of a job that are functional in achieving work goals, may reduce job demands and the associated 

physiological and psychological costs, and stimulate personal growth, learning, and 

dŜǾŜƭƻǇƳŜƴǘΩ (Mauno et al., 2010, 112). In the proposed elaborated model of this paper, I 

ŜȄǘŜƴŘ ŀƴŘ ŜȄǇƭŀƛƴ ǘƘŜǎŜ ǘǿƻ ŦŀŎǘƻǊǎΣ ōƻǘƘ ŦǊƻƳ ƛƴŘƛǾƛŘǳŀƭ ŜƳǇƭƻȅŜŜǎΩ ŀƴŘ ƻǊƎŀƴƛȊŀǘƛƻƴǎΩ 

perspectives. 

Assumption 2: The JD-R model is characterized by two basic processes, i.e., health and 

motivational (Bakker ς Demerouti, 2007)Φ ¢ƘŜ ƘŜŀƭǘƘ ǇǊƻŎŜǎǎ ƛǎ ǊŜƭŀǘŜŘ ǘƻ ŜƳǇƭƻȅŜŜǎΩ ǇƘȅǎƛŎŀƭΣ 

cognitive, emotional, and social resources to meet job demands. The other process is the 

motivational process of employees. This is characterized by extrinsic and intrinsic motivational 

factors. The model proposed in this paper opens up both the organizational and individual 

health and motivational processes. 

Assumption 3: The JD-R model assumes the negative impacts of the lack of resources. I argue 

that this imbalance between job demands and resources could lead to both positive and 

negative work outcomes, and could thus influence EE both positively and negatively. In my 

proposed JD-R model, I clearly show the need for balance between job demands and resources 

by extending the existing model through the work-life balance concept that I will present next. 

2.3. Work-life balance 

The concept of work-life balance (WLB) is defined in different ways. In their review paper, 

Dizaho et al. (2017, 457) refer to WLB definitions by Dundas (2008), Greenhaus et al. (2003), 

and Hudson (2005)Φ 5ǳƴŘŀǎ ŦƻŎǳǎŜǎ ƻƴ ΨŜŦŦƛŎƛŜƴǘƭȅ ƳŀƴŀƎƛƴƎ ǘƘŜ ǇǊŜǎǎǳǊŜǎ ōŜǘǿŜŜƴ ǇŀƛŘ 

employment and all additional activitiesΩΦ Greenhaus et al. associate WLB of individuals with 

ΨŜǾŜƴ Ředication to work and other non-ǿƻǊƪΩ ŀŎǘƛǾƛǘƛŜǎΦ CƻǊ Hudson (2005, 3) WLB of 

ƛƴŘƛǾƛŘǳŀƭǎ ƛǎ ŀ ΨǎŀǘƛǎŦŀŎǘƻǊȅ ƭŜǾŜƭ ƻŦ ǇŀǊǘƛŎƛǇŀǘƛƻƴ ƻǊ άŦƛǘέ ōŜǘǿŜŜƴ ƴǳƳŜǊƻǳǎ ǊƻƭŜǎΩΦ 

Similarly, Helmle et al. (2014, 114) ŀǊƎǳŜ ǘƘŀǘ ΨǿƻǊƪ-life balance has been defined in multiple 

waysΩΦ They refer to definitions of WLB given by Clark (2000), Grzywacz and Carlson (2007), and 

Greenhaus and Allen (2010). /ƭŀǊƪΩǎ όнлллύ definition is related to the satisfaction of individuals 

so they can function with minimum conflicts at home and work. Grzywacz and Carlson (2007) 

define work-ƭƛŦŜ ōŀƭŀƴŎŜ ŀǎ ΨǘƘŜ ŀŎŎƻƳǇƭƛǎƘƳŜƴǘ ƻŦ ǊƻƭŜ-ǊŜƭŀǘŜŘ ŜȄǇŜŎǘŀǘƛƻƴǎ Χ ƛƴ ǘƘŜ ǿƻǊƪ ŀƴŘ 

ŦŀƳƛƭȅ ŘƻƳŀƛƴǎΩΦ ²ƻǊƪ-life balance defined by Greenhaus and Allen (2010) ƛǎ ΨǘƘŜ ŜȄǘŜƴǘ ǘƻ 
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ǿƘƛŎƘ ŀƴ ƛƴŘƛǾƛŘǳŀƭΩǎ ŜŦŦŜŎǘƛǾŜƴŜǎs and satisfaction in work and family roles are compatible 

ǿƛǘƘ ǘƘŜ ƛƴŘƛǾƛŘǳŀƭΩǎ ƭƛŦŜ ǊƻƭŜ ǇǊƛƻǊƛǘƛŜǎΩΦ 

Concurring with Greenhaus et al. (2003), Parkes and Langford (2008, 267) ŘŜŦƛƴŜ ²[. Ψŀǎ ŀƴ 

ƛƴŘƛǾƛŘǳŀƭΩǎ ŀōƛƭƛǘȅ ǘƻ ƳŜŜǘ ōƻǘƘ ǘƘŜƛǊ ǿƻǊƪ ŀƴŘ ŦŀƳƛƭȅ ŎƻƳƳƛtments, as well as other non-work 

responsibilities and activitiesΩΦ In their quantitative study of 16,000 employees, Parkes et al. 

(2008, 275ς276) focus on the connection of WLB and EE. However, their quantitative research 

resulted in a weak correlation (0Φнмύ ōŜǘǿŜŜƴ ²[. ŀƴŘ 99Φ ¢ƘŜȅ ŎƻƴŎƭǳŘŜ ǘƘŀǘ ΨǿƻǊƪ-life 

balance was more important for engaging full-time and contract employees than part-time and 

casual ŜƳǇƭƻȅŜŜǎΣ ŀƴŘ ŦƻǊ ǇŀǊŜƴǘǎ Χ ǘƘŀƴ ƴƻƴ-parents ... work-life balance was more strongly 

predictive of engagement for couples than singles Χ and work-life balance was less important 

ŦƻǊ ŜƴƎŀƎƛƴƎ ŜƳǇƭƻȅŜŜǎ ǳƴŘŜǊ ол ǘƘŀƴ ŦƻǊ ƻƭŘŜǊ ŀƎŜ ƎǊƻǳǇǎΩ (Parkes et al., 2008, 276). These 

are important and relevant points for this paper because WLB traditionally has been examined 

ƻƴƭȅ ŀǎ ŀ ŎƻƴŎŜǇǘ ǊŜƭŀǘŜŘ ǘƻ ƛƴŘƛǾƛŘǳŀƭ ŜƳǇƭƻȅŜŜǎΩ ǊŜǎƻǳǊŎŜǎ ŀƴŘ ƻǊƎŀƴƛȊŀǘƛƻƴǎΩ ŘŜƳŀƴŘǎΦ 

In their interesting research, Robak et al. (2016) examine how the size of organizations 

influences WLB. By referring to YƛǊŎƘƳŜȅŜǊΩǎ όнлллύ definition of WLB, ǘƘŜȅ ŀǎǎǳƳŜ ǘƘŀǘ Ψ²[. 

can be understood as an equal distribution of time, energy, and engagement in all the areas of 

ƭƛŦŜΩ (Robak et al., 2016, 88). Their goal is to identify the main factors that influence the WLB in 

small- and medium-sized enterprises (SMEs). The main WLB influencing factors are open 

internal relations of personnel, a professional environment, flexible forms and systems of work, 

ƛƴŦƻǊƳŀƭ ǎǳǇǇƻǊǘ ŦǊƻƳ ŎƻƭƭŜŀƎǳŜǎΣ ǎǳǇŜǊƛƻǊǎΩ ǊŜŀŘƛƴŜǎǎ ǘƻ ǇǊƻǾƛŘŜ ǎǳǇǇƻǊǘ ǘƻ ŜƳǇƭƻȅŜŜǎ ƛƴ 

difficult life situations, and ability to present personal and professional needs to the employer. 

Regarding this paper, in addition to identified relevant factors, the style of management and 

leadership as an influencing factor of WLB is important. 

In brief, the concept of WLB, like EE, has multiple definitions. These are, however, quite similar 

and they are related to life satisfaction, job satisfaction, family satisfaction, commitment, 

dedication, and engagement. Factors that influence WLB include job involvement, flexibility at 

work, spousal support, work-home/home-work conflict, and communication processes (Helmle 

et al., 2014). However, Rothmann and Baumann (2014, рнтύ ǊŜŎƻƳƳŜƴŘ ǘƘŀǘ ΨƳŀƴŀƎŜǊǎ ŀƴŘ 

employees should become aware of the concepts of engagement and work-life balance, and 

the relation of the conceptsΩΦ !ǎ ŦǳǘǳǊŜ ǊŜǎŜŀǊŎƘΣ ǘƘŜȅ ǎǳƎƎŜǎǘ Ψǘƻ ŜȄǇƭƻǊŜ ǘƘŜ ǿƻǊƪ-life balance 

and employee engagement between different gender roles, cultures, and hierarchies within a 
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ŎƻƳǇŀƴȅΦ Χ ŦǳǊǘƘŜǊ ǊŜǎŜŀǊŎƘ ƛǎ ǿŀǊǊŀƴǘŜŘ ŀǘ ōƻǘƘ ǘƘŜ ƛndividual and the organisational level to 

better understand the pathways to work-ƭƛŦŜ ōŀƭŀƴŎŜ ŀƴŘ ŜƳǇƭƻȅŜŜ ŜƴƎŀƎŜƳŜƴǘΩ όƛōƛŘύΦ aȅ 

objective is to answer their call for future research and propose an elaborated model of JD-R in 

the next section. 

 PROPOSED AND ELABORATED JD-R MODEL 

The main contribution of my conceptual paper is the elaborated job demands and resources 

model (figure 2) of employee engagement. I decided to present the model building in two 

phases first, the core (figure 1) and then the more detailed, elaborated model.  

In figure 1, I illustrate the core of the model, which consists of individual and organizational job 

resources and job demands (i.e., I-JD-R and O-JD-R) that lead to employee engagement (EE) 

through work-life balance (WLB). Placing WLB between the I-JD-R and O-JD-R is an important 

ǎǘŜǇ ƛƴ ǘƘŜ ƳƻŘŜƭΩǎ ŜȄǘŜƴǎƛƻƴ ōŜŎŀǳǎŜ ƛǘ ƳŀƪŜǎ ŜȄǇƭƛŎƛǘ ǘƘŜ ƴŜŜŘ ŦƻǊ ōŀƭŀƴŎƛƴƎ Ƨƻō ǊŜǎƻǳǊŎŜǎ 

and demands. When employees are engaged at work (EE), it leads to performance (P) and to 

the achievement ƻŦ ōƻǘƘ ŜƳǇƭƻȅŜŜǎΩ ŀƴŘ ƻǊƎŀƴƛȊŀǘƛƻƴǎΩ Ǿƛǎƛƻns and goals (VG). 
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Figure 1: Extended Job Demands and Job Resources (JD-R) Model 
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Source: created by the author  

The second step in my model building is the further elaboration of figure 1 that I present in 

figure 2. It is important to understand what helps both individuals and organizations to achieve 

their vision and goals (VG). Therefore, the foundation of this process is job demands and 

resources. First, I describe the I-JD-R and then, the O-JD-R is shown in figure 2. 
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Figure 2: Elaborated JD-R Model of Employee Engagement 
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3.1. Individual job demands and resources 

Obviously, one needs to understand that individuals do not exist without their social networks, 

family, and friends and that they are all part of the society and culture. With this, I want to 

ǳƴŘŜǊƭƛƴŜ ǘƘŜ ƛƳǇƻǊǘŀƴŎŜ ƻŦ ǘƘŜ ǎƻŎƛŀƭ ŎƻƴǘŜȄǘ ŦƻǊ ŀƴ ƛƴŘƛǾƛŘǳŀƭ ŜƳǇƭƻȅŜŜΩǎ Ƨƻō ŘŜƳŀƴŘǎ ŀƴŘ 

resources. Individual job demands and resources have a social, cognitive, emotional, behavioral 

and psychological character. 

Purpose, motivation, personality, resilience, optimism, self-efficacy, and self-esteem of the 

individual employee lead to person-job and person-organization alignment. Selecting the right 

organization and job is a demand and resource for the individual, and it has an impact on WLB. 

When this alignment is achieved, the employee becomes proactive, takes extra-role activities, 

shares his or her knowledge, and is willing to help other colleagues. It means that with these 

extra physical and cognitive efforts, and with the support of family and leaders, the employee 


























































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































