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Apstrakt: Rad se bavi značajem liderstva. U radu se navodi koliko je uticaj lidera bitan u određenoj 

organizaciji. Poseban akcenat je stavljen na liderstvo u javnom i privatnom sektoru. Neophodnost 

liderskog upravljanja leži upravo u dinamičkom razvoju današnjeg društva. Svrha ovog rada je da 

istraži kakvo mjesto zauzimaju lideri u javnom sektoru, a kakvo u privatnom sektoru. Jedan od ciljeva 

je da se istakne uticaj liderstva u ovim sektorima koji je direktno povezan sa formulisanjem strategije 

kao načinom ostvarivanja ciljeva organizacije, gdje važnu ulogu ima produktivnost i zadovoljstvo 

zaposlenih. Kreirajući odgovarajuće ciljeve, kao i strategiju, lider utiče na čitav budući proces prilikom 

donošenja odluka, kao i njihovu realizaciju. U radu se koristi anketna metoda kako bi se došlo do 

konkretnih podataka o stavovima/mišljenjima ispitanika, o činjeničnom stanju, o budućim aktivnostima 

kojima bi se trebali baviti lideri, o načinu razmišljanja ispitanika i sl. Istraživanjem je obuhvaćeno 210 

ispitanika, od kojih su svi bili punoljetni građani i pretežno građani koje interesuju dešavanja u državi. 

Neki od njih su i uključeni u važna zbivanja i nalaze se na mjestima odlučivanja. Shodno sprovedenoj 

anketi i rezultatima iste, dolazi se do određenih zaključaka: šta je potrebno preduzeti i kako se ponašati 

u budućem periodu, što će rezultati većem zadovoljstvu građana, tj. boljem kvalitetu života. Na osnovu 

istraživanja se može zaključiti i kakvo mjesto zauzimaju lideri u javnom sektoru, a kakvo lideri u 

privatnom sektoru na crnogorskom tržištu. Predočeno je i koje bi promjene/zadatke uspješno trebalo 

izvesti/ispuniti kada shvate da je konstantno učenje ono što liderima XXI vijeka omogućava 

ambiciozne ciljeve, visoke standarde, kao i pravi osjećaj misije u životu. 

Ključne riječi: liderstvo, lider, javni sektor, privatni sektor, promjene/zadaci, misija. 

Leadership Influence on the Public and Private Sector 

Abstract: The paper is about leadership influence. It is stated how the influence of leaders is important 

in a certain organization. The emphasis is on leadership in the public and private sectors. The necessity 

of leadership management lays in dynamic development of today’s society. The purpose of this paper is 

to explore what kind of place leaders occupy in the public and private sector. One of the goals is to 

emphasize leadership influence in these sectors, which is in direct relation with strategy formulation as 

the way of achieving the goals of an organization, where the productivity and satisfaction of employees 

play the important role. While setting appropriate goals, as well as the strategy, a leader affects the 

future decision-making process, as well as their realization. Also, there is a survey method in order to 

gain concrete data on attitudes/opinions of respondents, a factual situation, future activities that leaders 

should deal with, etc. The survey included 210 respondents, all of whom were adult citizens and 

primarily the citizens who were interested in the events related to their country. Some of them attend 

important events and also they are in the decision-making positions. According to the conducted survey 

and its results, we can conclude the following: what is necessary to undertake and how to behave in a 

future period, how the results may affect the better quality of life of citizens and their satisfaction. 

According to the survey, we can also conclude what kind of place leaders take in the public and private 

sector on the Montenegrin market. It is also stated which tasks should be completed after realizing that 

constant learning is what enables ambitious goals, high standards and a real sense of mission in the life 

of leaders of the XXI century. 

Key words: leadership, leader, public sector, private sector, changes/tasks, mission. 
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1. Introduction 

“Good games depend on good rules more than on good players.” 

James Buchanan 

In this work the emphasis is on leadership in the public and private sector. Therefore, the emphasis is 

on a leader, i.e. on leadership that can be defined as behavior and an opportunity to affect the group of 

people with the aim to achieve determined goals of a certain organization/group. The subject of this 

research paper is analyzing the leadership, the behavior and actions of leaders, their influence on other 

members/employees in the public and private sector. Thus, the subject of the research is the leader and 

his activities which are essentially significant in the management strategy of human resources, which is 

considered to be the basic element for increasing efficiency and effectiveness in a certain organization. 

Also, it would be of great significance if leaders' activities were included and explained as much as 

possible, while confirming the negative effects of these activities. If all negative effects were removed, 

the work would be more efficient and results would be better. However, the relationships between a 

leader and members/employees, i.e. the communication between them is different in the public and 

private sector, which is the subject of this work as well – communication between the leaders and 

employees in the public and private sector. The leader and his influence on employees/members is one 

of the key points for the success of a certain organization. 

The motive of the work, as its important part, is to research how the relations between the leaders and 

the members/employees of a certain organization (in the public and private sector) are built, which 

affects the organization itself. Relationship in leadership are in the focus of business of all companies, 

no matter what they do, whether they are public or private companies. Everything begins and 

everything ends with employees/followers who are the main reason that the company exists. Building a 

relationship between a leader and employees/members represents the process which lasts and which 

should be maintained continuously, and what is more important, it should be upgraded/supplemented. 

The research aim of this paper comes from its subject which says: the best way to understand the 

leadership both in the public and private sector is using all knowledge of approachable significant 

literature. The goal of scientific paper has been achieved through certain steps. Primarily, the cause of 

the appearance of the leadership and the analysis of three prominent sociologists who talk about this 

matter are stated. The steps that are necessary for the future are listed in order to improve employee 

satisfaction. Digitization of the process both in the public and private companies contributes to the 

significantly better integration of employees in the groups/organizations, i.e. it contributes to the 

exchange of knowledge and the skills as well, thereby increasing employee satisfaction (Nikezić et al., 

2016). And finally, with the help of the research, we come to a conclusion about the level of trust in 

institutions, about needed leaders and subjects they should deal with. Apart from this, it can be 

determined what kind of the leadership position in the public and private sector is. It comes to a logical 

conclusion that a leader and a strategist usually identify with each other because of the nature of 

strategy and functions they perform. Therefore, there is an opinion that the leader is actually the 

strategist who manages the elements of strategy, such as: vision, mission, goals, values, organizational 

culture, activities and decisions. The leader integrates all of the mentioned elements of strategy into 

unique strategy. Thus, the leadership has the primary role both in the public and private sector, i.e. in 

all organizations. Without professional and high-quality leadership it is quite difficult and yet 

impossible to achieve good results. If the goals and motives of the leader’s actions in the public and 

private sector are expressed, his basic needs and interests can also be determined. 

The basic hypothesis which is going to be processed in the scientific work is:  

 Leaders with highly expressed competencies in the private sector have significantly lower 

impact on employees, on their satisfaction, motivation and productivity in contrast to 

leaders in the public sector. 

Leaders are the ones who can increase the satisfaction of employees with their skills, knowledge, 

characteristics, and with positive energy as well. In that way, leaders can direct them in order to 

achieve better organizational productivity. Based on the relevant literature, using the descriptive 

method, we obtain data that leaders in the private sector usually don’t have a clear vision about using 

their competencies in the best way in order to achieve higher levels of employee satisfaction, which 

certainly creates an additional value for their organization, i.e. better performance.  

https://kobson.nb.rs/nauka_u_srbiji.132.html?autor=Nikezic%20Srdjan
https://kobson.nb.rs/nauka_u_srbiji.132.html?autor=Nikezic%20Srdjan
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The derived hypothesis that is going to be processed in this paper is as follows: 

 The effectiveness of the leader’s actions in order to achieve determined goals within a 

certain organization depends on his recognition of the right priorities (problems) which 

his employees/members face.  

It is going to be answered to the given hypothesis using the qualitative method which deals with the 

analysis, market research as well as with survey data processing. Based on the data collected by the 

survey, leaders needed for Montenegro and priorities that should be in focus in the future period can be 

determined as well. Also, it can be determined what characterizes the relationship between leaders and 

their employees, i.e. the level of leaders’ efficiency and their ability to recognize real problems that his 

employees deal with. Accordingly, concrete steps can be made, i.e. the projects and plans referring to 

the satisfaction of employees/members can be followed.  

There are two survey methods used in this paper: descriptive and qualitative method. Beside the basic 

and derived hypothesis, descriptive method is also used for describing basic definitions of leaders, 

groups and types of leaders, the relationships between leaders and their employees/members in a 

certain organization, as well as the explanation of the leadership, i.e. the cause of the leadership itself. 

The third chapter of the work represents the survey analysis and the results. With the help of qualitative 

method, the market is analyzed, researched and the collected survey data are processed. Furthermore, 

descriptive method is also used for describing what leadership is like in the public and private sector, 

which includes four leadership styles, as well as the factors which have an impact on leadership, and 

therefore on leadership styles. This part describes the following: Which problems are characteristic for 

public companies? Which leadership style is the optimal solution for the public sector and which 

factors, apart from earnings, affect productivity? Both chapters have a clear aim, and that is to represent 

in the best way what the leadership and its influence is like in the public and private sector and what the 

similarities and differences of the mentioned sectors are.  

2. Leadership influence in the public and private sector: similarities and 

differences 
 

There are many factors that affect leadership, both endogenous and exogenous in nature (Bass&Bass, 

2008). Leadership is characterized with many factors, and leadership styles depend on a situation in 

which companies can find themselves (Arsić, 2012). Thus, there are some of the factors (Branković & 

Zezelj, 2016): 

 
 The size of a company, as well as the type of a company; 

 Power structure; 

 Characteristics and behaviour of leaders and employees;  

 Environment; 

 Task structure and nature of the task; 

 Organizational and national culture; 

 Organizational politics, etc. 

 

Drawing a parallel between leadership in the public and private sector, we can recognize significant 

differences in leadership styles under the influence of these factors, as well as the situational ones 

(Barbuto, 2006). It is important to mention that effective leadership is the primary factor of a 

company's succes, whether it is a public or private company and regardless of its work, size, type, etc 

(Avolio, 2008). Of course, we can't take into account a fact that there is no universal formula/solution 

for effective leadership. There is a lot of definitions about leadership styles and its classification in 

professional literature. The path-goal model is the approach which is often mentioned and it is based 

on the thesis that leader is responsible to provide assistance to his employees /members in order to 

achieve results and goals and to provide support and necessary information so that the goals of a group 

or a certain organization become compatible with the goals of the followers (Robbins & Coulter, 2005). 

According to this theory, there are four leadership styles:  

 

 Directive leadership; 

 Participative leadership; 

 Supportive leadership; 
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 Achievement- oriented leadership. 

 

As stated above, the effectiveness of the leadership styles is conditioned by the factors of a situational 

nature.  

 

Directive leadership is focused on concrete instructions so that the tasks can be completed, i.e. on 

defining roles and expectations. Thus, it is focused on announcing the employees/members about the 

expectations in concrete situations, determining the dynamics of work, standards, and last but not least, 

respect for rules and regulations (Williams, 2010). Directive leadership is an optimal solution for 

organizations, i.e. for their structure which is characterized with centralized decision – making, a great 

number of organizational levels and  respect for authority as well (Stojanović-Aleksić et al., 2010). 

Therefore, it is about the type of leadership which is focused on efficiency. It is thought that directive 

style shows the direction and that there should be balance between this style and the style which 

“derives” from the individual their maximum/potential and which is known as a milder style. Also, it is 

stated that less capable individuals require more directive style, which means that more capable 

individuals require less directive style.  

 

The second leadership style in line is participative style or democratic style which largely includes the 

followers in the decision-making process who are well-informed and show capability, trust, efficient 

cooperation and communication, and maturity. Before making certain decisions, the participative leader 

consults with his employees/members and together they consider all ideas. This style of leadership is 

used in the mentioned situations, but also in the situations when employees/members are not ready 

enough to take responsibility, so they need help and support in order to improve their motivation. 

Because of such behavior, the participative style of leadership includes a great number of positive sides 

because it affects employees/members, as well as creativity/innovation. It also increases employee 

commitment and satisfaction, which gives the best results. These results are easily recognized in 

situations where employees/members who possess specific knowledge and skills are not ready to take 

responsibility due to low self-confidence. Group work and their involvement in a decision-making 

process is an additional motivation for them to work on decision implementation. It is important to 

mention that this style also represents an effective solution. There are situations when leaders do not 

possess all required information, knowledge and skills. Thus, they need employee assistance. In such 

moments, it is necessary that employees are involved, as well as in the situations when they need more 

independence. The style is similar to consultative style of leadership, where leader depends largely on 

the group while making decisions, because everyone in the group has the same rights and questions and 

each opinion is valued. Leader respects and appreciates the opinion of everyone who is involved in the 

decision-making process and he directs communication. Brainstorming is often organized as well. Due 

to the efficient way of acting in practice, participative style is considered to be a dominant style which 

is used by modern managers. Therefore, it is often used both in medium and large companies. 

Employees in these organizations prefer this style more than other styles, because it gives them more 

possibilities and an internal locus of control which makes them more satisfied.  

 

The third style of leadership is supportive leadership which represents a wider range of significant 

elements. Some of these significant elements referring to this type of leaders are listed below: 

 

 Understanding; 

 Offering help and assistance; 

 Care for employees/followers;  

 Having respect for employees/followers; 

 Paying attention to followers. 

 

This leadership style is well suited to companies where employees have insufficient self-esteem, do 

stressful jobs, etc. Also, this style can be suited to those companies that are prone to changes. 

Therefore, this style is not recommended to large groups, as well as for the employees/members who 

prefer directive leadership style and formal authority, and for those who possess great self-control and 

value autonomy. This is leadership which appears as the result of the satisfaction of 

employees/members while performing structured tasks. Also, as a result there are bigger satisfaction, 

motivation, efficient communication, group cohesion. All of this leads to the growth of performance, 

both individual and the performance of the organization itself. It comes to the conclusion that the 

supportive style means that the leaders care for their employees/members and support them, which 

increases job satisfaction, particularly when the conditions are not favorable. 
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And finally, the fourth leadership style is focused on achievement or success in which leaders set 

challenging goals, emphasize expertise/abilities and believe/expect that the employees/members will 

take responsibility, make an effort to achieve the goals and maintain a high standard of that 

performance, i.e. employee/member behavior. This is the style in which the leader aims to accomplish 

tasks, improves the work, encourages the employees/members to take on difficult tasks, encourages 

them to achieve higher standards of performance, as well as to raise their expectations so that the 

desired outcome can be achieved. Also, this type of leader is the one who gives a reward for excellent 

achieved results. In that way he encourages the employees/followers to improve self-confidence. 

Therefore, when the tasks are not clear and structured, this style raises expectations of the 

employees/followers that they can achieve good results only by their own effort and commitment. 

What is important to mention is that this type of leader possesses intrinsic motivation (self-motivation), 

which is creditable for perseverance and overcoming all obstacles and problems on the way while 

realizing defined/set goals. Also, that intrinsic motivation has positive effects on the environment 

creating a good work atmosphere. 

 

Thus, there is a question now: Which of the listed four leadership styles is the optimal solution for 

public companies and which one for companies in the private sector?  

 

When comparing leadership in the public and leadership in the private sector, it can be concluded that 

the leaders of public companies are much more exposed to public control in court in relation to leaders 

in private sector. The leaders of public companies have an economic responsibility, but they should 

take a social responsibility as well. They have a difficult task and that is to pursue many interests which 

are often opposed, because there are a state on one side and employees on the other side. It is necessary 

to fulfill/respect (to create values) the expectations of the state (which is also the employer of leaders in 

public companies) and the expectations of employees and consumers/citizens as well. Therefore, they 

are under the direct influence of political parties, which are meritorious for their positions, i.e. the 

leaders of public companies are named and dismissed by them in accordance with the interests of these 

political parties. Such circumstances, in which they act and which mean balance between different 

requirements, put the leaders of public companies in a situation where they often behave as if they were 

politicians, while the companies resemble the state administration. Such companies are mostly 

characterized as companies where the power and authority are concentrated at the top, as well as 

employee behavior which is standardized and formalized. In such kind of circumstances the 

management of public companies cannot be leadership oriented. It actually represents civil servants on 

whom the state as an employer delegates the authority for the operational management of the business 

(Petković- Janicijević et al., 2009). Due to the noticeable problems that characterize public companies, 

the effective leadership is questioned. Therefore, some of the problems that characterize public 

companies are (Branković & Zezelj, 2010): 

 

 Performing negative selection; 

 The principle of monopolistic position; 

 Reward systems that are inadequate; 

 Goals that are not clearly defined, etc. 

 

Undoubtedly, the public companies are complex and large systems. For such systems, the preferred 

behavior style of leaders could be participative leadership style, i.e. people oriented leadership. Survey 

implementation that had the aim to see the differences in the leadership style between public and 

private companies showed that the listed four leadership styles are usually not present in small 

companies. According to the research, the first leadership style, directive leadership, is a dominant 

leadership style of companies in private sector. Employees in the private sector usually work according 

to the orders of their leaders and they are not involved in decision-making, which was discussed at the 

beginning of this chapter. There is a clear difference between companies in the public sector and 

companies in the private sector, when it comes to resolving conflicts, as well as in the decision-making 

approach. Leaders in public companies in the decision-making process are guided by advisory practice, 

and leaders in companies in the private sector are guided by analytical practice. It is important to 

mention that the leadership style is influenced by certain elements which are supported by members of 

a certain national culture, such as: 

 

 Beliefs; 

 Values; 

 Attitudes; 
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 Norms, etc.  

 

Therefore, national culture has an influence on many components and aspects of the leadership style 

and generally on management. When it comes to the influence of the national culture on management 

practice, the results of the research are often irrelevant, contradictory, quite confusing, and primarily 

when the influence of certain factors/elements of the culture are included in the research (Petković- 

Janicijević et al., 2002). Power distance and risk avoidance have the greatest influence on management 

practice. In cultures where a high power distance is present, i.e. where the unequal distribution of 

power and authority is acceptable, involving employees/followers and delegating authority in decision 

making is viewed by the employees as insufficient competence and powerlessness of the leader who is 

in charge for that type of job. Whereas, in the cultures where the power distance is low, autocratic, i.e. 

undemocratic style of leadership is viewed negatively by the citizens. Also, in states, with high 

uncertainty avoidance, employees are not ready to accept the risk and take responsibility. Thus, they 

perceive innovation in negative way. Consequently, employees value safety at work more and accept 

changes more difficult, i.e. they do not change their job easily (Milijić et al., 2019). When the influence 

of numerous elements on management practice is taken into account, the optimal solution for the public 

sector is integrated leadership. This leadership concept includes five roles (Hassler et al., 2021): 

 

 Task- oriented leadership; 

 Realtionship-oriented leadership; 

 Leadership focused on changes; 

 Diversity- oriented leadership; 

 Leadership focused on integrity. 

 

It is important to emphasize that the efficiency and effectivennes of public and private companies, 

which are the subject of this scientific work, are threatened by various factors. Some of these factors 

can be attributed to human resources management, because there were numerous abuses of positions 

and power, as well as negative selections during employment, using ineffective system of motivation 

and rewarding eligible ones. All these phenomena are emphasized as a dominant way of behavior in 

public companies. It often happens that key individuals in these public companies who are decision-

makers do not have enough knowledge, skills and abilities, i.e. they lack experience as well as 

leadership skills. There are other differences between public and private companies, which are material 

incentives that leaders in the private sector give to their employees, while leaders in the public 

company do not have that type of incentive but they have other factors that motivate their employees, 

such as job security. Due to these factors, public companies in developed countries are not sufficiently 

attractive to highly qualified cadres which show a growing interest in private companies.  

 

If we focus on Montenegro, public companies are still attractive to work for. There are more reasons 

for being interested in these state-owned enterprises, such as: 

 

 Primarily, job security; 

 An opportunity for development; 

 An opportunity for improvement; 

 Various benefits, such as social, etc.  

 

There is, even much more than expected, a great number of employees in public companies in our 

country. Regardless of the achieved results, they have high and regular incomes/ salaries (Stosic & 

Djukic, 2016). The public sector can be viewed and divided into two segments:  

 

 The general government sector; 

 The sector of public companies. 

 

There are studies which show the key factors of motivation, i.e. demotivation of employees in the 

public sector. The studies have similar results: low salaries (inadequate salary) are a key factor 

affecting the demotivation of employees in the public administration. Also, there are other factors that 

demotivate employees, such as (CEP, 2016):
1
 

 

                                                           
1 The official website Centar za evopske politke- CEP (2016). The official website https://cep.org.rs 

https://kobson.nb.rs/nauka_u_srbiji.132.html?autor=Nikolic%20Ivica%20P
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 inconsistency of responsibility and level of work; 

 workload; 

 work under pressure/stress, etc. 

 

Research related to public companies, where earnings are also crucial for increasing productivity at 

work, showed the same. Beside earnings, there are some other factors that affect productivity (Lekić-

Bubanja et al., 2014): 

 

 good relationships with the leader; 

 greater independence in work and decision-making; 

 better informing about issues related to the future of the company; 

 the possibility of professional improvement; 

 the motivation and reward system. 

 

When we talk about the management of the public company, which is an integrated electricity company 

of Montenegro (EPCG), it is necessary to understand the relationship between employee behavior and 

the compensation system in order to achieve more efficiency and effectiveness. In this public company, 

it is necessary to implement the right concept of rewarding leaders and employees, just like in other 

companies in the public sector. The key task of the leader is to create an effective system of motivation 

and compensation. Employees who have high work potential bring such system and because of such an 

adequate compensation system they maintain their performance at a high level. Basicaly, everything 

revolves around the amount of employee salary. The salary is what affects employees' satisfaction, 

their willingness to learn, improve and to acquire new knowledge and skills. Also, it affects their 

attitude towards clients, the very quality of work, readiness for changes, innovations, as well as  their 

attitude  towards trade unions and their interest in possible legal actions against the employer 

(Bogdanović et al., 2016). 

 

3. The survey results and analysis 
 

Surveys are conducted in order to obtain certain information/data, which are used as research on a 

given topic and the results obtained by the respondents will be presented in this research paper. This 

method is the most common and it is often used in practice/research, as well as in this work. The 

survey method is used in order to obtain concrete data about attitudes/opinions of the respondents, 

about the factual situation and the future activities that should be dealt by leaders, about the way of 

thinking of the respondents, etc.  

 

The survey included 210 respondents, all of whom were adult citizens and mostly citizens interested in 

the events of their country. Some of them are involved in important events and are in decision-making 

positions. The survey contains fifteen questions, five  of which are general, and ten questions are about 

leadership topics, specifically leadrship in Montenegro. The survey method showed that the citizens of 

Montenegro had the greatest trust in Serbian Ortdodox Church, yet the key problem that leaders should 

deal with in the future is unemployment.  It is important to note that 34% of respondents are members 

of a certain political party or a non-governmental organization. 

 

Figure number 1 shows trust levels in the institutions of the system. Respondents rated twelve 

instiutions from one to five. They showed the highest trust in the SPC (Serbian Ortodox Church). 

Therefore, the SPC is the institution which has the highest trust according to the answers of 210 

respondents. The second place was taken by the Health System. This was expected due to  the overall 

situation in the country, where the current topic is the signing of the Basic Agreement with the SPC, as 

well as the situation related to the COVID-19. And the Education System takes the third place. Trust in 

the judiciary and the prosecutor's office is the lowest due to the prolonged blockade of the Prosecutor's 

Council.  
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Figure 1: The degree of trust in the institutions of the system 

 
Source: (Author, 2022) 

 

Figure number 2 shows topics as priorities for leaders, i.e. topics that leaders should prioritize in their 

future activities. Respondents rated nine topics from one to five, where the review of all topics and 

their ratings from highest to lowest was given. An important fact is that the respondents emphasized 

unemployment as a priority topic. According to the monthly report of the Employment Agency of 

Montenegro in April 2022, the unemployment rate was 21.79%. It is a burning issue for Montenegro 

where leaders should primarily deal with it. The healthcare system is secondary due to the overall 

situation with pandemic in the country.   

 

The question of identity is penultimate, and European integration takes last place. The subject of the 

Europian Integration was given the lowest rating by the respondents, due to the fact that accession of 

Montenegro to the EU is not questioned. Considering the fact that about 80 % of Montenegrin citizens 

want to join the countries of Europe, it is clear that the EU is everyone's priority. Thus, the emphasis 

will be on the improvement and the solution of problematic chapters 23 and 24, so that Montenegro can 

become the member of Europian Union as soon as possible.  
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Figure 2: Topics that leaders should prioritize in their future work 

 
Source: (Author, 2022) 

 

Figure number 3 shows what kind of leaders Montenegro needs. There are three types of a leader that 

are considered to be necessary for Montenegro. The type of a leader who is truly committed to the 

interests of the citizens was given the highest grade.  

 

Thus, leaders who truly want to deal with the citizens and listen to them, who want to solve their 

problems and deal with their interests and needs take first place. 

 

Figure 3: What kind of leaders should Montenegro have? 

 
Source: (Author, 2022) 

 

Primarily, they want to focus on the living standard of citizens. Leaders who are trully committed to 

strengthening institutions take second place. It is a very important subject for our society in which the 

institutions will be unblocked, as it is the case with the prosecution. Therefore, the institutions of the 

system will be independent in their work and everyone will be equal before the law, i.e. there will be no 

privileged ones. And lastly, the type of leader who is focused on a compromise and a dialogue is the 

lowest-rated one.  
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Figure number 4 shows the necessary qualities of a leader. The respondents stated the qualities that are 

considered to be necessary for a leader, where an attitude as the style of behavior takes first place. The 

largest number of respondents (21%) think that an attitude is a quality that a leader must possess. 

Authoritativeness with 17% takes second place, which is followed by self- confidence in its third place 

with almost 15%.  Then, there is a deep voice with the lowest percentage, which is stated as necessary 

for leaders, while the term ''other'' (0.48%) refers to some other quality that is considered to be 

necessary for a leader. 

 

Figure 4: Necessary qualities of a leader 

 
Source: (Author, 2022) 

 

And finally, figure number 5 shows belonging to a non-governmental organization or a political party, 

where the respondents replied with Yes and No. According to the pie chart, it can be concluded that 

34% of the respondents involved in this survey belong to a certain political party or a non-

governmental organization. Therefore, the survey showed that every third respondent is a member of a 

certain political party/non – governmental organization.  

 

Figure 5: Are you a member of a non-governmental organization or a political party? 

 
Source: (Author, 2022) 

 

All of the above idicates that leadership in the public and private sector must strengthen and show a 

sense and openess towards the needs of the Montenegrin citizens. According to the conducted survey 

and its results, we come to certain conclusions -- what needs to be done and how to behave in the future 

period. Therefore, it will result in greater satisfaction of the citizens, i.e. better quality of life. Although 

this method has included a sample of 210 respondents, the survey certainly helps to view the situation 

in the country and then to take certain steps: What should be done and how should leaders approach 

those who put them in key positions in Montenegro. The survey was conducted in a dynamic period of 

the country. Therefore, changes regarding the issues are expected in the future.  
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4. Conclusion 
 

“A leader is best 

When people barely know he exists, 

Not so good when people obey and acclaim him, 

Worse when they despise him, 

But of a good leader, who talks little, 

When his work is done, his aim fulfilled, 

They will say: ‘We did it ourselves.'” 

Tao Tzu 

 

The necessity of leadership management lies precisely in the dynamic development of today's society. 

Leadership and changes are synonymous (Hassler et al., 2020). According to the quality of 

interpersonal relations between the leader and his members (collaborators), there are resonant and 

dissonant leaders. Primalrily, the job of a leader includes tasks that are not urgent, but important (Bono 

&Anderson, 2005). An effective leader possesses developed emphatic abilities, as well as emotional 

intelligence (Fernandez et al., 2010).  

 

An effective leader percieves differences between people as constants what makes him derives 

advantages from that. An excellent leader develops qualities that makes him above average and he 

strives to bring them to perfection (Dionne et al., 2005). His philosophy of effectiveness is: ''Strengthen 

the qualities you are good at.'' Leaders are the ones who can increase employee satisfaction using their 

skills, knowledge, characteristics and positive energy (Gelfand et al., 2007). In that way, leaders direct 

them in order to achieve greater organizational productivity. It can be concluded that leaders in the 

private sector usually have a clear vision of how to use their competencies in the best way in order to 

improve employee satisfaction, which creates additional values for their organization, i.e. better 

performance. Based on the above, the basic hypothesis in this research paper has been confirmed: 

Leaders with highly expressed competences in the private sector have much stronger influence on 

employees, on their satisfaction, motivation and productivity compared to the leaders in the public 

sector. Today, we see the prevailing opinion is that in every organization it would be more than helpful 

to combine these two roles/functions (leader&manager), because they are functionally and generally 

different. Drawing a line between these two roles/functions can determine the following – there are two 

important items for every leader, such as: 

 
 Effectiveness which is a representation of the vision and directs organizational energy in a 

certain direction; 

 Efficiency that refers to executive actions, as well as certain procedures.  

 Therefore, it refers to the ways in which defined, concrete work/tasks are performed.  

 There are some qualities that a leader must possess in order to be effective: 

 self-awareness: to have emotional self-awareness, to know to evaluate himself accurately, and 

of course, to have great self-confidence;  

 Self-management: to have self-control, to be transparent and adaptable, to strive for success, 

to be proactive and optimistic; 

 Social awareness: to have empathy, to be awared of political party or organization, to be open-

minded; 

 Relationship management: to be inspirational, to have influence and the ability to improve life 

of other people, to be a change catalyst, to manage conflicts, to have a team spirit and to 

encourage teamwork as well as cooperation (Levy et al., 2019).  

 

On the basis of the summarized statement, we can determine that the hypothesis in this research paper 

has been confirmed: The level of effectiveness of the leader's actions in order to achieve defined goals 

within certain organization that he manages depends on his ability to recognize real priorities 

(problems) that his employees/followers face.  

 

In this way, the given aim is achieved. However, there is still a feeling that the door is slightly opened 

and that the path which is very long leads to deeper and more significant problems within modern 

societies, which arose from the need for more true leaders on the global-political scene. Being a leader 

today requires  continuous learning, improvement and constant reading of various siginificant 

literature, because only a well-informed, prepared, always ready and educated leader can hope that he 
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will succeed and achieve the goals that he put in front of himself years ago. Leaders of the 21st century 

are faced with jobs/tasks that they will successfully achieve if they realize that constant learning is what 

enables them to have high standards, ambitious aims and a real sense of mission in life.   
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