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The business image of a leader in the current conditions should be based on personal
performance, communicative effectiveness, adaptability and crisis management skills.
The study aims to substantiate the modern understanding of the phenomenon of the
digital business image of a modern manager, in particular, in the system of anti-crisis
personnel management. The article identifies key features of the leadership
competencies of a modern manager that affect the formation of their digital business
management. The most influential concepts of anti-crisis personnel managementin the
conditions of digitalization are substantiated, including project management, digital
communications and digital recruiting, change management and a new organizational
culture based on trust. It is determined that the dynamics of social processes require
the formation of an innovative concept of leadership, which combines the
intensification of the efficiency of management processes, the construction of a
personal brand of the manager and the emphasis of managerial attention on
organizational trust. The study identifies the main strategies for forming a digital
business image of a modern manager that will contribute to effective anti-crisis
personnel management: positioning strategy, digital communications strategy,
reputation management and social responsibility strategy. Strengthening a positive
digital image of a company or organization leader should be considered from the
position of a competitive asset, which ensures an increase in the level of organizational
trust and contributes to more effective anti-crisis management. The article
substantiates that transparency of communication is critically important for
maintaining trust as the basis of organizational culture. At the same time, the digital
presence of a manager in the online space during crises, his communicative
effectiveness for presenting reliable information, are determined as determining
factors for successfully overcoming crises in personnel management.
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JinoBui iMi/pK JTiZiepa B HUHILIHIX yMOBaxX Ma€ 6a3yBaTHCs HA OCOOUCTIH pe3yIbTaTUBHOCT,
KOMYHIKaTUBHI! epeKTHMBHOCTI, aJalTUBHOCTI Ta HAaBUYKaX KPHU30BOI'O MeHEKMEHTY.
JocimxeHHs1 Mae Ha MeTi OGI'PYHTYBaHHS Cy4aCHOr0 pO3yMiHHSA cTpaTeriii opMyBaHHS
MbpoBOro AizoBOro iMipKy cy4acHOro KepiBHMKa, 30KpeMa, B CUCTeMi aHTHUKPHU30BOTO
yTpaBJiHHS TNepCcoOHaJOM. Y CTaTTi ijleHTH(IKOBaHO KJIIOYOBI OCOGJIMBOCTI JiJIepChKHX
KOMIIETEHTHOCTEH Cy4acHOT0 KePiBHMKA, L0 BIUTMBAIOTh Ha pOpMyBaHHS HOro LudpoBoro
JinoBoro MeHeDxMeHTy. OOGI'PYHTOBAaHO HAMGIMbLI BIVIMBOBI KOHLENTH aHTHKPHU30BOTO
YIpaBJIiHHS NEePCOHAJIOM B yMoBax LudpoBisaLii, cepes AKUX — MPOEKTHE YIpPaBJIiHHS,
uubpoBi KoMmyHikauil Ta UUPPOBUM pEKPYTHUHI, YNpaBiiHHA 3MiHAMM Ta HOBa
opraHiszaliiiHa KyJIbTypa, 1[0 6a3y€eTbcsl Ha JA0Bipi. BusHaueHo, 1110 AWHaMiKa CyCiIbHUX
npoleciB noTpebye popMyBaHHsS iHHOBaLiMHOI KOHIEMNLil JilepcTBa, KOTpa MOEAHYE
iHTeHcudiKanilo edeKTUBHOCTI YNpPaBJIiHCBKUX MPOLECiB, MOGYJOBY IE€PCOHAIBHOTO
OpeHy KepiBHMKAa Ta aKLEHT YMNpaBJiHCbKOI yBard Ha oOpraHisauiiiHy pgoBipy. B
JIOC/Ti/PKEHH] BUAIJIEHO OCHOBHI cTparerii ¢opMyBaHHSI LHMGPOBOro AiJIOBOro iMimxy
Cy4yacHOro KepiBHHKa, L0 CHPUATUMYTb e(eKTHUBHOMY AHTHMKPHU30BOMY YMPaBJIHHIO
MIEPCOHAJIOM: CTpATerisl MO3ULIIOHYBaHHS, CTpaTerist [HPOBUX KOMYHIKaLil, yIpaBJIiHHSA
pelnyTali€l0 Ta CTpaTerii CoLjiaJbHOI BiJNOBIJA/JBHOCTL. YKpINJIEeHHA [O3UTHBHOIO
uudpoBoro iMipKy Jigepa kommadii 4M opradisanii Mae posrssggaTUcs 3 TMO3ULIl
KOHKYPEHTHOTO aKTHBY, 1[0 3abe3nedye MiJ[BUILEHHS PiBHA opraHisanjiiHoi AoBipu Ta
cripusi€ Ginbin epeKTUBHOMY aHTHKPHU30BOMY NpaBJiHHIO. B cTaTTi 06rpyHTOBaHO, L0
MPO30piCTb KOMYHIKaLil € KPUTUYHO BAXK/IMBOIO /Il 30epeXKeHHs1 JOBIpHU SIK OCHOBY
opraHizauifiHoi KyabTypu. [lpu LboMy UMpOBa NPUCYTHICTb KepiBHMKA B OHJIAWH-
npocTtopi MiJ, 4yac Kpu3, HMOro KOMyHIKaTMBHA eQeKTHBHICTb JJIA NpejCcTaBJeHHs
JlocToBipHOI iHpopMallii BU3HAYeHi JeTePMiHyIOUMMH YUHHUKAMHU YCHILITHOTO MOI0/IaHHS
KPHU30BUX CUTYallill B yIIpaBJ/liHHI TepCOHAIOM.

K/IIOYOBI C/IOBA

0CcOOMCTa  pe3yJIbTAaTUBHICT, KOMYyHIKaTMBHAa  eQdeKTHUBHICTb, aHTUKpPH30Be
yTpaBJ/IiHHS TEepCOHAJIOM, YOpPaBJ/iHHS 3MiHaMM, MPOEKTHE YIpaBJiHHSA, LHdpoBa
KOMYHIiKallis, nepcoHaIbHUN OpeH/; KepiBHUKa, npodeciiHa penyTallis, aJlanTUBHE
JIiilepcTBO, opradisariiiiHa JoBipa, cTpaTeriyHi KOMyHikariii, caMOMeHe/PKMEHT, TalM-
MEHEKMEHT.
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1. Introduction

Creating and maintaining a positive business image of a manager is aimed at effectively modeling
the way subordinates perceive the manager: at the same time, the leader meets the expectations of
subordinates and the established type of corporate culture as organically as possible, and the image
itself performs a motivating function, because the desire to be like a leader can become a good incentive
for the development of subordinates. The rapid development of information and communication
technologies makes its own adjustments to the vision of a positive business image of the manager.
Today, the leader must actively use digital opportunities to improve the communication process and
improve organizational culture, and ensure the transparency of managerial activities.

In the process of forming the digital business image of the head of a modern organization, both
leadership styles and the specifics of crisis communications in the company should be taken into
account. The leadership style is expressed in the methods by which the leader encourages the team to
take a proactive and creative approach to the performance of the duties assigned to them, as he controls
the results of the activities of subordinates. The degree to which the manager delegates his powers, the
types of power used by him, and everything reflect the leadership style of this leader. Crisis
communications, which serve as the basis for personnel management in difficult periods, actively
involve the online environment and involve a combination of different communication channels, the
involvement of social networks and the analysis of big data. In fact, the combination of the most effective
leadership style and the crisis communication system allows you to maintain the personal brand of the
leader.

The leader’s digital activity includes publications on online platforms, expert presence on the
network, speeches at online conferences and webinars, as well as networking - building business
connections through specialized social networks. Taking into account such trends, today it can be stated
that the existing strategy of anti-crisis personnel management in most companies with a traditional
organizational culture does not meet the requirements of digitalization. Modern approaches and
strategies for the formation of a digital business image of a manager currently require extensive
scientific research.

2. Literature Review

Scientific research devoted to the formation of the image of managers has deep theoretical roots.
In particular, one of the traditional fundamental approaches is the theory of social construction of reality
[14; 23], which explains the perception of reality through social interaction and communication. The
authors are convinced that the network and its potential in the context of communication play a key role
in this process, allowing the construction of a certain image through textual, visual and interactive
elements. Other researchers K. Buhagiar and A. Anand [3] see the effectiveness of online communication
in the formation of desirable attributions regarding competence, honesty and commitment to the
interests of the organization.

The system of anti-crisis management of personnel provides for increasing the efficiency of
communication through online platforms, social networks, publics and chats [2; 19]. Transparency,
efficiency and sensitivity to the mood of the audience significantly increase the level of staff trust in the
manager. Some scholars [8] emphasize the need to ensure a high level of responsibility, empathy and
establish productive two-way communication to achieve more effective anti-crisis personnel
management.

The fundamental concepts of safety culture were laid down by scientists D. Mardiana, etc. [17], B.
Ushaka Adie etal. [22], whose work highlights the basic principles of achieving a complete safety culture,
reducing uncertainty or even anxiety, which consequently leads to greater continuity, since less time is
spent on various mutual adjustments within the group.

V. Andrikopoulos, A. Ifanti [1], Y. Chen, ]. Lee [4] investigated the contribution of modern digital
human resource management to the effectiveness of companies’ security strategies and found that the
key benefits of improving staff resilience and psychological stability are minimizing the risk of data loss,
saving time, and increasing the adaptability of companies’ human capital. At the same time, B. Head [9],
A. Kwiotkowska et al. [15] see the basis of the concept of crisis management in digital recruitment and
the use of the potential of cloud services.
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3. Problem Statement

The process of strengthening the business image of a modern manager with the help of digital
communications is characterized by a number of problems. In particular, characteristic phenomena are
the lack of unified standards of transparency of information and communication models, the complexity
of maintaining active feedback, and the lack of procedures for a quick response. This state of affairs
necessitates the search for effective strategies for the formation of the digital business image of a
modern manager, including in the system of anti-crisis personnel management.

4. Methods and Materials

The research in theoretical and methodological aspects is based on the concepts substantiated in
the fundamental scientific works of domestic and foreign specialists in the field of scientific foundations
of the formation of the image of the leader. The materials of the study were selected from sectoral
scientific works, publications, and materials of scientific and practical conferences for the period from
2020 to 2026.

Data analysis was carried out using qualitative methods. With the help of scientific abstraction
and system analysis, the essence of the phenomenon of the digital business image of the manager and
anti-crisis management of personnel was determined, and the main functionality, methods and tools of
this process were allocated. System analysis made it possible to establish the essence of definitions and
conceptual categories, at the same time, synthesis — to meaningfully combine the selected aspects in
the direction from identical and essential to diversity, integrating general and individual aspects into a
single concept. In order to formulate conclusions of analytical processing of empirical data, methods of
generalization and systematization were applied.

5. Results and Discussion

The discrepancy between traditional approaches to anti-crisis personnel management and the
requirements of rapid digital development is complicated by the innovative requirements of the
European integration concept of Ukraine’s development. The digital competence of a leader now needs
to be considered as the ability to effectively use digital technologies in practice for strategic management
and data-driven decision-making [5]. At the same time, the variations in the leader’s competencies in
digital management are not exhaustive.

In the context of crisis management, flexible approaches are of particular importance today. Agile
project management is an adaptive collaborative approach, which is based on the concept of iterative
development, involving replacing work on a single result with small managed projects - iterations
(sprints). In the context of digital leadership, agile management should also be applied to the HR (human
resources) system.

Based on the ideals of strategic thinking, creativity, trust and respect for people, leadership is
currently emerging as one of the most scarce managerial resources. The process of forming digital
leadership as a certain averaging of individual images of managers in the public consciousness is
determined by the opinion of authoritative and competent personalities, the opinion of opposition-
minded forces, the experience of interaction with managers, the consonance of influences with the
created image of a social worker and the characteristics (needs) of the image bearer, as well as the
means of disseminating influence and manipulating information [12; 13].

The image, like the personality of a person, is very multifaceted. In each specific situation and for
different groups of people, the business image should be appropriate and consist of potentially more
specific forms of its expression. People around are not indifferent to the appearance of the leader, his
manners, ability to communicate with people, ethical principles, behavioral techniques, tactics, and
other qualities. All these elements make up the structure of the manager’s image; without defining
which, it is impossible to create a holistic and harmonious image.

The basis for the formation of a digital business image of a modern manager is:

— basic motivations that serve as the basis of personal purposefulness;

— psychophysiological features (such as, in particular, the type and speed of response);

— knowledge gained in the process of professional training, practical activities, self-
improvement and self-study, etc.);
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— regulatory mechanisms (attitudes and values, psychological phenomena, self-concept of
personality);
— skills and practical skills [11; 18].

Using the potential of digital leadership in crisis management involves several interrelated
elements, in particular: developing an image to create a trusting reputation and active interaction;
search for vectors for the implementation of the transformation of managerial activity; development of
personal internal and external communication and information strategies by the manager-leader,
subject to the use of the potential of existing formal communicative formations; providing prerequisites
for individual development of personnel; generation of confidence in the ability to implement the
expected changes with the help of appropriate competencies; formation of a common concept of activity
and increasing the level of professionalism of key specialists who, in synergy, determine the success of
the implementation of changes [20]. Leadership in the public sector is closely related to the synergy of
the potential of skills and competencies that stimulate the support of the manager’s personal influence,
detailing directions and goals, contributing to the development of strategic thinking, and getting the
most out of the team [10].

Based on the analysis of international experience and the study of national specifics, taking into
account the challenges of the future, in the context of adaptation of domestic public administration to
European standards, in the context of Ukraine’s recovery, it is necessary to highlight the following digital
leadership competencies:

— a high level of professional skills, skills and perfect knowledge of the law, the presence of a
strategic vision and the ability to use digital tools for this;

— motivation, including self-motivation;

— knowledge of organization and crisis management;

— personal qualities — analytical and critical skills, listening skills, morality, honesty and ethics,
willingness to take reasonable risks, creativity, adaptability, resistance to stress, etc.;

— ability to work with a team and in a team;

— communication and cross-cultural competence.

The above competencies can be presented in the form of an algorithm with interrelated
components:

* analytical thinking - effective communication - human resource management - result-oriented.

One of the basic principles of the flexible approach, which gives it prospects for use in the process
of functioning of Ukrainian enterprises, is the possibility of starting work from the existing state and
position, without creating special prerequisites, which guarantees ease of implementation, flexibility
and adaptability. The key emphasis is on the continuity of implementation, which creates conditions for
phased and more flexible implementation of targeted corrections. For the sake of continuous self-
development, conscious managers who position themselves as leaders will need appropriate training,
mentoring and coaching, training programs, which will qualitatively transform the human resources of
public administration in Ukraine in the context of post-war recovery.

Among the main opportunities for digital updating of cybersecurity management in companies in
the context of the human factor, the integration of digital communication networks and chatbots,
including artificial intelligence tools and cloud solutions, and real-time data analytics, has a special
potential [16]. These tools allow you to automate routine procedures and establish additional protection
of confidential information [21].

Key promising vectors of digital optimization of human factor management are given in Table 1.

The potential of artificial neural networks is extremely important in the context of predicting the
probability of a breach, assessing potential losses, and determining the method of regeneration,
inventory of IT assets. Security management concepts as part of the personnel crisis management
system, which provide for the integration of artificial intelligence tools, increase the level of
effectiveness of threat detection, reduce response time and costs for the security organization [6]. It is
advisable to offer an approach that goes beyond the traditional models of the manager’s business image
and takes into account the human factor:

— ethical dilemmas (consideration of situations where safety may conflict with other values, the
formation of an ethical compass for personnel);
— psychological stability (prevention of stress, burnout, emotional manipulation);
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— collective responsibility (creating an organizational culture where each employee feels part
of a single team);

— adaptation to new threats (in particular, social engineering);

— integration of security into corporate culture as components of strategic development;

— continuous improvement.

Table 1. Areas of activity of the manager on digital optimization of anti-crisis personnel

management
Direction Feature
Development of digital guarantees the efficiency and multitasking of information transfer, with
communication, unified digital | additional support for cyber protection by creating unified electronic
solutions databases, backup, harnessing the potential of cloud storage
HR policy e digital recruiting (using online platforms to search for candidates,

virtual interviews and data analysis);

e improving staff competencies (online courses, virtual trainings and
continuous professional development programs);

o digital management systems (performance tracking, feedback, etc.);

e centralized collection of analytical data, integration of business
applications, remote work, which increases staff mobility, controllability and

security.
Digital Leadership aims to ensure effective interaction of all employees, feedback, corporate
values
Security strategy monitoring analysis and control over compliance with principles, performance indicators,
and privacy protection coordination mechanisms, etc.; multi-level authentication, personal data

protection systems
Source: Developed by the author.

Based on the above, it is advisable to highlight the key strategies for the formation of a digital
business image of the manager:

1) strategic personal branding - formation and promotion of unique value preferences of the

leader, which should strengthen the image of the organization;

2) digital communications strategy: demonstration of expertise through digital channels based

on the principles of transparency and openness;

3) digital reputation management - audit of the digital footprint using the optimal choice of

digital tools and platforms (LinkedIn, Telegram, etc.);

4) social responsibility strategy, including the integration of the HR brand and corporate culture

[7; 18].

Planning is of particular importance in the process of creating an image. Without a rationally
drawn up plan, it is almost impossible to achieve any ultimate goal, including the desired image. It is
recommended to set aside a certain time, such as a few hours on a certain day of the week, only to
organize the planning process. This approach significantly saves time and makes the work of creating
and maintaining a digital business image more efficient. Forming a manageable online image that
transmits leadership qualities, expertise, and values, it is necessary to base it on transparency and
openness of communication, the creation of valuable content and the development of professional social
connections.

The main concepts of new strategies for the formation of the digital business image of the manager
in the system of anti-crisis personnel management are constant analysis and continuous improvement,
strengthening the importance of organizational culture and ethics in team interaction, delegating the
right to make decisions to subordinates, focusing on optimizing processes, quality and transparency of
communication. Qualitative results can be achieved through regular assessment of the effectiveness of
the implementation of innovative approaches to crisis management and decision-making based on it.

6. Conclusions

Digital leadership and digital business image are effective modern approaches to achieving crisis
management goals. The formation of a digital profile allows the manager to carry out critical self-
assessment and determine the directions of self-improvement, to carry out effective forecasting, and to
create a system of moral, socio-psychological and creative incentives for the career growth of

6
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managerial personnel in the field of public administration. At the same time, the concept of flexible crisis
management is based on an iterative process - a guarantee of flexibility in planning and performing
individual tasks of the management process

The dynamics of social processes require the formation of an innovative concept of leadership,
which combines the intensification of the effectiveness of management processes, the construction of a
personal brand of the manager and the emphasis of managerial attention on organizational trust. The
main strategies for forming the digital business image of a modern manager, which will contribute to
effective anti-crisis personnel management, are the positioning strategy, the digital communications
strategy, the reputation management strategy and the social responsibility strategy.

Given the relevance of the topic, among further scientific research, it is worth highlighting the
development of the concept of leadership in the context of modern social transformations in Ukraine,
which should be based on European norms and be complementary to the requirements of the post-war
recovery.

References

1. Andrikopoulos, V. P, & Ifanti, A. A. (2020). New Public Management and Governance: Quo Vadis? Journal of
Public Administration and Governance, 10(3). https://doi.org/10.5296/jpag.v10i3.17494

2. Bryson, ]. M., Barberg, B., Crosby, B. C., & Patton, M. Q. (2021). Leading social transformations: Creating public
value and advancing the common good. Journal of Change Management, 21(2), 180-202.
https://doi.org/10.1080/14697017.2021.1917492

3. Buhagiar, K., & Anand, A. (2021). Synergistic triad of crisis management: Leadership, knowledge management
and organizational learning. International Journal of Organizational Analysis, 31(2), 412-429.
https://www.emerald.com/insight/content/doi/10.1108/ijoa-03-2021-2672 /full /html

4. Chen, Y. C, & Lee, ]J. (2021). Collaborative data networks for public service: Governance, management, and
performance. In Digital Government and Public Management (pp. 40-58). Routledge.
https://doi.org/10.4324/9781003258742-3

5. daSilva, E P, Jerénimo, H. M., & Vieira, P. R. (2019). Leadership competencies revisited: A causal configuration
analysis of success in the requirements phase of information systems projects. Journal of Business Research,
(101), 688-696. https://doi.org/10.1016/j.jbusres.2019.01.025

6. Demircioglu, M. A., & Chowdhury, F. (2021). Entrepreneurship in public organizations: The role of leadership
behavior. Small Business Economics, 57(3), 1107-1123. https://doi.org/10.1007/s11187-020-00328-w

7. Franken, E,, Plimmer, G., & Malinen, S. (2020). Paradoxical leadership in public sector organisations: Its role in
fostering employee resilience. Australian Journal of Public Administration, 79(1), 93-110.
https://doi.org/10.1111/1467-8500.12396

8. Girlek, M., & Cemberci, M. (2020). Understanding the relationships among knowledge-oriented leadership,
knowledge management capacity, innovation performance and organizational performance: A serial
mediation analysis. Kybernetes, 49(11), 2819-2846. https://doi.org/10.1108/K-09-2019-0632

9. Head, B. W. (2022). Wicked problems in public policy: Understanding and responding to complex challenges.
Springer Nature. https://doi.org/10.1007/978-3-030-94580-0

10. Honcharuk, N. (2007). Kerivnyi personal u sferi derzhavnoi sluzhby Ukrainy: formuvannia ta rozvytok:
monohrafiia [Executive personnel in the field of civil service of Ukraine: Formation and development:
Monograph]. DRIDU NADU. (in Ukrainian)

11. Ingrams, A., Piotrowski, S., & Berliner, D. (2020). Learning from our mistakes: Public management reform and
the hope of open government. Perspectives on Public Management and Governance, 3(4), 257-272.
https://doi.org/10.1093 /ppmgov/gvaa001

12. Khuwaja, U.,, Ahmed, K, Abid, G., Adeel, A.,, & Wanasika, [. (2020). Leadership and employee attitudes: The
mediating role of perception of organizational politics. Cogent Business & Management, 7(1), Article 1720066.
https://doi.org/10.1080/23311975.2020.1720066

13. Kolesnyk, L. L. (2019). Suchasni pidkhody do rozvytku liderstva na derzhavnii sluzhbi [Modern approaches to
leadership development in public service]. Ekonomika, upravlinnia ta administruvannia, 3(89), 174-177.
http://nbuv.gov.ua/UJRN/Vzhdtu econ 2019 3 27 (in Ukrainian)

14. Kolisnichenko, N. (2024). Styli liderstva v upravlinni personalom systemy publichnoi sluzhby: perspektyvni
napriamky zarubizhnykh doslidzhen [Leadership styles in personnel management of the public service
system:  Promising areas of foreign research]. Natsionalni interesy  Ukrainy, 2(2).
https://doi.org/10.52058/3041-1793-2024-2(2)-394-404 (in Ukrainian)



https://doi.org/10.5296/jpag.v10i3.17494
https://doi.org/10.1080/14697017.2021.1917492
https://www.emerald.com/insight/content/doi/10.1108/ijoa-03-2021-2672/full/html
https://doi.org/10.4324/9781003258742-3
https://doi.org/10.1016/j.jbusres.2019.01.025
https://doi.org/10.1007/s11187-020-00328-w
https://doi.org/10.1111/1467-8500.12396
https://doi.org/10.1108/K-09-2019-0632
https://doi.org/10.1007/978-3-030-94580-0
https://doi.org/10.1093/ppmgov/gvaa001
https://doi.org/10.1080/23311975.2020.1720066
http://nbuv.gov.ua/UJRN/Vzhdtu_econ_2019_3_27
https://doi.org/10.52058/3041-1793-2024-2(2)-394-404

Bernatska, 1., Konovalenko, A., & Voskobiinyk, S. Philosophy and Governance No. 3(19) (2026)

15.

16.

17.

18.

19.

20.

21.

22.

23.

Kwiotkowska, A., Wolniak, R., Gajdzik, B., & Gebczynska, M. (2022). Configurational paths of leadership
competency shortages and 4.0 leadership effectiveness: An fs/QCA study. Sustainability, 14(5), Article 2795.
https://doi.org/10.3390/su14052795

Lipentsev, A., & Romaniuk, O. (2021). Teoretychni ta kontseptualni pidkhody do doslidzhen aspektiv liderstva
v orhanakh publichnoi vlady [Theoretical and conceptual approaches to research on leadership aspects in
public authorities]. Efektyvnist derzhavnoho upravlinnia, (67), 9-29. https://doi.org/10.33990/2070-
4011.67.2021.240235 (in Ukrainian)

Mardiana, D. (2020). Penerapan kepemimpinan digital camat pada kinerja pelayanan publik dengan
pendelegasian wewenang bupati/wali kota sebagai variabel moderating [The application of digital leadership
of subdistrict head on public service performance with the delegation of regent/mayor authorities as the
moderating variable]. Airlangga Development Journal, 4(2), 154-164.
https://doi.org/10.20473/adj.v4i2.23107 (in Indonesian)

Neill, M. S., & Meng, J. (2023). Examining the characteristics and virtues associated with servant leadership in
public relations. Public Relations Inquiry, 12(2), 183-209. https://doi.org/10.1177/2046147X231165225

Pidlisna, T. V. (2021). Suchasni pidkhody do rozvytku liderstva v orhanakh publichnoi vlady [Modern
approaches to leadership development in public authorities]. Pravo ta derzhavne upravlinnia, (2), 158-164.

https://doi.org/10.32840/pdu.2021.2.24 (in Ukrainian)

Schwarz, G., Eva, N., & Newman, A. (2020). Can public leadership increase public service motivation and job
performance? Public Administration Review, 80(4), 543-554. https://doi.org/10.1111/puar.13182

Torfing, |, Ferlie, E., Juki¢, T., & Ongaro, E. (2021). A theoretical framework for studying the co-creation of
innovative solutions and public value. Policy & Politics, 49(2), 189-2009.
https://doi.org/10.1332/030557321X16108172803520

Ushaka Adie, B., Tate, M., & Valentine, E. (2024). Digital leadership in the public sector: A scoping review and
outlook. International Review of Public Administration, 29(1), 42-58.
https://doi.org/10.1080/12294659.2024.2323847

Voskobiiovych, S. Ya. Politaiev, V. V., & Orel, Yu. L. (2025). Rol HR-menedzhmentu u formuvanni
orhanizatsiinoi kultury [The role of HR management in shaping organizational culture]. Sotsialnyi rozvytok:
ekonomichni ta pravovi problemy, (5). https://www.eu-scientists.com/index.php/sdel/article/view/232 /221
(in Ukrainian)



https://doi.org/10.3390/su14052795
https://doi.org/10.33990/2070-4011.67.2021.240235
https://doi.org/10.33990/2070-4011.67.2021.240235
https://doi.org/10.20473/adj.v4i2.23107
https://doi.org/10.1177/2046147X231165225
https://doi.org/10.32840/pdu.2021.2.24
https://doi.org/10.1111/puar.13182
https://doi.org/10.1332/030557321X16108172803520
https://doi.org/10.1080/12294659.2024.2323847
https://www.eu-scientists.com/index.php/sdel/article/view/232/221

