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INFORMATIONS ABSTRACT
Article history: In social reality no structures, groups or organizations exist in which
Submited: 18 July 2017 there are no leaders. Virtually every formation has its own leader,

which binds human resources, and whose behavior affects the
implementation of tasks. The fact of having strong leadership
supported by competencies and relevant characteristics of an
individual is crucial for the functioning of groups responsible for
security.

A competent leader should be able to express and evoke enthusiasm
for common visions and goals, to take a leadership role regardless of
occupational status, to direct subordinates’ work, but at the same
time, without exonerating them from the obligation to achieve
results, to strive to set a positive example in any given situation.
A leader should be able to convince subordinates with his or her
decision and reconcile the management style with the appropriate
approach.

Being aware of own positive and negative characteristics, he or she
disciplines himself/herself and takes a lead. Due to the ability to
communicate with subordinates and the environment, a leader makes
people who come into contact with him/her understand the intentions
of his/her messages and actions and feel confident that they
understand the information.
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1. Introduction

The changes occurring in the security environment require undertaking a series of
measures aimed at adapting existing organizations to the emerging challenges and
threats. One of the issues that play a significant role in the activity of many entities,
including those responsible for ensuring the security of the state and its citizens, is to
invest in well-prepared executives. This situation also occurs in uniformed services
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groups, which over the last dozen or so years have undergone major changes. They refer
not only to their character, morale, or approach to fulfilling tasks, but also to the devel-
opment of a completely different perception of the role of an individual in achieving
goals of an organization. In addition to hard skills, identified with a given occupation and
position, the so-called soft competences come clearly into play. Their perceived growth
is constantly creating new world trends. Today, no one needs to be convinced that it is
necessary to possess and shape the qualities, which enable competent tasks perfor-
mance so as to exercise leadership or managerial functions properly. They stem not only
from the occupied position (formal approach), but also from possessing certain qualities
by individuals occupying positions in the organizational hierarchy.

Thus, in organizations that deal with security (and not only), there are two main catego-
ries that concern exercising managerial functions. The first one refers to the occupied
position and is lost along with disqualification from function. It is related to specific pow-
ers and possibilities of having subordinate human resources at disposal. It is essential
for the proper performance of the professional role and is due to the position that indi-
viduals occupy in the hierarchy of the organization®. But in modern, well managed or-
ganizations it is not sufficient. In addition to the formal (authority) approach, the non-
formal, personal aspect is also important. It is the opposite of formal (official) authority
and it is recognized for its individual characteristics and values?.

The development of science and technology has resulted in a variety of changes that
affect many spheres of social life. Security organizations have also gone through this
process, including current challenges faced and unprecedented levels of threats. As
noted by the classicist Thorstein Veblen, (...) institutions are changing and developing.
Institutions must evolve with the changing circumstances, since they naturally react to
the stimuli provided by a changing situation. Social institutions are in fact dominant
modes of thinking that take account of given social conditions as well as individual func-
tions of an individual and the community3. Changes occurring in the social space have
forced the state security system to reflect on the development in superiors of different
groups, structures and organizations the qualities adequate for leaders and their ability
to model subordinates’ morale.

2. The concept of leadership

One deals with leadership in every institution and organization of a political, social and
military nature. It is an important element of the efficient and effective management of
human teams at the organizational and state level.

When analyzing theories and research results on leadership, it ts often stated that there
are as many of them as the people who have attempted their formulation. However,

See: M. Liberacki, Pelnienie zawodowych rol oficerskich przez absolwentow uczelni cywilnych. Studium
socjologiczne, Adam Marszalek Publishing House, Torun 2015, pp. 11-12.

2 |bidem, p. 12.

T. Veblen, Teoria klasy prozniaczej, Warszawskie Wydawnictwo Literackie MUZA SA, Warsaw 2008,
pp. 160-161.
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none of them is universal enough to be a generic term, suitable for all situations. From
this point of view, leadership means the process of influencing group members by mo-
tivating them to implement measures in favor of the purposes of the group and coordi-
nating these activities*. Sociology and political science treat it as one of the aspects of
power®. Leading and leadership come from the old English word lithan, which means go.
According to Merriam Webster dictionary, leadership means guiding along the way
while being ahead®. In other words, leadership means going first and affect others
through words or deeds. According to Leszek Kanarski, leadership is a category that has
turned from the synonym of management and command into a distinguishing feature of
these actions, indicating their effectiveness and social efficiency. It is one of the most
important skills, predispositions or qualities perceived and desirable in modern manage-
ment and command’.

Some experts in this subject interpret the concept of leadership very broadly. This in-
cludes almost all supervisory and administrative activities. Gary A. Yukl, defining his
views on management, uses the term leadership - in the sense of formal management
applied in the organization®. Nonetheless, a great many researchers on this issue narrow
the leadership to group processes that rely on the leader’s influence on the people
around him/her, co-workers or subordinates. According to this view, leadership is the
kind of sovereignty (authority), which, based on the leader’s personal qualities, leads to
the voluntary recognition of his/her authority. There is also the common understanding
of leadership that once was understood as dominance in an informal group, managing
or commanding with a position held in a formal structure.

James A. F. Stoner defines executive leadership as the process of managing and influenc-
ing the activities of members of a group that are related to its tasks®. The above-men-
tioned definition of leadership allows for the following conclusions:

— itis closely related to other people - subordinates or followers;

— it should be identified with the unequal distribution of power between
a leader and group members. The group members are not entirely deprived
of it and can shape the group's activities in different manners. But usually
a leader holds most of the power;

— itis the ability to use various forms of power to exert influence on the conduct
of the followers in a variety of ways;

W. Wosinska, Psychologia zycia spolecznego, Gdanskie Wydawnictwo Psychologiczne, Gdansk 2004,
p. 283.

5> [online]. [available: 15.06.2017]. Available on the Internet: http://www.bankier.pl/wiado-
mosc/Przelozony-czy-przywodca-1659872.html.

[online]. [available: 15.06.2016]. Available on the Internet: https://www.merriam-webster.com/dic-
tionary/leader.

L. Kanarski, R. Peksa, A.Cz. Zak, Przywodztwo wojskowe, tradycje-teoria-praktyka, DSW MON, Warsaw
1998, p.46.

G. Yukl, Leaderships in organizations, Pearson Education, New Jersey 2010, p. 20 and next.
9 James A. F. Stoner, R. Edward Freeman, Daniel R. Gilbert, Jr. Kierowanie, PWE, Warsaw 2001, p. 453.
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— itis the combination of the above, being in strong relation to the values®®.

In his book ‘A manager in the 215t century’ (Kierownik w XXI wieku), the author defines
a leader as a member of a group that, among other things, through his/her own initia-
tive, greater knowledge or courage can impress others, who can integrate the group’s
activity®’. In turn, Janusz Sztumski states that this term means a person who has such
ability to influence people that they are inclined to follow him/her even without coercion,
responding with their behavior to his/her call and the arguments contained therein, or
due to the special love of this person, they sometimes pass into the state of adoration,
which is expressed in a specific worship for him/her?.

The reasons for which people fulfill themselves as leaders may be related to various
factors. These include knowledge, skills and qualifications. Personal authority (informal)
and formal authority (official) are involved with the exercise of this professional role (of
a leader)®3. Potentially, every member of the team can assume a leadership. Each struc-
ture has its own formal (elected) and informal leaders. It is an informal guide that
emerges with his/her skills when they are most needed. If a group is to perform a specific
task for which certain skills are required, there will always be someone who has devel-
oped them to the extent that is enough to achieve the intended objective. Then other
members of the group who do not have such abilities are subjected to the influence of
the leader who has these skills.

To encourage people and convince them of his/her vision, a leader must know his fol-
lowers and speak their language. People must have a strong feeling that leaders under-
stand their needs, while taking care of their wellbeing. Only by knowing their aspirations,
visions, values, a leader can get their full support. In addition, a leader should be able to
motivate subordinates through personal example, effective direct communication and
trust-based approach.

3. Leadership styles

Occupational psychologists have noted many ways of managing people, known as man-
agement styles. One of the best-known leadership styles was proposed by Kurt Lewin
who distinguished autocratic, democratic and laissez-faire styles'4.

An autocratic leader makes his/her own decisions without taking care of the employees'
opinions. He/She maintains strict control over the task execution and allocates them
arbitrarily. This leads initially to a high level of performance that exists only when the

0 |bidem.

11 K. Pajak, A. Zduniak, Kierownik w XXI wieku, Dom Wydawniczy ELIPSA, Warsaw - Poznan 2003, p. 17.

12, Sztumski, Psychospoleczne aspekty prowadzenia i podazania, [in:] ,,Zeszyt Naukowy Katedry Socjo-

logii i Psychologii”, No. 21, ed. by J. Sztumski, Gornoslaska Wyzsza Szkola Handlowa im. Wojciecha
Korfantego, Katowice 2003, p. 11.

13 M. Liberacki, Pelnienie zawodowych rol oficerskich.., pp. 11-12.

14 K. Lewin, R. Lippitt, R. K. White, Patterns of aggressive behaviour in experimentally created “social

climates”, [in:] M. Gold (Ed.), The complete social scientist: a Kurt Lewin reader, Washington, DC:
American Psychological Association 1999/1939, pp. 227-250.
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leader is present or otherwise exerts strict control. This is accompanied by suppressed
hostility towards the leader and tensions between the members of the group?®.

A democratic leader discusses both the general objectives and the content of particular
tasks, leaving the members an opportunity for taking the initiative, particularly as re-
gards the way the tasks are to be carried out. He/She assigns them according to the
mutually agreed preferences of individuals and their talents. This group develops a cre-
ative approach to tasks and continues to work in the absence of a leader. Interpersonal
hostility does not exist or is minimized?®.

A leader laissez - faire also called the laissez-faire model (the formulation comes from
the French and means let do, it is also called permissive) does not explain objectives to
the group and rarely intervenes in the course of tasks implementation, sometimes serv-
ing as a source of technical information. This is, in essence, a style without a leader,
despite his physical presence. It often leads to chaos and conflicts, without focusing on
the task being fulfilled’.

The authors of the book Management (Kierowanie) presented another classification of
styles. James R. F. Stoner, R. Edward Freeman and Daniel R. Gilbert, Jr. point out that
there are two main types of management styles, i.e. task-oriented style and people-ori-
ented style*®. In the first case, a leader draws more attention to the task performance
than the employees’ personal satisfaction. He/She exercises close supervision of the
subordinate team so that they achieve the goals set. In the second case, a leader does
not control his/her subordinates strictly, and his/her attention is focused on motivating
them to work. He/She has every confidence in the subordinates and often allows them
to co-decide when shaping a final decision®®.

The approach to leadership styles that are dependent on employee attitudes or perfor-
mance has developed a concept of the so-called management grid (Figure 1).

In the diagram the authors present a range of management behaviors based on the var-
ious possible combinations of task-oriented style and people-oriented style. The follow-
ing elements can be distinguished within it:

— management according to the style 1.1, which means lean management, with
little care for people and tasks. This style is sometimes called laissez-faire be-
cause a leader does not fulfill his/her role;

— club management 1.9, which is characterized by great concern for employees
and low interest in production;

— authoritarian management 9.1 (autocratic or task-based), characterized by
great concern for production and efficiency, but low for employees;

5 Ibidem.
16 |bidem.
17 Ibidem.
18 James A. F. Stoner, R. Edward Freeman, Daniel R. Gilbert Jr., p. 457.
¥ Ibidem.
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— balanced management 5.5, characterized by taking average care of both em-
ployees and production;

— team or democratic management 9.9, which stands out against the back-
ground of the above presented ones. Its primary characteristic is great con-
cern both for the production as well as employees’ morale and satisfaction.
The occurrence of this category is contrary to the frequent assumption that
leaders must have either one or the other orientation?°,

HIGH o 1.9. club 9.9. team
management management
8
o 7 \
Q.
9 6
Q 5.5. sustainable
s 5 management
3 |
LE Fi
3
a 1.1. depleted 9.1. authoritarian
LOW management management
1
1 2 3 4 il 6 Fi 8 9

Low focus on tasks HIGH

Fig. 1. The Robert Blake Managerial Grid

Source: J. A. F. Stoner, R. E. Freeman, D. R. Gilbert, Jr. Kierowanie,
Warsaw, 2001, p. 462

The authors of the managerial grid believe that team or democratic management is the
most effective management style. When choosing the leadership style the account
should be taken of certain characteristics of a situation such as the style preferred in an
organization, a particular working group, the essence of its tasks, the time pressure and
environmental factors, which may influence the attitudes of the organization's members
to the leader.

4. Selected concepts of leadership

The first attempt to understand the essence of leadership was to strive to select the
gualities of leaders and then their respective features. Attempts were made to establish

20 |bidem, pp. 461- 462.
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significant qualities that would distinguish a leader from a group member. During the
search for measurable leadership qualities, the following categories were compared:

— the characteristics of those who have become leaders with those who are not;
— the characteristics of effective leaders with those who are ineffective?’.

Studies on characteristics that distinguish leaders from those who failed to become lead-
ers have not led to the discovery of any common traits that enable clear distinction be-
tween them. Leaders as a whole were more likely to be slightly taller, more brilliant and
confident. However, it cannot be explicitly stated that each of the leaders had such dis-
tinctive features. Napoleon who was a man of average growth is an excellent example.
Current research shows that people who become leaders do not have any universal
characteristics that distinguish them from those who are not leaders.

Attempts to compare effective and ineffective leaders also have not resulted in the iden-
tification of qualities of effective leadership. Most studies in this field prove that effec-
tive leadership does not depend on a specific set of traits, but on the extent to which
the characteristics of a leader correspond to a given situation or community.

Another concept of leadership was presented by Fred Edward Fiedler, who assumed that
managers find it more difficult to change the management style, which worked well for
them. Most managers do not have enough flexibility and the attempts to adjust their
style to a difficult-to-predict situation are ineffective or useless. Since styles are not flex-
ible and no style is universal in all situations, the group’s high effectiveness can be
achieved by the adjustment of the manager to the situation, or vice versa. According to
Fred Edward Fiedler, the performance of leaders depends on two factors: the level of
control and influence, and the primary motivation of leaders (i.e. whether he/she wants
to accomplish tasks or rather establish good relationships with subordinates). In his
opinion, there are no ideal leaders, only leaders acting in different conditions?2.

The concept of transformation is another leadership-related point of view. The model
of leadership identified with it - often called charismatic - is based on the assumption
that it is a continuous exchange between a leader and other participants in the organi-
zation. It places a great emphasis not on the consent or submission of the followers, but
on their commitment to tasks. Under this concept, a transformational leader is a charis-
matic visionary who sets ambitious goals and is able to inspire others to realize them.
The charismatic leader’s subordinates get more support from him/her thereby they
work longer, recognize the importance of their work and become more confident. With
regard to an organization, the concept of transformational leadership assumes such the
influence of a leader on subordinates, so that they want to cross the barriers of their
own interests and act for its benefit, as well as in favor of other employees of a given

21 |bidem, p. 455.

22 F_E. Fiedler, The Contingency Model and the Dynamics of the Leadership Process, [in:] L. Berkowitz (Ed.),

Advances in Experimental Social Psychology, Vol. 11, Academic Press, New York, San Francisco, London
1978, pp. 59-112; For more see: S. Tokarski, Kierownik w organizacji, Difin, Warsaw 2006, p. 252; W.
Kiezun, Sprawne zarzadzanie organizacja, Szkola Glowna Handlowa, Warsaw 1997, pp. 167-169.
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structure. At the same time, it is such an influence on the attitude of subordinates that
they give up their interests and focus on self-improvement and self-development?3.

5. The essence and content of the term morale

The importance of the level of morale has been known for thousands of years, and it
primarily concerned the functioning of soldiers above all during combat operations. Chi-
nese martial artists, among others Sun Tzu and Sun Pin, were initiators of this issue. Even
contemporary great commanders attached great importance to it. Dwight D. Eisen-
hower wrote that morale is the most important element of victory in war?*. History pro-
vides plenty of examples of lost battles, skirmishes or wars, which was due to improper
morale of soldiers who could not exploit their advantage on the battlefield.

In view of the above, it seems necessary to provide the reader with the understanding
of the term morale. Its essence is the spiritual and emotional individual or group condi-
tion associated with a function or task, fulfilling the condition of an incentive factor in
pursuit of a common goal - as an expression of the state defense policy?®. In turn, in their
considerations on martial arts, Sun Tzu and Sun Pin emphasized the importance of the
morale of soldiers and referred to it as chi. It was the inalienable foundation of courage
and vitality, which was driven by will. Sun Tzu claimed that when soldiers are trained,
rested, well fed, dressed and equipped, when they are spiritually uplifted, then they
fight fiercely. Otherwise they will certainly be defeated. Sun Pin paid much attention to
strengthening chi, pointing out to the commanders the reasons for its intensification.
This chi must be strengthened, otherwise the soldiers become lazy, it is difficult to com-
mand them and they cannot concentrate on pursuing the set objective?®. Miroslaw Jan
Dyrda presented an interesting proposal in the context of defining morale. According to
him, it is expressed in the relations between the inner condition of each soldier and the
external goal - the task. The internal state should be understood as the attitude of the
soldier to himself, to other soldiers, to the sub-unit, unit, or to the society. The objectives
and tasks are derived from the functions of the army. Thus, the essence of morale lies
in identifying with one's own state, in the goals of war, the culture of the military envi-
ronment, the characteristics of the soldiers' personalities and material conditions, and
is expressed in the readiness to: defend the independence and sovereignty of the coun-
try, perform tasks and orders of commanders?’. Therefore, in the author's opinion, the
notion of morale should be understood in terms of the system of internalized ethical
values, ways of assessing the closer and further social environment, personality traits

B L. Kanarski, R. Peksa, A.Cz. Zak, Przywodztwo wojskowe, tradycje-teoria-praktyka, DSW MON, Warsaw
1998, p.63.

24 D. D. Eisenhower, Krucjata w Europie, Biblioteka Wiedzy Wojskowej, Warsaw 1959, pp. 289-290.

M. Kalinski (2000), Rola przywodcy wojskowego w ksztaltowaniu morale podwladnych, [in:] , Zeszyty
Naukowe Akademii Obrony Narodowej”, No 4 (41), p. 163.

Sun Tzu, Sun Pin, Sztuka wojny, Onepress, Gliwice 2004, p.41, 209.
27 M. ). Dyrda, Morale — ukryta sila armii (teoria — historia — praktyka), Egros, Warsaw 1998, pp. 39-42.
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and skills acquired in the upbringing, education and training process to ensure the im-
plementation of regulatory functions of behavior?®. Individual and group factors are de-
terminants of morale. The individual dimension is related to the soldier’s personal goals,
the perception of the role he/she has to play, self-reliance, self-esteem and aspirations,
hence individual needs. In the case of group factors, it is about identifying with the
group. Group relations are formed during direct interpersonal contacts. Positive ones
are the source of integrity, the basis of mutual support and the creation of the spirit of
colleagues?®.

By analyzing the above definitions referring to the term morale, it should be noted that
leaders and commanders at all levels of management should be aware of its tremendous
importance in the managed structure. Every good leader tries to instill subordination,
trust and respect. It builds the team spirit, i.e. the willingness to undertake tasks. A team
of high morale has a common goal to achieve and acts as an integrated whole. Subordi-
nates are characterized by courage, initiative and dynamism in action. They feel respon-
sible for common goals, they are disciplined, and the task execution is the most im-
portant for them.

6. Personality features of a leader

The issue of personality is important but often underestimated, especially in the context
of the proper selection of an individual to perform his or her occupational role and func-
tion or the position held. This is particularly crucial in organizations and structures that,
by virtue of their specifics, are engaged in ensuring the security of the state. These are
such important issues that the representatives are provided with relevant legal mecha-
nisms and instruments, including direct coercive measures, that allow for proper fulfill-
ment of professional roles.

The leader’s personality traits that effectively influence subordinates are defined in
a variety of ways. Therefore, there are some opinions indicating that it is a skill of deci-
sive action, courage, persistence and determination. Other views tend to evidence that
it is intelligence associated with innate predispositions of taking a lead and organiza-
tional skills.

In addition to the search for common mechanisms underlying personality, the basis of
its functioning takes an important place in the studies on personality. It often becomes
a kind of gauge, based on which it is attempted to determine the differences between
individuals and groups. There is a wide range of definitions of this term available in lit-
erature. In this elaboration, the authors present a number of definitions, which, accord-
ing to their completely subjective approach, precisely define the term personality. Ac-
cording to Joy Paul Guilford, it is a unique set of features of an individual. A feature is
the main element of the personality structure. Joy Paul Guilford describes personality as
a distinctive, relatively persistent manner of behavior that differentiates an individual

2 M. Koska, M. Liberacki, Morale podwladnych, [in:] ,,Kwartalnik Bellona”, No. 1/2007 (649), p. 155.
2% M. J. Dyrda, p. 62.
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from others®C. In turn, Raymond Bernard Cattell believes that personality is a complex
and varied structure of features with motivation that is heavily dependent on the subset
of the so-called dynamic features. A feature is the most important concept, something
that is derived from the observed behavior in order to clarify the regularity or coherence
of this behavior. In this scientist's view the distinction between surface and source char-
acteristics is essential. Surface ones representing a bundle of explicit, i.e. external, vari-
ables appear to coincide. According to Raymond Bernard Cattell, if a certain number of
behavioral phenomena occur together, it can be considered a variable. Source features
are represented by basic variables that affect multiple surface manifestations. Source
features are identified only by means of factor analysis and are more important than
surface characteristics. Surface features are the product of the interaction of source fea-
tures and in general they can be expected to be less constant than the factors. For Ray-
mond Bernard Cattell, source features are the most useful for explaining behavior3?,

In uniformed organizations, with a specific hierarchy, the basis of the authority of a com-
mander, manager or chief is the taken service position and the rank held that is shown
on the elements of the group member’s uniform. Nevertheless, each superior through
personal example and the way of conduct gains respect and loyalty of subordinates.
They trust the supervisor, who often becomes an unquestioned authority. A leader,
manager or other superiors builds their authority through competence, reliability, hon-
esty, diligence, ability to lead a team, the way of being or the accuracy of decisions taken.

The authors take a closer look at some of the key characteristics of a supervisor. The first
analyzed category is competence, which is one of the factors identified with a profes-
sion, including a soldier, a firefighter or an officer. Despite its universality, this term did
not come up with a definitive definition. This term is derived from the Latin word com-
petentia and means (...) the scope of powers (...) to deal with specific matters and make
decisions concerning them3?. According to the Universal Dictionary of Polish, the com-
petences are as follows:

— the scope of someone's knowledge, skills;

— the scope of powers, authorizations, the scope of activity of an institution, the
scope of matters subject to a specific authority33.

According to Maria Dudzikova, competence is defined as the ability to do something,
which is dependent on the knowledge of skills and abilities falling within its scope and

30 cf. S. Siek, Wybrane metody badania osobowosci, Warsaw 1993, p. 18.

31 R, B. Cattell, Personality: A systematic theoretical and factual study, McGraw-Hill Book Company, New

York 1950, p. 2-3; See.: C. S. Hall, G. Lindzey, Teorie osobowosci, Warsaw 1990, pp. 486-488; Z. Chle-
winski, Wprowadzenie do teorii osobowosci H. J. Eysencka, [in:] ,Roczniki Filozoficzne” T. 11 (4), 1963,
pp. 50-51.

32 M. Banko (ed.), Wielki slownik wyrazow obcych, PWN, Wydawnictwo Naukowe PWN, Warsaw 2005,
p. 655.

33 5. Orbisz (ed.), Uniwersalny slownik jezyka polskiego PWN, Wydawnictwo PWN, Warsaw 2006, p. 186.
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the conviction of the possibility to use that ability34. Competence is a kind of disposition
necessary for a person to perform, in this case, professional and service tasks. Never-
theless, it refers to the own qualities that, to a greater or lesser degree, the security
structures managers have.

Diligence is another discussed feature. It means performing his/her duties by a leader
as seriously as he/she requires that from subordinates. A good manager, a chief or
a commander shares his/her difficulties with subordinates, not requesting them more
than he/she would take on himself/herself. If a leader has any special privileges, they
result only from the fact that he/she has a greater responsibility3°.

General appearance and decisiveness belong to the next category that is important from
the point of view of professionalism and winning the authority by superiors. The supe-
rior’s way of being should, in a certain sense in the positive aspect, be respectful, and
his/her behavior, way of conduct and appearance are essential as well. A good leader
must create the impression of a strong and energetic personality, whose confidence in
action and decision-making is unquestionable. The tone of the voice without any signs
of hesitation, uncertainty and lack of control is important. Even in the most difficult sit-
uations, a leader must keep a cool head, not letting anybody know that he/she may have
different feelings, even a sense of fear. Lack of control over own behavior is a guarantee
of loss of authority and increased anxiety among subordinates, which may have an im-
pact on tasks performance. In addition it should be remembered that such difficulties
are most likely to occur in situations with high levels of danger and significant limita-
tions.

The ability to make decisions and bear their consequences is a very important issue,
particularly with regard to occupations and uniformed groups identified with national
security. Key decisions are made and communicated to subordinates in the form of an
order, which on the one hand indicates subordinate actions to be taken, and on the
other hand constitutes a circumstance related to the responsibility of the commander
for its release. Often, especially in emergency situations, a commander or a chief is
forced to make immediate decisions without often having a full spectrum of infor-
mation. In light of the above, it seems indispensable to be aware that not every decision
taken by a superior may be appropriate. This applies to the assumption that even the
most relevant task analysis, when non-excluding unknown or failing to take into account
key elements, may not be accurate. Nevertheless, the ability of explaining what subor-
dinates are about to accomplish is of great importance in the context of assigning tasks.
In order to ensure that actions fully comply with the supervisor's intentions, a clear mes-
sage should be made as to the objective pursued3®.

34 Zob. M. Dudzikowa, Kompetencje autokreacyjne — czy i jak sa mozliwe do nabycia w toku studiow pe-

dagogicznych?, [in:] Ewolucja tozsamosci pedagogiki, (ed.), H. Kwiatkowska Polskie Towarzystwo Pe-
dagogiczne, Warsaw 1994., p. 205.

35 M. Koska, M. Liberacki, p. 158.
36 See: M. Koska, M. Liberacki, p. 158.
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Justice and honesty are the next attributes of a good leader, who does not favors any-
one, fairly assigning tasks to subordinates. It is not permissible when the same persons
are constantly performing the most difficult and dangerous tasks. A good leader has the
right knowledge, which he can convey, and at the same time utilizes it to enforce tasks
execution. After well-performed tasks, a leader must remember to give gratitude to
his/her subordinates, expressing his/her appreciation and personal interest?’.

The next commander's feature is professionalism. He/She should be an expert and
his/her relation to the profession should not be limited to holding a position. A good
leader is always involved, knows his/her tasks as well as the subordinates’ ones, ad-
vantages and disadvantages of the service, clearly defines goals, does not hesitate in
communicating unpopular decisions and, importantly, knows himself/herself. Only the
knowledge of own limitations and weaknesses causes that his/her decisions make it pos-
sible to accomplish the task.

The personal qualities of a leader and the level of his/her education are essential factors
for serving in leadership roles and shaping the morale of subordinates. This multiplicity
of personal components, which a good leader should have, is not a closed and final list.

Conclusions

In fact, there are no structures, groups or organizations in which there are no leaders,
thus it is difficult to agree with the statement that a formation has no leader and consti-
tutes only an internally separated set of individuals. Nevertheless, it is the most desira-
ble situation when the leadership in a group is strong and visible, backed up by compe-
tences and relevant characteristics of an individual.

A competent leader should be able to express and evoke enthusiasm for common vi-
sions and goals, to take a leadership role regardless of occupational status, to direct
subordinates’ work, but at the same time, without exonerating them from the obligation
to achieve results, to strive to set a positive example in any given situation. A leader
should be able to convince subordinates with his or her decision and reconcile the man-
agement style with the appropriate approach. He/She must be able to take care of those
subordinates who need it, while simultaneously maintaining decisiveness, objectivity
and assertiveness.

Being aware of own weaknesses and strengths, opportunities and limitations, he/she
controls own behavior, holds himself/herself under discipline and leads others. Owing
to his/her ability to communicate with subordinates and the environment, people who
come into contact with a leader understand intentions of messages and actions and are
certain that they understand the information.
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