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LEADERSHIP POTENTIAL IMPACT ON PERFORMANCE
OF SMALL AND MEDIUM-SIZES BUSINESS

Abstract. Small and medium-sized business (SMB) as a special type of economic activity
and one of the levers of the national economy functioning is being recognized by leading economies
as a key form of business. However, in most cases, the development of SMB depends on the
features of government support and tax preferences. At the same time, human resources are
considered to be the most valuable assets in meeting the economic challenges. Therefore, the
current study dwells on the ways for SMB to overcome the challenges utilizing human resources
leadership potential development since human resources determine either integral or inconsistent
nature of any business activity. The current paper presents the research results on the leadership
potential development and its impact on the performance of SMB.

On top of that the authors have determined some indicators to measure leadership potential
of the country’s economy and establish the correlation between the SMB development index, the
ease of doing business index, and the human development index.

The methodological foundation of the research is a system of general scientific and special
methods applied to investigate the impact of leadership potential phenomenon on the performance
of small and medium-sized enterprises. The following methods have particularly been applied: the
general method of comparing followed by generalization — to specify and formalize the essence of
the concept; correlation and regression analysis — to build multifactorial regression models, to
calculate the predictable characteristics of leadership potential integral indicators for each
subsystem, to determine the degree of leadership potential influence on the performance of SMB;
the graphical-analytical method — to provide visual clarity of the material and schematic
representation of some theoretical and practical provisions of the current study. In order to perform
the complex analysis of the research results, the computer-aided data processing methods have
been applied, performed via Microsoft Excel, STATISTICA software. The statistical materials of
the State Statistics Service of Ukraine, official publications of international organizations, expert
evaluations of rating agencies, monographs, fundamental scientific developments of Ukrainian and
foreign authors, materials of scientific conferences, national and foreign publications, electronic
resources on the Internet have been the information database of the current study [7—10].

Keywords: leadership potential, human development index, small and medium business
development.
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BIIJIMB JIIAEPCBKOI'O HIOTEHUIAJIY HA PE3YJIbTATUBHICTD
MAJIOI'O | CEPEJHBOI'O BIBHECY
AHoTauisi. Cb0T0/IHI TPOBIHI EKOHOMIKH KITIOYOBOIO (hOPMOIO TOCTIOAAPIOBAHHS BU3HAIN
Manuid Oi3HeC K OCOONMBHI BHJ TOCIOAAPCHKOI TISUIBHOCTI Ta OJWH i3 BaxkesiB (OpMyBaHHS 1
(GYHKIIIOHYBaHHSI HAIIOHAIBHOI EKOHOMIKH. Aje 31aebutpimoro po3Butok MCB craBusTh y
3aJISKHICTh BiJl OCOOJIMBOCTEH JepKaBHOi MIATPUMKH 1 MUIBFOBOrO ONOJATKyBaHHS. BomHouac
peanbHUM (aKTOpPOM peaiizalii BUKIHMKIB € JIIOJCHKUN pecypc sSIK OCHOBHHMH (DakTOp pO3BUTKY
ekoHOMIKH. Tomy posrismaerbess mpobiemMa TMOJOJNaHHS BUKIMKIB y po3BuTtky MCBh —
0COOJIMBOCTI PO3BUTKY JIOACBKUX PECYpCIB y HampsiMi GOpMYBaHHS JJEPCHKOTO MOTEHINATY, —
0 € HaiOIBIIOI LIHHICTIO B Oyab-sKii opradi3amii, ajse B TOH e yac BOHU € HalMeEHII
nependoadyBaHUMU Uil MeHeKMeHTy. Came mmronchkuii pecype (human resources) e gakropom,
SAKMA BH3HAUa€ LUTICHUH abo HEMOCHiJOBHUNA XapakTep Oyab-ikoi AisibHOCTI. BukmaneHo
pe3yabTaT JOCTIKEHHS OCOONMBOCTEH PO3BUTKY JiEPCHKOTO MOTEHIIANy Ta HOro BIUIMB Ha
pe3yAbTaTUBHICTh MAaJOro i cepeaHboro Oi3Hecy. BHU3HAaueHO IHIMKATOPU BUMIPY JiIEPCHKOTO
MOTEHI[ia]ly €KOHOMIKM KpaiHW 1 KOpeNsALifHUI B3a€MO3B’SI30K MDK 1HIEKCOM pe3ylbTaTUBHOCTI
MCB, iHz1eKcoM JIETKOCTI Oi3Hecy Ta IHAEKCOM PO3BUTKY JIIOJICBKOTO MOTEHIIIAIY.
MeTO10JIOTIYHO0 OCHOBOIO JOCTI/DKEHHS € CHUCTeMa 3aralbHOHAYKOBHMX 1 CHEIiaTbHUX
METO[IB, IO JO3BOJHJIO MOCTITUTH BIUTUB (EHOMEHY JIIJIEPCHKOTO TMOTEHIIaly Ha €KOHOMIKY
Manoro i cepennporo OizHecy. IlpoBeneHe mocnmipkeHHS 0a3yBalocsi HA BUKOPUCTAHHI: METOMY
MOPIBHSAHHS, Y3araJbHEHHS — Ul YTOYHEHHS Ta (opmaiizallii CyTHOCTI HOHATTS, KOPENALiiiHO-
perpeciiiHoro ananizy — a1 moOynoBH 0aratoakTOPHUX PErpeciiHuX Mojenel, po3paxyHKy
MPOTHO3HUX 3HAYEHb IHTETPAJbHUX MOKA3HMKIB JIIEPCHKOrO MOTEHLIANy B KOXKHIM Mincucremi,
ONTUMI3allil MiJCUCTEM, BU3HAUCHHS CTYIEHS BIUIUBY JiI€PCHKOTO MOTEHIIIay HA PIBEHb PO3BUTKY
MaJIoro i cepeiHporo Oi3Hecy; rpadoaHaTiTHYHOTO METOAY — Ui HaJlaHHS HAOYHOCTI MaTepiary
Ta CXEMaTHYHOCTI 300paKeHHSI HU3KH TEOPETUYHUX 1 MPAKTUUHUX IOJ0KEHb NOCTiLKeHHs. [ls
MPOBEACHHS KOMIUIEKCHOTO aHajli3y 3aCTOCOBYBAJHMCS METOIM KOMIT IOTEPHOTO OOpOOIeHHS,
aHai3y 1 BimoOpaxkeHHs iHpopmauii 3a momomororo nporpam Microsoft Excel, STATISTICA.
IndopmaniitHoro 6a3010 € craTUcTU4HI MaTepianu Jlep:kaBHOI CIy)kKOM CTaTUCTUKH YKpaiHw,
odimiitni myOumikanii MDKHApOJHUX OpraHi3aiii, eKCHepTHI OLIHKA PEUTHHTOBUX areHTCTB,
MOHOTpadiyHa JiTepaTypa, (yHIaMEHTalIbHI HAyKOBI PO3pOOKM BITUM3HAHUX 1 3apyODKHUX
aBTOpiB, MaTepiai HayKOBUX KOH(EpeHIil, BITUM3HAHI W 3apyOLKHI IyOJiKallii, eJeKTpOHHI
pecypcu Mepexi «[arepuer» oo [7—10].
Knrouoei cnosa: ninepchkuii NOTEHIAN, 1HACKC JIOACHKOTO PO3BUTKY, PO3BUTOK MaJoOro i
cepeiHbOTo Oi3HECY.
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BJIUAHUE JIMAEPCKOI'O IOTEHIIUAJIA HA YPOBEHbDb PA3ZBUTUSA
MAJIOI'O U CPEJHEI'O BUBHECA

AnHoTanus. CeroHsi BeayIIMe MUPOBBIE SKOHOMUKH KITIOUEBOH (POpMOIl X034HCTBOBAHUS
NPU3HATIM MBI M CpeHUN OM3HEC KaK O0COObIM BUA XO3SHCTBEHHOM AEATEIBHOCTH M OJUH U3
pbryaroB opMupoBaHus U (PYHKIIMOHUPOBAHHS HAIIMOHAJIBLHOW 3KOHOMUKU. Ho B GoibIIMHCTBE
ciyyaeB pa3zButue MCB cTaBAT B 3aBUCUMOCTb OT 0COOEHHOCTEH TOCYAapCTBEHHOM MOJIEPKKHA U
JBTOTHOTO HAJNOTOO0ONIOKEHUs. B TO e Bpems peanbHbIM (DaKTOPOM pEalTH3allii BHI30BOB
ABIISICTCS YEJIOBEUECKMH pecypc KakK OCHOBHOW (akTop pa3BUTHS 3KOHOMHUKH. [losTomy
paccMaTpuBaeTcs mpobiaeMa MpeoaosIeHusl BhI30BOB B pa3BUTHM MCB — 0coOeHHOCTH pa3BUTHA
YeJIOBEYECKHX PECYpPCOB B OTHOIICHUH (POPMHUPOBAHUS JIUJEPCKOTO MOTEHIMANA, IOCKOJIBKY €CTh
HanOOJIbIIEeH IEHHOCTHIO B JII000M OpraHU3aIii, HO B TO XK€ BPEeMs OHU HaMEHee MPeICKa3yeMbl
Ui MeHeKMeHTa. VIMeHHo uenoBedeckuit pecypc (human resources) siBisietcst (akTOpoM,
OTIPENIENAIONIUM IEJIOCTHBIM WM  HEMOCHIeAOBaTeIbHBIA  XapakTep JI000H X034KWCTBEHHOM
NEATENBHOCTH.

MeTtoaonoruyecko OCHOBOM  HCCIEOBaHUS SABISCTCS CHCTEMa OOIICHAy4YHBIX H
CTEUATBHBIX METOJIOB, YTO MO3BOJIMIIO MCCIIEIOBATh BIUsSHIE ()eHOMEHA JIMIEPCKOTO MOTEHIHAIa
Ha SKOHOMHUKY Majoro u cpenHero OusHeca. IIpoBeneHHoe uccienoBanue 0a3sMpoBaOCh Ha
WCTOJBb30BAHUU  CIIEAYIOIIMX METOJOB: METOJa CpaBHEHHUs, OOOOIIECHUs, KOPPEISIHOHHO-
PErpecCHOHHOTO aHaNIN3a, rpadoaHaTUTUYECKOTO METOA.

Kniouesvie cnosa: nuaepckuil NMOTEHLMAN, MHAEKC YEIOBEUECKOTO Pa3BUTHUS, PA3BUTHE
MAaJIOTo M CpeHero Ou3Heca.

@opmymn: 0; puc.: 2; Tabmn.: 4; 6ubn.: 9.

Introduction. Sustainable economic growth and development of the social sphere are
considered to be the main factors of stability of the achieved positive social and economic
tendencies in the country at the present stage of the market transformation of the Ukrainian
economy. Strengthening small and medium enterprises is commonly recognized as an indispensable
condition for economic development. The contemporary World economics considers SMB both as a
special type of economic activity and as a formational and functional lever of the national economy.
But in most cases, the development of SMB depends on the resulting factors of the state support
and preferential taxation. At the same time, human resources are unanimously contemplated as a
real factor in meeting the challenges of the national economy development. Being the most valuable
asset of any organization, they are the least predictable for management, which is common not only
for industrial and commercial companies but for any operating activity, irrespective of their nature.
Owing to human resources, a company’s management may judge about either integral or
inconsistent essence of the undertaken activities.

Successful SMB makes strides mainly because of the staunch employees acting in a relevant
cultural and historical context rather than due to abstract logic. Gurus of management and the
psychology of managing people convincingly declare that an enterprise is managed not by systems
and technologies, but rather by a person, who ensures the development and existence of a certain
organization for the sake of own values and goals, using own mental abilities, business qualities,
knowledge, and competences [1, p. 147]. The history of successful management provides many
examples of big corporations being created and developed thanks to the foresight and outstanding
leadership of a few leaders. Being a complex and diverse field of activity, leadership is a particular
challenge for a person seeking to find own origins and incentives. The need of a society for leaders
also determines the scientific interest in understanding the concepts of a «leader» and «leadership».
To discern the essence of such a complex concept as leadership, the term «leadership potential» has
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been introduced in the scientific literature. Moreover, in determining the essence of leadership
potential, scientists proceed from the Latin origin of the word «potential», which is interpreted in
the explanatory dictionary as an opportunity, i. e., something that exists in a hidden form and can
manifest itself under appropriate conditions. In other words, the potential is some kind of
opportunity, a power that includes sources and means to be used to achieve a specific goal. The
study of leadership not only conceptually explores the nature of leadership through awareness and
measurement of leadership potential but also researches the impact of leadership development on
social and economic processes in the economy, at large, and on the development of SMB, in
particular.

Analysis of the latest researches. The development of management in all spheres of the
economic environment has revealed the importance of leadership as a research object for a large
number of scholars in different fields of science and practice. Thus, general issues of leadership are
considered in the works of psychologists, philosophers, and educators: F. Bailey, B. Bass, K.
Blanchard, J. Blondel, N. Gazzard, R. Daft, R. Ireland, S. Kalashnikov, I. Kaleniuk, D. Katsa, V.
Kremena, A. Menegetti, O. Nestuli, F. Selznick, R. Stogdila, De Vree Ke, H. Owen, V. Hodgson
and others. Issues of political leadership became the center of attention of L. Edinger, Le Vin V., 1.
Gladunyak, L. Gonyukova and others. Organizational leadership is considered in the researches of
P. Senge, S. Filonovych, M. Pirena, O. Lukasheva.

The study of different perspectives and areas of leadership leads to the conclusion that in
most cases leadership is researched regarding the qualities given to a particular individual to
accomplish certain tasks. Hence, leadership is considered as the implementation of organizational
administration by top management. Leadership comprises (but is not limited to) the development of
a company’s vision, decision-making process, staff motivation system, empowerment, and directing
people to achieve a specific goal [2]. Ralph Stogdill, a professor at Ohio University, formulated
most of the leader’s characteristics and requirements for leadership. Particularity, he describes
leadership as a center of group interests and processes; as a manifestation of personal traits; as an
art of reaching agreement; as behavior and action; as a tool for goals setting and results achieving;
as a result of group interaction; as the ability to persuade; as an influence; as the relationship
between power and authority; as a result of role differentiation; as the initiation and construction of
a group structure, as a vision of perspective; as a pursuit of particular values [3]. Though Stogdill’s
in-depth research of leadership phenomenon contributed enormously to the social and pedagogical
science, to the theory of management and psychology, some issues still remain unresolved. The
integration of psychological science into management practice brings to the fore the problem of
how to create leaders in society and how to maximize their use in the management of business
structures. In this regard, the research of professor A. Meneghetti significantly contributed to the
theory of leadership. A. Meneghetti’s position is presented in three directions of observation and
description: in the parameters of scientific psychology, economic experience, and the fundamental
criterion offered by ontopsychology, which is applicable to all fields of scientific knowledge and
practice. According to A.Meneghetti, a leader is the head, the personality, the personality-vector,
the one who controls the actions and is able to synthesize the context of relations. On the other
hand, a leader builds the function, refines and rebuilds it as a craftsman when needed. He is able to
establish relationships, achieving benefits and getting results. A leader is a person who, by setting a
goal, finds the means, resources, and people who can achieve it. [4, p. 21]. In terms of the given
interpretation, we may assume that a leader is an entrepreneur who possesses a certain technology,
and is a craftsman of his or her business. The A. Menegetti’s theory strongly suggests that any
organization or an entrepreneurial structure may succeed provided leadership prevails both at the
managerial and personnel levels. The research findings prove that the success and effectiveness of
an enterprise depend directly on the share of leadership potential of its personnel.

The purpose of the research. The purpose of the study is to scrutinize closely the
leadership potential of an enterprise to see the effect it has had on the performance of SMB.

Results of the research. The importance of leadership potential development is undisputed
nowadays for both private entities and public institutions, which recognize that their work environment
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is constantly changing and that the success of organizations depends largely on the quality of their
leadership. Some researchers of leadership development consider this problem from the standpoint that
human resources development is one of the competencies of a leader [5], whereas other scholars regard
leadership as the driving force for human resources development [6], which brings out the
understanding that leadership is a new quality of human resources management.

While screening «human resources», the following basic indicators are taken into account:
human capital indicators — level and quality of education, adults’ health indicators (not
determined at birth) indicators of upward mobility; physical capital indicators — indicators of
children’s health, adults’ health indicators (determined at birth); indicators of social capital — the
level of civil society institutions development, indicators of trust, characteristics of dominant values
and standards of behavior in all spheres of life [7].

According to A. Meneghetti’s psychological concept, the leader can be determined on the
basis of his natural potential, appropriate development and acquired skills and competences, as well
as some psychological manifestations that ensure the effectiveness and success of a leader’s
existence, which will ultimately ensure the development of both an individual and an organization
at large. Therefore, leadership potential may be interpreted as a range of natural and acquired
qualities of a subject that provides the function of the subject’s realization and determines the
subject’s effectiveness.

The analysis of the markets and the activity of the enterprises prove that all successful
realizations are based on the directed activity of the leader, who may make the precise and correct
business decision under stress condition. Leadership potential of a society is a characteristic of the
quality of human resources within particular territorial community. In the XXI century physical and
natural capital is being steadily replaced by human capital within the national wealth. Hence, the
concept of human capital is becoming paramount in the theory of sustainable development. Existing
theories of sustainable development and conceptions of national wealth are based on the recognition
of a person as the ultimate driving force for social and economical advancement. The notion of
«human capital» means not only the realization of the decisive role of a person equipped with new
qualities in the economic system of society, but also the recognition of the need for investment in a
person aiming at developing his / her new skills and abilities [7]. A person’s development must
provide the freedom to fully realize the potential of every human life [8]. The study of the Human
Capital Index [9] suggests that in terms of investment and economic advancement, the development
of human capital requires investing in health, developing certain professional skills, enhancing the
level of intellectual knowledge and developing personal resilience. However, the study of human
capital as a factor of human resources development is insufficient. In order to expand the
understanding of social potential, some scholars have recently introduced the notion of «social
capital» when the conventional understanding of factors of production (labor, land, capital,
entrepreneurial resources) faded into the background and the terms «capital», «potential» started
being frequently used to denote economic recourses. Experts admit that it is difficult to neatly
differentiate human from social capital due to the lack of commonly accepted definitions of these
terms and «the partial intersection of their semantic fields». Human capital is believed to manifest
itself in the skills and knowledge acquired by a person; social capital effectively functions only
through interpersonal relationships [7].

The conducted research allows us to put forward a hypothesis that there is a close link between
the level of the country’s economic development and the level of leadership potential i.e. high quality
human capital provides the best economic and social results. Furthermore, the favorable external
environment created by the state for its citizens is also of great importance for the leadership potential
development. Taking into account the non-formalized nature of leadership potential, it is difficult to
understand which indicators will measure the level of leadership potential of a country.

The World Bank has launched a project to measure the level of human resources, with the
results presented in the Human Development Report through the Human Development Index (HDI),
which is an alternative to a purely economic assessment of progress. HDI is a cumulative indicator
for human development long-term progress assessment in three main areas: (i) a long and healthy
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life, (ii) access to knowledge, and (iii) a decent standard of living. A long and healthy life is
measured by average life expectancy. The level of knowledge is measured by the average number
of years spent on life-long learning of adults i.e, people over the age of 25. Access to learning and
knowledge is measured by the expected years of schooling for first-graders, that is, the total number
of years of study that a child can expect for if the prevailing models of age index for school
enrollment remain unchanged throughout the child’s life. The standard of living is measured by the
Gross National Income (GNI) per capita in Purchasing Power Parity international dollars (PPP$).
[10]. The study on the level of human development and the methodology of using the HDI for the
SMB development both in the EU and Ukraine has made it possible to establish the correlation of
the abovementioned hypotheses. The selected countries, presented (Table 1) as objects of study,
represent different levels of economic development. The following integration indicators have been
chosen: SMB development, human development index and ease of doing business index.

Table 1
Indicators of economy development
Main indicators of small and medium business -
development Integral indicator Index Index
Country The - of SMB of human of ease
number The number of SMB income development deyelopment _of doing
of SMB SMB’ employees | millions USD (ISMBD) capital (HDI) | business (EDB)

Ukraine 1483716 351000 222555 1,25 0,75 70,2
Italy 11195656 3664427 1987380 0,12 0,88 72,9
Bulgaria 1429441 321979 84798 1,31 0,68 72,0
Hungary 1811160 532287 158505 1,22 0,70 73,4
Germany | 17786911 2350434 2879576 0,06 0,93 79,7
Czech . 2249273 994419 252774 1,06 0,68 73,6
Republic
Poland 5906842 1591640 516403 0,72 0,75 76,4
Estonia 324326 67062 39387 1,45 0,75 80,6
Belarus 109971 1442100 37000 1,16 0,808 74,3
Moldova 55700 328000 8382 1,41 0,58 74,4
Armenia 59 575 253 939 117267 1,39 0,57 74,5
g:ﬁ:n 10273489 1912780 2044577 0,25 0,92 83,5
France 8986252 2889342 2003174 0,19 0,891 76,8

Sourse: [11; 12] systematized by the authors.

The first stage of the study requires cluster analysis to objectively group the countries by the
level of leadership potential impact on the performance of SMB. Cluster analysis was performed with
the IBM SPSS Statistics 22 application utilizing the iteration and classification method (Table 2).

Table 2
Results of cluster analysis by the level of leadership potential impact on the performance of SMB

Country Cluster number Distance level of leadership potgp;is/luiampact on productivity
Germany 1 0,0 High
Italy 2 2424005,253
Great Britain 2 1388108,43836 Medium
France 2 533655,65745
Poland 2 3499362,08696
Bulgaria 3 529881,79216
Hungary 3 879720,02912
Ukraine 3 581798,818
Czech Republic 3 1411235,66055 Low
Estonia 3 753389,53939
Belarus 3 1249913,60787
Moldova 3 901187,85868
Armenia 3 1060671,73394

Source: calculated by the authors.
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The results did not confirm the initial assumptions regarding the clustering of countries by
territorial principle into western countries, countries of Eastern Europe and post-socialist countries.
All countries have been divided into three clusters, with only Germany included in the cluster with
a high level of leadership potential impact due to its high level of education and a rigid conservative
system of professional management selection. Therefore, a large number of migrants do not affect
the general principles of the country’s economy and the principles of doing business. The second
cluster with a medium level of leadership potential impact on the performance of SMB includes the
UK, France, Poland, and Italy. Although the UK’s human capital and ease of doing business indices
are high enough, it is far behind Germany in terms of the number of SMB and the number of
employees. It is important that the UK used to be a metropolitan country for a long time. It caused a
great flow of migrants from past colonies, who became full-fledged citizens of the country, but with
a lower level of qualification. The same situation is applied to France.

The third group comprises countries with a low level of leadership potential impact on the
performance of SMB. All the countries of Eastern Europe belong to this group. These are specific,
well-defined countries with low HDI and of ease of doing business indices, where leadership
potential does not depend on education and qualifications.

The second phase of the study involved establishing direction and tightness of links between
the selected indicators to characterize the level of leadership potential impact on the performance of
SMB per clusters. Since the first cluster is presented by one country, the correlation and regression
analysis would be performed for the second and third clusters.

In order to evaluate the leadership potential impact on the performance of SMB the
following factors have been identified: the Integrated Indicator of SMB Development (IISMBD),
the Human Development Index (HDI), and the ease of doing business (EDB). The obtained results
of descriptive statistics and tightness, direction, the value of correlations for the countries of the first
and the second groups are represented (Table 3, 4).

Table 3
Descriptive statistics of leadership potential impact on the performance of SMB
Name of the factor Symbol | Medium value of factor Borders of factor oscillations
Lower | Upper
For countries of the first group
Integral indicator of SMB development IISMBD 1,1456 0,7196 1,5716
human development index HDI 0,7164 0,60503 0,82777
ease doing business index EDB 74,7444 71,38058 78,10822
For countries of the second group

Integral indicator of SMB development IISMBD 0,3200 0,04809 0,59191
human development index HDI 0,8603 0,78489 0,93571
ease doing business index EDB 77,4000 72,97206 81,82794

Source: calculated by the authors.

The fluctuations in average values of factors for countries in Group 1 are within acceptable
limits. At the next stage, tightness, direction, the value of leadership potential and correlation of
factors within the group are to be thoroughly examined (Table 4).

Table 4
Tightness, direction and the value of correlation of leadership potential impact
on the performance of SMB

Factor correlation c((:)zlf’friilizggnr Statistical value, p | Direction of connection b??gggaigggﬂ’?lsggfe
For countries of the first group
1ISMBD — HDI 0,558 0,01 Direct High
IISMBD — EDB 0,697 0,05 Direct High
HDI — EDB 0,570 0,01 Direct High
For countries of the second group
1ISMBD — HDI 0,670 0,01 Direct High
IISMBD — EDB 0,972 0,05 Direct Very high
HDI — EDB 0,821 0,01 Direct high

Source: calculated by the authors.
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The correlation of leadership potential impact on the performance of SMB in Western

Europe resulted in the following features were:

e there are 3 major, statistically significant links between the factors;

e all links are directly dependent;

e all links have a significant tightness according to the Cheddok’s scale.

The ease of doing business has the greatest impact on the performance of SMB for countries in
Group 1, although the link with the HDI is lower by 0,127 points, i.e. this factor also has a
significant link in terms of the impact on the performance of SMB (Fig. 1).

IISMBD

HDI

case Correlation is inverse

— Correlation is direct

Fig. 1. The chart of correlation pleiades of leadership potential impact
on the performance of SMB for countries in the Group 1

The fluctuations in average values of factors for countries in Group 2 are within acceptable
limits. At the next stage, tightness, direction, the value of leadership potential and correlation of
factors within the group are to be thoroughly examined.

The correlation of leadership potential impact on the performance of SMB for countries in
Group 2 resulted in the following features were:

e there are 3 major, statistically significant links between the factors;
e all links are directly dependent; all links have a significant tightness according to the
Cheddok’s scale.

The ease of doing business has the greatest impact on the performance of SMB for countries
in Group 2 with 0,972 points. There is a tight link between the ease of doing business index and
HDI with 0,821points (Fig. 2).

I1sMBD

HDI os2—4f  EDB

- Correlation is inverse

— Correlation is direct

Fig. 2. The chart of correlation pleiades of leadership potential impact on the performance
of SMB for countries in the Group 2
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Comparing the tight links between the factors of Western and Eastern Europe, one can see
that the links between all factors are higher in countries of Eastern Europe i.e. if leadership potential
fluctuates, the performance indicators of SMB will change dramatically, which will lead to
instability of the economic systems of these countries.

Conclusion. Thus, the presented findings of the study confirm that leadership potential as an
integrative basis of human and social capital of a society is an indispensable condition for SMB’
stable and long-term growth. Accordingly, society should focus on leadership potential
development with its further effective application in the business environment. Both quality
education at all levels and the ability to carry out consistent research work directly at enterprises
favor the increase of leadership potential through the development of human capital. Subject to the
steady price on cutting-edge technologies, the economic growth rate depends only on the volume of
human capital concentrated in the sphere of new knowledge acquisition.
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