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ETHICAL LEADERSHIP AS THE FOUNDATION OF
ORGANIZATIONAL CULTURE IN SCANDINAVIAN COUNTRIES

The success of modern companies in global and regional markets is
determined not only by economic efficiency indicators but also by the specifics
of their organizational culture. Organizations that adhere to high moral standards
of management-both formally and informally-demonstrate greater trust from
employees, partners, and society as a whole.

In the enterprises and organizations of Scandinavian countries (Denmark,
Norway, Sweden, and Finland), a distinctive model of organizational culture has
developed, in which adherence to ethical management principles-such as
responsibility, transparency, equality, trust, and open communication-plays a key
role.

Modern scholars view the problem of ethical leadership in two main
dimensions: the acquisition and demonstration by a leader of moral and ethical
qualities in formal and informal management, and the leader’s ability to influence
the development of corresponding ethical behaviors among team members.

A defining feature of the Scandinavian management model is openness in
communication, a high level of delegated authority, and social responsibility.
These elements foster a sense of equality, mutual respect, and shared belonging
among team members, which together form the foundation for ethical leadership.

In Scandinavian organizational culture, ethical leadership is expressed
primarily through the principles of «shared responsibility» and «servant
leadership». This means that the leader not only defines the strategic direction of
the team but also serves as a role model, promoting the personal and professional
growth of others and creating an atmosphere of trust.

Relevant to this topic are the works of Geert Hofstede, a Dutch sociologist
and PhD in social psychology, who explored cultural dimensions and their impact
on decision-making; Mats Alvesson, Professor at the University of Queensland,
who studied how leaders’ values shape organizational culture; and Lars
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T. Svendsen, a Norwegian philosopher, who examined moral responsibility as an
integral part of the meaning of work.

Edgar H. Schein, a renowned psychologist and founder of organizational
psychology, defined organizational culture in the 1980s as «a pattern of shared
basic assumptions learned by a group as it solved its problems of external
adaptation and internal integration, which has worked well enough to be
considered valid, and therefore to be taught to new members as the correct way to
perceive, think, and feel in relation to those problemsy.

Schein’s model includes three interrelated levels-artifacts, espoused values,
and basic assumptions-with personal identity formation occurring primarily at the
value level. Declared values such as equality, trust, responsibility, and respect for
the individual form the foundation of ethical leadership in Scandinavian
organizational cultures. Schein emphasized that leaders create and maintain
organizational culture through personal example, reward systems, and consistent
communication of values.

Organizational culture in Scandinavian countries is based on transparency
in decision-making, open feedback, and «zero tolerance» for unethical practices.

An important theoretical contribution is also found in Robert K. Greenleaf’s
concept of «servant leadership», according to which a true leader is first and
foremost a servant of the team-supporting, developing, and inspiring others,
helping to overcome challenges, and fostering both professional and personal
growth. This idea aligns closely with the Scandinavian model of leadership, where
leaders coordinate rather than dominate, creating space for the self-realization of
team members.

Psychologically, this promotes trust and internal motivation, reducing the
need for external control. In companies such as IKEA, Novo Nordisk, and Volvo,
Greenleaf’s concept is reflected in «partnership management», where leaders act
not only as supervisors but also as mentors and facilitators-illustrating the
practical realization of ethical leadership principles.

James MacGregor Burns, the author of transformational leadership theory,
argued that transformational leaders not only achieve production goals but also
cultivate a shared value system focused on equality, cooperation, and ethical
behavior. The organizational culture of Scandinavian countries combines
innovation with equality and social responsibility, forming a unique ethical
approach to leadership that becomes a competitive advantage in the global market.

Corporate social responsibility (CSR) is also an essential element of ethical
leadership. Many Norwegian companies integrate ethical codes into their HR
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policies, emphasizing values such as equal opportunities, environmental
consciousness, and employee well-being.

Common traits of ethical leaders include high empathy and trust, a strong
sense of responsibility, and the ability for self-reflection. Organizational culture
in Scandinavian countries emphasizes «psychological safety», which allows
employees to express opinions freely, propose ideas, make mistakes, and learn
from them-thus promoting open communication and innovation.

Companies with a strong ethical culture demonstrate higher employee
stability and lower burnout rates.

Ethical leadership is a key factor in shaping the organizational culture of
Scandinavian countries-one that is grounded in trust, fairness, and responsibility.
Its psychological foundations include empathy, reflection, and self-awareness,
which create stable patterns of ethical behavior and ensure the maturity, stability,
and effectiveness of organizations.
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EKOHOMIKO-ITPABOBI ITPUYNHU, HACJTIAKN TA MEXAHI3MHA
BIZTHOBJIEHHS ITPAB JIFOJIMHU IICJIsI BIHHU

B yMmoOBax BO€EHHOro CTaHy JepKaBa CTUKAE€TbCS 3 HEOOXIIHICTIO
OalaHCyBaHHSI MIDXK 3a0€3[E€YeHHSIM HalllOHAJbHOI O€3MEeKH Ta JOTPUMaHHSIM
OCHOBOIIOJIOKHUX TPaB 1 CBOOOJT JIFOUHHU.

Cydacni peamii 30poitHOi arpecii mnpotu VYkpaiHM MOTpPeOyIOTh
MEPEOCMUCIICHHSI E€KOHOMIKO-TIPAaBOBUX MEXaHI3MIB 3aXUCTy TpPOMAJasH 3
YpaxyBaHHSIM K BHYTPILIHIX MOTPeO Jep:KaBH, TaK 1 MIKHAPOAHO-IPABOBUX
3000B’s13aHb.

Bianosinno no Koncturyuii Ykpainu (cT. 64), B yMOBaxX BOEHHOTO 4H
HAJ3BUYAMHOTO CTaHy MOXYTh OyTH THUMYacoBO OOMEXEHI OKpemi IpaBa i
cBOOO/IH, KPIM HEBI1J]'EMHUX — TIpaBa Ha JKUTTS, JIOICHKY T1HICTh, CBOOOMY BiJl
KaTyBaHb, PABO HA TPOMAJITHCTBO, CBOOOAY COBICTI TOIIIO.

IIpaBoBe peryntoBaHHSI BOEHHOTO CTaHY BHU3HAY€HO 3aKOHOM YKpaiHU
«IIpo nmpaBoBUii pekUM BOEHHOTO cTany» (2015 p.), iK1l BCTAHOBIIIOE MIJICTABH,
MOPSIJIOK 3aMPOBAIKEHHSA Ta MEXaH13MH (DyHKII1IOHYBaHHS I€PKABHUX 1HCTUTYTIB
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