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THE EVOLUTION OF LEADERSHIP:
NEW PERSPECTIVES AND THE ROLE
OF WOMEN IN MODERN MANAGEMENT

Abstract

Ensuring gender equality in leadership positions and empowering women is essential for sustainable development.
As part of the evolution of leadership, the role of women leaders in modern management is becoming increasingly
important, in connection with which new perspectives are opening up. Not only scientists but also politicians and
business people show interest in this scientific direction, and the very phenomenon of women leaders can radically
break the stercotypes that are a barrier to the modernization of society. The primary purpose of this study is to
explore women's leadership and designate the role of women based on the analysis of the results of secondary and
primary data collected using desk and field research methods, such as a literature review and a quantitative survey
(N=238). The results led to the conclusion that women leaders, unlike men, are more likely to create an atmosphere
of respect, trust, and support in the team and publicly recognize subordinates' contributions to corporate activities.
Male managers, in turn, tend to motivate subordinates based on their individual preferences. This work represents
a significant contribution to the knowledge related to management and leadership and offers new research points
of view. The study results can be applied in practice, providing companies and their leaders with ideas on how to
maximize the potential and opportunities of women in management.

Key words: leadership, gender, gender inequality, leadership evolution, female leader, gender stereotypes,
modern management.

Introduction

With its constantly changing requirements and complexity, the modern world also changes our
understanding of management and leadership. Increasingly, there is an awareness of the importance
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of re-evaluating conventional theories about leadership and life-changing leaders. It is significant
that women are increasingly becoming leaders and that they are contributing to modern managerial
practices. Until recently, the underrepresentation of women in administrative positions in the private
and public sectors was considered normal. However, in recent decades, there has been a persistent trend
toward reducing gender gaps. More and more women are not only mastering professions that for a long
time were considered “male” but also becoming heads of companies, departments, and governments.
Such examples and cases become the subject of discussions and force people to reconsider traditional
views, stereotypes, and prejudices regarding the qualities and attributes of leaders, both men and
women.

The president of Zenger Folkman, noted that “while men excel in the technical and strategic
arenas, women clearly have the advantage in the extremely important areas of people relationships
and communication. They also surpass their male counterparts in driving for results. This we know is
counterintuitive to many men” [1].

This paper examines a new paradigm for leadership and presents fresh viewpoints on women
in leadership. This study focuses on the function of women in contemporary management and how
they affect organizational dynamics. Examining women’s contributions to contemporary management
and leadership raises awareness of leadership’s dynamic and ever-changing nature and creates new
research opportunities.

The Basic Provisions section introduces modern leadership theories that emphasize relationships
with followers and the leader’s personality, which is crucial given the importance of interpersonal
abilities, emotional intelligence, and teamwork in today’s society. The literary review contains
information about research results on women in management in the 21st century.

The study’s results will contribute to a greater understanding of the role of women in modern
management and awareness of the changing leadership landscape, as well as promote more inclusive
and prosperous leadership practices in today’s rapidly changing world.

Main provisions

Scientists have declared the feminization of management and dubbed women managers of the
21st century in conjunction with the traits of the new leadership that have been found [2]. Despite such
blatant declarations, women are still underrepresented among business executives globally, especially
in senior management. Since more than a decade ago, the argument over what makes a good leader-
both a woman and a man-has persisted, and new research is giving it new shapes. New leadership
theories focus on the leader’s relationship with his/her followers and essential attributes. The most
recent theories of leadership are as follows.

Servant leadership (SL) is associated with significant changes in the business’s organizational
structure. At the core of SL is a strategic course where the leader serves the stakeholders: employees,
customers, and the community. The leader shares power with subordinates, and decisions are made
jointly. In servant leadership, business progress is assessed based on qualitative indicators; quantitative
ratios are unimportant. Such a leader seeks to assess employees’ personal and professional growth and
leadership potential. This type of leader is distinguished by well-developed competencies: empathy,
the ability to hear, and providing timely feedback. This leader shares higher-order values, manages with
effective communication strategies, does not rely on power influence, and is interested in developing
his/her subordinates and increasing their commitment. The hallmarks of such a leader are foresight
and guiding leadership. Servant leadership is distinguished from other types by a clear vision of the
business, group goal-setting with followers, and leaders’ contribution to the personal growth of each
subordinate through training, support, and ongoing feedback [3].

Transactional leadership (TL) is based on a transaction of behavior in which followers behave
under the leader’s requirements. In exchange, he/she provides subordinates with rewards for achieving
results, fulfilling plans and tasks, and following the rules. In turn, the leader will also apply a system
of punishments in case of untimely implementation of tasks, violation of plans, and poor performance.
Enterprises still use transactional leadership, which is more applicable in critical situations [4].

Transformational leadership gives employees the independence to make decisions and supports
innovative approaches. An analysis of over 85 studies showed that transformational leadership is more
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effective than transactional leadership [5, p. 3]. The difference between these types of leadership is
presented in table 1.

Table 1 — Differences between transactional and transformational leader

Transactional Transformational
Responsive Leadership Proactive Leadership
Exists within the organizational culture Acts to change organizational culture by
generating new initiatives
Encourages subordinates to fulfill the tasks and goals Stimulates and provides rights and obligations
of the business through a system of punishments and in order to fulfill business tasks based on moral
rewards values
Stimulates followers based on understanding of the Encourages subordinates to transfer their attention
motives for their behavior from personal to universal concerns, which
motivates them
Note: Compiled by the authors based on sources [6].

According to table 1, transactional leadership is built on external incentives to perform work
without paying attention to the need to create internal motivation for employees.

A meta-analysis (MA) of leadership styles of men and women, namely transformational,
transactional, and permissive, revealed some advantages in favor of female leaders. We believe that the
most likely reason for the findings is the impact/influence on women of conflicting gender stereotypes,
such as a woman should be accommodating and caring, and a leader should be tough, dominant,
and assertive. Thus, the potential of women can be more beneficially realized within the framework
of transformational leadership, allowing the application of socially approved patterns of behavior.
Another explanation for the results could be the complex maze that women have to overcome in order to
achieve career ambitions, which makes them more selective in becoming leaders [5]. The conclusions
of the mentioned meta-analysis in the framework of the study of permissive, transformational and
transactional leadership among male and female managers in business structures are reflected in
table 2.

Table 2 — Elements of leadership types characteristic of women and men

Leadership styles and their Description Effect
components Men Women

Transformational Leadership W

Idealized influence (quality) Demonstrates qualities that inspire respect and pride N
from being associated with this person

Idealized influence (behavior) | Emphasizes the values, purpose and importance of W
the business mission

inspirational Filled with optimism and enthusiasm for the goals N
and future of the business

motivational Explores new perspectives on problem solving and
task completion

intellectual stimulation Focuses on developing and mentoring followers and W

their individual needs

Individual approach

Transactional Leadership Provides rewards for satisfactory performance of W
followers

merit award Deals with the mistakes of subordinates to bring W
work to the standard

Active deviation control Intervenes in the process only in rather difficult W
situations of subordinates

Passive deviation control Often absent and not involved in the process even at W

critical moments

Note: Compiled by the authors based on the sources [5, 6].
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According to table 2, men are more likely to use transactional leadership, namely, active and
passive deviation management and permissive leadership. Women are focused on transformational
leadership and using such an element of transactional leadership to reward employees.

Distributed leadership implies the division of power among managers and subordinates, making
leadership more accessible to performers in business. A distributed leadership framework, as opposed
to a top-down leadership structure, emphasizes the necessity of interconnectedness and teamwork.
Distributed leadership is actively used in forming and developing teams [7].

Exchange leadership is built on harmonious, mutually beneficial relationships with followers. The
task of exchange leadership is to understand how such relationships affect stakeholders in business
structures. The nature and effectiveness of relationships with subordinates contribute to the quality
of achieving business goals. Attention to each employee is reflected in the results achieved and using
the necessary resources in the required volume. The quality of the moral and psychological climate,
business communication, and empathy are essential. As a result, there is an exchange between the leader
and followers: the leader receives respect, commitment, and high-quality work from subordinates, and
the latter receives remuneration, encouragement, and career prospects from the leader [6].

The famous researcher Bill George proposed the concept of authentic leadership (AL) and
conducted many interviews with leaders. According to the analysis of the Bill George study, outstanding
leaders are similar to each other due to the presence of the same qualities [8]:

1. Purpose (Awareness of business goals);

2. Values (Development and sharing of high-value attitudes);

3. Heart (Spiritual leadership);

4. Relationships (Formation of solid ties);

5. Self-Discipline [8].

Authentic leadership is built on a progressive personality, the image of a genius, honesty, and
openness. An authentic leader is flexible in his/her behavior, responsive to the needs of others, and
ready to help others. This type of leader does not focus on idealizing his image but prefers to be natural
and understandable to his/her followers [8].

At present, the image of the leader has acquired new features, far from the authoritarian leadership
that was once considered adequate. At the same time, ideas that came later, such as theories of
cooperation, must be revised to describe the leadership role. Collaboration is just one part of a new
type of leadership that requires the leader to be an inspirer, able to open up new horizons within the
employees themselves, developed to lead the company to success. The leader of today looks far into
the future, builds long-term, respectful relationships with followers, aims to unlock the potential of
everyone, and acts as a mentor and coach, not an instructor. As a mentor, the leader finds the most
successful ways to implement employees’ knowledge, skills, and abilities, creating opportunities for
them to take worthy positions in the organization.

A meta-analysis of about a hundred studies on managerial effectiveness by Eagly et al. found that
women are more effective in “female” industries and men — in “male” ones [5]. Men are more effective
in top management positions, while women are more effective in the middle management cohort [9].
Large corporations perform better financially if women are among their senior managers [10]. No
significant differences were found in the level of performance within managerial behavior in the study
by Bamel et al. [11]. Senior female leaders build gendered hybrid leadership identities, at the core of
which is a multidimensional calibration of masculine and feminine traits and actions [12].

The elements of feminist organizationused by the most progressive enterprises havereceived various
forms of expression in the theory and practice of HRM and time management: job enlargement [13],
job enrichment [14], and alternate work schedules. Although modern scientists have identified new
leadership directions, a significant part of the population still adheres to the old views on the image
of a leader with inherent masculine features. Many managers still practice bureaucratic practices/
structures and an archaic type of leadership despite studying modern courses on new approaches to
leadership [15].

Thus, it is evident that the problem of business administration and gender is relevant and in
demand, and research in this area needs to be expanded and detailed. In particular, the almost zero
level of research in the field of business administration and gender in Kazakhstan creates a severe
knowledge gap that theorists urgently need to develop new concepts of business administration and
leadership in Kazakhstan and practitioners to solve managerial problems within the local context.
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Materials and methods

In order to identify the level of implementation of management business processes by men and
women in business structures in Kazakhstan, an organizational type of study was chosen. This choice
is dictated by the applied nature of business administration, in which the participation of real managers
is a favorable factor for the quality of scientific research.

The target respondents of the study were subordinates since the largest share of the management
business process is associated with interaction with the personnel. The sample set was formed based on
stratified randomization, which provides the best external and internal validity [16]. With the help of
the strategy of stratified randomization, the control of the individual characteristics of the respondents,
such as gender, age, and the field in which they work, was achieved. The sample size was N=224
people working under the supervision of low-level, middle, and top managers in large, medium, and
small Kazakhstani enterprises. The gender and age characteristics of the respondents are presented in
figure 1.

m 20-30 years
old

m 3140 years
old

m Male m41-50 years

old

51-60 years
old

H Female

m 61-70 years
old

Figure 1 — Gender and age composition of respondents

Note: Compiled by the authors on the basis of the study.

The average age of the respondents was 37.1 years, ranging from 20 to 70 years. The five age
groups that participated in the survey covered youth, mature and old age. Respondents from 20 to 50
comprised most of the respondents; a minor representation characterizes respondents from 51 to 70.
The uneven representation of members of age groups is due to two reasons: the focus of the study
is not on the age of the respondents but on the age of managers assessed by the respondents, and
the inclusion in this group of people of retirement age, which is the smallest community among the
employed.

The gender composition of the respondents ensured the optimal representation of representatives
of both genders, which reduced the risk of some problems that arise in the process of gender research,
including the most serious ones: adherence to one’s gender group, prejudice against members of
another group, bias towards one’s gender group. Adherence to one’s gender group and prejudice
against members of another group means a person’s more favorable attitude towards members of his
gender and prejudice against those not part of his gender group. In turn, a biased attitude towards one’s
gender group is expressed in belittling the merits of one’s gender community and exaggerating the
positive qualities of representatives of another group [17].

The choice of the geography of the study was dictated by the need to cover different territorial
zones of Kazakhstan, which have specific cultural characteristics that may affect the specifics of the
implementation of the business management process. Accordingly, critical geographical zones were
chosen: central (Karaganda region), southern (Almaty), and northern (Astana) Kazakhstan. The most
significant proportion of respondents were residents of Almaty, then Astana, and the most minor —
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residents of the Karaganda region. Figure 2 shows the characteristics of the composition of respondents
by geography and industry. The respondents were employed in such sectors of the economy as energy,
education, trade, services, mining, construction, and heavy industry. The mentioned sectors were
selected taking into account the gender segregation of labor that has developed in the Republic of
Kazakhstan, and their quantitative representation was designated as follows:

1. Industries with a high concentration of women — education (31%) and service (22%),

2. Industries with a high concentration of male labor — energy (22%), mining, construction, and
heavy industry (11%),

3. Neutral industry — trade (15%).

m Energy
= Almaty m Service
o Achins m Education
) Trade
m Earaganda
region
mMining,
construction,
heavy industry

Figure 2 — Composition of respondents by regions and industries

Note: Compiled by the authors on the basis of the study.

While conducting this study, a questionnaire was introduced, developed in collaboration with
practicing psychologists in Almaty, and initially tested on a sample of 100 respondents as part of the
work on a master’s thesis. Considering that the mentioned research instrument demonstrated high
content validity and retest reliability, this questionnaire has been updated based on new concepts in
business administration. When testing the revised version of the questionnaire, some questions were
updated by the comments of 30 respondents to whom the questionnaire was sent for a pilot study.

The distribution of the questionnaires was carried out among subordinates, and not through their
direct supervisors, in order to reduce the possible influence of the manager on the employee reporting
to him when filling out the questionnaire. 65% of the questionnaires were sent to respondents by
e-mail, and 35% were sent on paper. A total of 380 questionnaires were distributed, 238 of which were
returned completed (63% of those distributed), including 14 questionnaires (6% of the total) that were
rejected due to incomplete information being provided.

The questionnaire consisted of two parts: 1) an introductory part and 2) an answer sheet with
instructions for filling out, a section of the respondent’s socio-biographical data, a section for
comments, and a final part. In the introductory part of the questionnaire, the scope of the study and
the guarantee of confidentiality and anonymity of the information received from the respondents were
indicated. The questionnaire was a multivariate individual closed questionnaire with a section for
respondents’ comments, providing additional details and an assessment of the level of understanding
of the questions. The questions concerned different aspects of implementing the management business
process, which are equivalent.

The questionnaire included eight scales representing the following criteria for implementing the
business process of managing women and men: business planning; organization; motivation; control;
communications; making decisions; leadership; conflict, and change management. The mentioned
scales are chosen because the quality of the management business process mainly depends on the
performance of the central management functions: business planning, organization, motivation of
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subordinates, and control of their activities. The questionnaire’s final question aims to identify the
subordinates’ ambitions to enter the company’s top management.

The developed questionnaire aims to obtain initial information about the level of implementation
of the business process of managing men and women. The questionnaire’s content was compiled based
on the requirements for a modern manager, dictated by the growing uncertainty of the organizational
environment and the ever-increasing demands of subordinates to the immediate supervisor. The
questionnaire excluded comparisons between men and women to reduce the possible impact of gender
bias in manager evaluation on the study results [18].

The levels of implementation of the business process management were classified as high,
medium, and low and represented the dependent variable. Gender, management level, age, and
industry were independent variables. When processing the results obtained, the calculation was based
on the distribution of the selected answer options into three categories: a high level of implementation
of the management business process included from 80 to 61 points, an average level — from 60 to 31
points, a low level — from 30 to 0 points. For each of the eight scales, the manager’s implementation
of the business management process could rate 10 points. The response options for each question were
weighted based on relative weights: 2, 1, or 0 points. For data analysis, methods of dispersion analysis
and calculation of correlation coefficients were applied.

Literature review

Gender stereotypes regarding the traditional distribution of responsibilities in society
affect women’s opportunities to achieve leadership positions in a particular field of activity [19].
Gender stereotypes are promoted through the media and social, educational, and entertainment
socialization [20].

Cooke believes that studying women in management provides an opportunity to understand “the
institutional and cultural context of HR ethics as part of a country’s business ethics” [21]. Contemporary
management culture does not engage with gendered social theories that could help develop “gender-
neutral positive action-oriented management perspectives” [20].

According to Zhylinska et al., “the share of women in management in the 21st century tends
to be parity with the number of men, but female leadership is mainly limited to middle and lower
management” [19]. Women’s leadership capabilities are primarily found in entrepreneurship [22].
Consequently, there is a disproportionate representation of women and men in decision-making bodies
and leadership positions, reflected in the relevance of “gender inequality in professional management
activities” [19].

Graafland hypothesized that having more women in leadership positions increases SMEs’
sustainability by encouraging the use of relational management tools. Testing the model on 3,663
European SMEs supported this hypothesis: SMEs can improve their resilience through a gender-
balanced management team [23].

Ng & Sears surveyed 278 firms and they found that having a female CEO and actively recruiting
women into the organization was positively associated with the percentage of women in firm
leadership. In contrast, firm internationalization and foreign ownership of the firm were negatively
associated with the representation of women in management. It means that “more internationalized
and foreign-owned companies may limit their efforts and investments in promoting women into
leadership positions” [24].

Melero believes that the concept of good management practices in the workplace has similarities
to the feminine leadership style, which occurs when the percentage of female managers increases.
For example, workplace management teams with a higher proportion of women are more attentive to
employee feedback and development [25].

A study by Biswas et al. examined the impact of female representation on boards of directors
on the proportion of women among top managers in the United Kingdom from 1999 to 2019. Using
a multi-theoretical approach, particularly agency theory, they found that more women on boards of
directors are associated with more women in senior management, as predicted by the trickle-down
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perspective. Thus, Biswas et al. argue that increasing the number of women board appointments is a
potential solution to the problem of women’s underrepresentation in the C-suite and may even help lay
the groundwork for further CEO and board appointments [26].

Results and discussion

In order to deepen the understanding of the specifics of the activities of women and men in
the business of the Republic of Kazakhstan, a study was conducted on the level of implementation
of business management processes at enterprises. First, an analysis was made of the individual
characteristics of managers whose activities were evaluated by their direct subordinates.

In total, 97 women and 127 men were studied: 43% and 57% of the total number of assessed
managers, respectively. Representation of the surveyed managers is 73 top managers (32%), 107 —
middle managers (48%), and 44 — lower-level managers (20%). The distribution of managers by age
was uneven as a result of slow promotion in the early stages and the average retirement age in the
country: 15 managers aged 20-30, 56 —31-40, 113 —41-50, 28 — 51-60 years and 12 — 61-70 years [27].

The processing of the data obtained during the study was based on econometric and statistical
analysis, namely, the analysis of variance, calculation of correlation coefficients, and analysis of
multiple and pair regression models using a dummy variable. After collecting and processing the
data, the information received was first subjected to verification for the reliability and adequacy of
the results. For this purpose, an analysis was made to determine the possible gender bias in managers’
assessment by male or female respondents. Comparison of the values of the regression coefficients
of the gender of the respondent (ResG) and the gender of the manager (MangG) showed a minimal
impact on the level of implementation of the management business process (BPMang): the correlation
coefficient between the gender of the respondent and the gender of the manager is 0.11, and the
closeness of the relationship between the gender of the respondent and the level of management
practices was [rl1|=—0.08 (table 3).

Table 3 — Correlation matrix

BPMang ResG MangG
BPMang 1
ResG -0,08306 1
MangG 0,10129 0,11679 1
Note: Compiled by the authors based on the source [27].

Table 3 shows no meaningful association between any of the parameters. The study of a multiple
regression model with a dummy variable was used to address the primary research question, “Does
the gender of a manager affect the level of their managerial practices?” A poor correlation between
managers’ gender and the extent of business process adoption was shown by multiple R (R2=0.153).
As aresult, the gender of managers has relatively little bearing on the effectiveness of business process
adoption. However, women have a little edge when executing business planning, organization,
motivation, control, communication, conflict, and change management. In turn, managers’ ability to
make decisions is scored higher for men than for women, and both genders give managers’ leadership
abilities almost equal marks. Figure 3 displays the weighted averages concerning male and female
managers’ roles and linking mechanisms.

Figure 3 (p.48) shows that managers, regardless of gender, are rated as having the best organizational,
communication, and business planning skills and having slightly worse decision-making and control
skills by subordinates. The inclusion of communications (0.6), conflict and change management (0.5),
control (0.4), and organization (0.4) had the most effect in favor of women. Let us take a closer look
at the characteristics of implementing the management business process components.
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Figure 3 — The level of implementation of the management business process

Note: Compiled by the authors on the basis of the study.

Research results by business functions

Business planning. Subordinates noted that short-term plans in women-run departments are more
likely to align with that unit’s long-term plans. Women also regularly explain to the employees entrusted
to them the goals of work and the possibilities for achieving them. At the same time, men adjust work
plans more often due to changes in the internal or external environment of the organization.

Organizing. When distributing tasks, women consider subordinates’ individual abilities and
workload more regularly, while men consider this less often. Also, leaders more often in communicating
with subordinates vary the positive and negative influence methods, considering the situation. At the
same time, men are less likely to demonstrate such flexibility and use open pressure more often.
According to subordinates, male bosses are less likely to show self-confidence than women. However,
they create such conditions for interaction with their wards, in which subordination is not emphasized
but observed. In turn, women often emphasize their managerial status and demand observance of
subordination.

Motivation. The activity of women in motivating subordinates was, in most cases, rated excellent.
Women leaders are more likely to encourage creativity, initiative, and ideas of employees, appreciate
and publicly announce the contribution of subordinates to business processes and create an atmosphere
ofrespect, trust, and support compared to men. Male managers are more likely to motivate subordinates,
considering their individual needs.

Control. Women in business are more regular than men in the event of a mistake on the part of a
subordinate and take measures to help eliminate its cause. In contrast, men are more likely to resort
to drastic measures or completely ignore what happened. Moreover, female representatives are more
likely to take responsibility for the failures in the work of the unit entrusted to them in comparison
with men. In contrast, men often shift responsibility to the team or individual employees.

Making decisions. Men are less likely to allow the influence of their dislikes and sympathies
on managerial decision-making. They are more regularly monitoring the results of implementing
decisions than their female counterparts.

Maintaining communications. Respondents rated male and female leaders’ oral and written
communication skills equally well. However, an advantage in favor of women was found in a greater
willingness to listen to their subordinates, the creation of conditions for free circulation to clarify work
issues and better emotional intelligence.

Leadership. The scale in which the total differences between male and female managers are the
smallest. Nevertheless, according to the respondents’ answers, men more regularly vary authoritarian,
democratic, or liberal style, taking into account the current situation; unlike women, the latter are more
often considered a recognized leaders among their subordinates.

48



Hayunprii sxypHan «Bectauk yausepcurera « Typam» Ne 1(101) 2024 .

Change and conflict management. According to the study results, women are likelier to introduce
innovations and motivate subordinates to accept them positively. At the same time, men more often
show a neutral or negative attitude towards innovations in organizations [27]. In the event of a conflict
between department employees, the bosses more often use structural methods that contribute to
its resolution, and the bosses prefer not to intervene or try to resolve the conflict by the command
method. In addition, women are more likely to support work at a level that prevents conflicts among
subordinates.

Thus, summing up this sector of the article, we have to say that gender stereotypes are a tremendous
force that can be broken only with the right organized policies not only from the state but also from all
institutions, including economic, educational and even entertainment.

Conclusion

Gender stereotypes about the traditional distribution of responsibilities in society between men
and women make it difficult for women to become leaders. Gender stereotypes are propagated through
the media and social, educational, and entertainment interactions. Studying women in management
can help understand the cultural context of management ethics. Moreover, contemporary management
lacks social theories that can help create “gender-neutral positive action-oriented management
perspectives” [20]. There is growing evidence that management teams with more women emphasize
employee feedback and growth. Moreover, the presence of women on boards of directors may influence
the number of women in senior management positions.

Women influenced by preconceptions and stereotypes, particularly women from developing
countries, are favorably impacted by growing awareness of the necessity of women’s presence in
leadership roles, which is generally related to leadership development opportunities. The examination
of secondary and primary data served as the basis for this study to establish the roles that women play.
According to the findings, females place a higher value on authentic and servant leadership. Recent
studies conducted in the United States support the notion that women are more likely to demonstrate
authentic and servant-oriented leadership styles [3].

Lecoq states “When women are finally given a chance to prove themselves in a senior position,
they are handed something that is already broken and where the chances of failure are high. We see
this happen frequently enough that it made us wonder, are women in fact more qualified to lead during
a crisis? Could that be why they are handed the reins when times are tough?” [28]. This insight has
been made under research conducted by Zenger & Folkman [29, 30].

Women managers are more likely to possess the following qualities than their male counterparts:
the ability to listen to and hear what others have to say, a willingness to assist others, availability
for interaction, “soft” conflict resolution, thoughtful preparation of staff for changes, creation of a
comfortable working environment, and a focus on the maintenance of a stress-free environment. The
study’s findings have practical ramifications, including some ideas on maximizing women’s potential
in management and empowering them.
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Anjarna

BacibiIbIK KbI3METTep e TeHICPITiK TEHIIKTI KAMTaMachl3 €Ty JKoHe SHeNIep/IiH KYKbIKTapblH KEHEHTY TypaK-
THI JJaMy YIIiH MaHb3IbI. KeI0acuIbuiblK 3BONONUSACHIHBIH Oip 06JIiri peTiHae Ka3ipri 3aMaHFbl MCHEKMEHTTET1
KeIIOAaCIbl dferiep/iH pelli OapraH cailblH MaHbI3(bI 0OJIa TYCY/e, OChIFaH OaIaHBICTBI XKaHA MMEPCHeKTUBAIAD
alplIabl. ByJl FRUTbIME OaFbITKA FalbIMIAp FaHa eMec, cascaTKepyiep MEH OHM3HEC OKINAepi /i KbI3bIFYIIbUIBIK
TaHBITHII, KOUIOACIIbI dWenaep KyOBUTBICBIHBIH 631 KOFaMIIbl KAHFBIPTyFa KeIepri OOJaThIH TanTaypbIHAApABI
TyOereini Oy3ybl MyMKiH. byn 3eprreyiiH Heri3ri makcarbl — 9JieOMETTeplli IOy JKOHE CaHIBIK CcayalHama
(N=238) cHsAKTBI YCTEIIIK KOHE JIaJalbIK 3ePTTEY dIICTEPiH TaiaiaHa OTBIPHII KUHAJIFAH CKIHIII KOHE OacTaIKbI
JIepEKTEPIIH HOTWIKEINIEPiH Tajiay HeTi3iHae aienaepiiH KemoacbUIbIFBIH 3ePTTeY KHE SHeIIepIIH POJliH aHbIK-
tay. HoTmxenep keridaciiibl dieNIep/IiH epiaepre KaparaH/a, y)KbIMIa KYpPMeT, CEHIM KoHE KOoJay aTMoc(epachiH
KYpyFa >XoHE OaFBIHBIIITBHUIAPIBIH KOPIOPATHBTIK KBI3METKE KOCKAH YJICCIH KOIIIIK ajIblHaa MONBIHAAyFa
OeliiM JrereH KOPBITBIHBIFa oKeni. Ep MeHemxeprep, o3 Ke3erinae, OarbIHBIITRUIAPIBI JKeKe KajayaapbelHa Kapaid
BIHTATAHBIPYFa OciiM. BYJ1 KYMBIC MEHEIKMEHT IEH KOIIOACIIBUIBIKKA KATBHICTBI OLTIMIE eleyili yiIec KOCabl
JKOHE JKaHa 3epTTey KO3KapacTapblH YCHIHAJbI. 3epTTEY HOTHIKEIECPIH KOMIAHHSIAp MEH OJlap/blH OacuibuiapblHa
Oackapynarbl oienjepiH aneyeTi MeH MYMKIHIIKTEpiH OapblHIIA apTTHIPY Typalibl HIesuIap/bl YChIHA OTBIPHIIL,
TOKipubeIe Komaanyra 0oIab.

Tipexk ce3nep: kembdacIIbUIBIK, TEHAEP, TEHACPIIK TEHCI3/1K, KOIIOACIIBUIBIK SBOJTIOLUSACHI, el
KONIOACIIbI, TeHIEPITIIK CTEPEOTHIITEP, 3aMaHayn O6acKapy.
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IBOJIIOIUA JUAEPCTBA:
HOBBIE NMEPCNNEKTUBbI U POJIb KEHIIUWH
B COBPEMEHHOM YIIPABJIEHUU

AHHOTALUA

ObecrieueHne TEHACPHOTO PABEHCTBA HAa PYKOBOMSIINX JOJDKHOCTAX W PACIIUpEHHE MpPaB M BO3MOKHOCTEH
YKCHIIIMH MMEET BKHOE 3HAYCHUE [T yCTOWIMBOTO PAa3BUTHA. B paMKax 3BOJIOIMHM JIUIEPCTBA BCEe OOJIbIIee 3HAUe-
HUE IPUOOpPETaeT Pojib KEHIIUH-IUACPOB B COBPEMEHHOM YIPABICHUH, B CBSI3U C YeM OTKPBIBAIOTCS HOBBIE Mepc-
neKkTrBbl. K TaHHOMY HaydYHOMY HAalpaBJICHHUIO MPOSIBISIFOT MHTEPEC HE TOJBKO YY€HbIe, HO M MOJIMTHKH, OM3HEC-
MEHBI, a caM ()eHOMEH >KCHIMH-JIHJIEPOB CIIOCOOCH KOPEHHBIM 00pa3oM CIIOMATh CTEPEOTHIIbI, KOTOPbIE SIBIISIFOTCS
OaprepoM Ha MyTH K MOJIEpHU3auu obmecta. OCHOBHAS IENTb TAHHOTO MCCIICIOBAHUS 3aKIIFOYACTCS B H3YICHUHN
YKCHCKOTO JIHIEPCTBA M 0003HAYCHUU POJH JKCHIIMH HAa OCHOBE aHAJIM3a PE3yNIbTATOB BTOPUYHBIX W TIEPBHUYHBIX
JTAaHHBIX, COOPAHHBIX C IOMOIIbIO KAOMHETHBIX U TOJIEBBIX METOIOB MCCIEAOBAHM, TAKMX KaK 0030p JIUTEpaTyphl
1 konmuuecTBeHHbIN onpoc (N=238). [lonyueHHBIE pe3ynbTaThl MO3BOJWIM CIENATh BBIBOJ O TOM, YTO YKCHITHUHBI-
JUJIEPHI, B OTIMYHE OT MY)KYUH, C OOJIbILIEH BEPOSITHOCTHIO CO3/At0T arMocdepy YBaXKEHUsI, JOBEPHsI M MOAEPIKKN
B KOJUICKTHBE, a TAK)Ke MyOIMIHO PU3HAIOT BKJIA]] OAYMHEHHBIX B KOPIIOPATUBHYIO EITENLHOCTE. PyKoBouTenn-
MYKYHHBI, B CBOIO OYepelb, CKIIOHHBI MOTHBHPOBATH ITOJJYNHCHHBIX C YIETOM UX HHIMBHYaTbHBIX TPEAIOYTCHUH.
Jlarnas paboTa mpeacTaBiIsgeT coOOi CYIIeCTBEHHBIN BKJIAl B COBOKYITHOCTh 3HAHUH, CBA3aHHBIX C YIIPABICHUEM U
JUIEPCTBOM, a TAK’Ke MTPeJyIaraeT HOBBIE HCCIIEIOBATENbCKIE TOUKH 3peHH. Pe3ynbTaTsl nccieioBaHusa MOTYT OBITh
MMPUMEHCHBI Ha IPAKTUKE, IPEAOCTABUB KOMITAHUAM U UX PYKOBOJUTCIIAM HJICU O TOM, KaK MAKCUMaJIbHO UCITI0JIb30-
Barh ITOTEHIIMAN ¥ BO3MOXXHOCTH JKEHIIMHBI B cepe yIpaBIeHUs.

KitroueBble cioBa: JHIEPCTBO, T'€HAEP, T'€HIEPHOE HEPABEHCTBO, HBOJIIOIMS JMICPCTBA, KCHIIMHA-JIUIED,
T€H/IEPHBIE CTEPEOTHITBI, COBPEMEHHOE YIIPABIICHHE.

53



