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Abstract

Relevance. The relevance of the issue stated in the article is due to the fact that in modern realities, despite all the
achievements of feminism, gender stereotypes have a significant impact on the perception of subordinates of their
supervisor, depending on whether they are a man or a woman.

Purpose. The article is aimed at studying effective behavioural models among team leaders and company managers in
the post-Soviet states, taking into account the gender aspect.

Methodology. The leading approach in this study is the collection and analysis of information that makes it possible to
comprehensively consider the problem of gender perception and leadership styles. The following research methods were
used: comparative, statistical, method of structural analysis, methods of synthesis and deduction, method of classification.

Results. The article presents the results of a study of effective leadership styles for men and women. The main motives
for choosing each specific management style of subordinates are revealed. The analysis revealed the root causes of gender
stereotypes among the top management of enterprises, as well as differences in the attitude towards women managers in
Western and Eastern European countries.

Conclusions. It is necessary to continue research on the development of a methodology for forming a gender balance
among managers and solving the problem of preparing heads of institutions for monitoring activities for a rational
approach to promoting employees to higher positions based on their professional and leadership qualities, without
focusing on the gender aspect.
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Introduction

Modern gender theory is a system of scientific views on
the relations, roles, norms, statuses, values of men and
women, their social life, experience, acquisition and
implementation of social and role characteristics [1].
Passing the path of socialization on the basis of person's
biological sex, as well as socially accepted gender roles
and statuses, a person becomes a representative and bearer
of the norms of a specific gender group, which is expressed
in the following structural elements of gender: division of
labor into male and female; division of household and
family responsibilities and rights into typically male and
typically female; adoption of a socially acceptable style of
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behavior to comply with social norms; following the
ideology inherent in their gender to justify statuses and
their assessments.

Thus, gender differences between the sexes based on
the opposition of femininity and masculinity are fixed in
the culture. This dualism imposes certain limits on the
choice of human activity, the manifestation of personality
traits inherent in the personality and pushes to develop and
reveal one's abilities exclusively in socially acceptable
gender  roles. Thus, empathy, emotionality,
responsiveness, creative development and a more “easy-
going” communication style are considered female
qualities. And, on the contrary, leadership, purposefulness,
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the ability to withstand competition and defend their
interests are purely male traits [2]. This suggests that men,
when managing personnel, show such features as certainty,
structurality and predictability. As a result of the
stereotypes familiar to society, they embody the image of
a dominant: harsh, demanding, ready to compete and not
give in. They are more likely to distance themselves from
subordinates than female managers. In total, the scientific
community distinguishes three management styles:
authoritarian style, democratic style and liberal style.
When using an authoritarian style, the team leader takes
into account the opinions and experience of subordinates,
but always prefers to make a decision alone. The
democratic style is also distinguished. In contrast to the
authoritarian style, employees are encouraged for showing
initiative, introducing innovations into the company's
work, which produces high efficiency. In the case of the
liberal style, there are no specific rules or criteria. This is
an ideal management style for representatives of creative
professions [3].

Having analyzed the research of such scientists as: S.
Makarova [4], S. Maltseva et al. [5] and some others, it can
be hypothesized that the difference in management styles
is mostly determined by the business and personal qualities
and skills of representatives of different genders. In their
opinion, a successful manager should simultaneously
combine a whole list of important qualities. These
qualities, first of all, include willpower, endurance,
perseverance, purposefulness and determination. The
ability to remain cool in stressful conditions, always show
foresight, show oneself and the company positively during
a business meeting — all this builds a good reputation
within the company and among customers [4]. The ability
not to be afraid of difficult tasks, not to burn out, to
permanently look for solutions to the company's problems
and move to success without delay are the qualities that
will help to bring what has been started to the end. In
addition to all of the above, success on the way to the goal
strongly depends on the level of education of a person and
upbringing. At the same time, an important role is played
by the desire to get a result commensurate with the efforts
made [5].

It cannot be denied that women can also have sharply
dominant qualities and compete with men on an equal
footing [6]. Currently, there is a tendency towards an
increase in the number of women in the leadership of
companies [7]. According to the International Labour
Organization (ILO), the results of economic monitoring
indicate that at the national level, with an increase in the
share of employed women, there is an increase in gross
domestic product (GDP). The gender balance among top-
level employees, as well as among middle and lower-level
employees, occurs at a percentage ratio of 40 to 60 percent.
It is possible to observe all the advantages of the presence
of women in senior managerial and executive positions if
their number reaches 30%. However, almost 60 percent of
enterprises do not comply with this condition, and,
accordingly, it becomes impossible for these companies to
assess all the advantages of gender balance. Moreover, in
almost half of the enterprises reviewed, women make up
less than 30% of candidates for consideration for basic
managerial positions, as a result of which there are

practically no female candidates in the internal competition
for higher positions [8].

When considering the international experience, the
example of Great Britain can be cited. Managers of
medium and large businesses in this country, as well as all
over the world, are mostly men. In addition, the number of
female leaders in the top 100 British companies is rapidly
falling. In more than 25 percent of these companies, all
management positions are occupied exclusively by men
[9]. In general, the countries of Western Europe can be
called a “place of sadness” for women who dream of career
heights, according to the American press. Newsweek
magazine agrees with this opinion [8]. This publication
provides the following data: in the United States, the
number of women among the leadership reaches 50%, in
the UK — 33%, in France — 30, in Sweden (which is rooted
in the public consciousness as a country of equal
opportunities) only 29, in Italy only 18 percent of top
positions are held by women.

The ILO report [8] shows that the longer a woman stays
at home for various reasons, the more difficult it will be for
her to return to her previous job. Even part-time
employment negatively affects career growth (in some
European countries, it is common practice to provide tax
incentives for families in which only a man works). In
Europe, only twenty percent of women manage to
negotiate a flexible schedule with an employer — while in
the United States, every third woman achieves the same
conditions.

The situation in the countries of the Commonwealth of
Independent States (CIS) differs significantly from that in
the West. Here, according to the data of the United
Nations, the number of women who are directly involved
in the economic life of their country is greater than in
Western European countries. For example, for Czech
women, this figure is 51 percent, and for Russians — 59.
The “hardening of socialism” is also visible in the fact that
when many men remain idle, women assumed full
responsibility both in their professional activities and in the
management of household chores [10]. The article is aimed
at studying effective behavioural models among team
leaders and company managers in the post-Soviet states,
taking into account the gender aspect.

Materials and Methods

In the process of working on this article, the following
research methods were used: comparative, statistical,
method of structural analysis, methods of synthesis and
deduction, method of classification. Also, in the course of
the research, a theoretical analysis of literary sources on
the topics of sociology, psychology and management was
carried out. The comparative method allows collating two
or more objects with each other. Phenomena, ideas, and
research results may act as comparison objects. For
subsequent classification and typology, the similarities and
the differences are distinguished in the studied objects with
the comparative method. In this study, the comparative
method was used to compare the effective leadership styles
of men and women who are leaders of companies in the
CIS countries. The statistical method is a set of interrelated
methods of studying mass objects and phenomena in order
to obtain quantitative characteristics and identify general
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patterns by eliminating random features of individual
observations.

The method of structural analysis constitutes a
methodological variation of the system approach. The
structural analysis involves the study of a system using its
graphical model presentation, which begins with a general
overview and then becomes detailed, acquiring a
hierarchical structure with an increasing number of levels.
The method of structural analysis was used in this study to
systematize information about existing management
styles, as well as the correlation of gender and methods of
personnel management. The synthesis method is a way of
assembling a whole from its functional parts. Combined
with the method of analysis, the method of synthesis
provides insights into the connections between the
components of the subject of study. The synthesis method
was used to organize information about gender stereotypes
and their impact on the individual's own behavior and the
assessment of other people's behavior. The deduction is a
method of research in which knowledge about processes
and phenomena is formed during the transition from
general statements to particular and individual judgments.
The deduction is characterised by an ascent from the
abstract to the specific.

In this study, using the method of deduction, the
deconstruction of typical feminine and masculine
characteristics was carried out, social and cultural primary
sources of established patterns of behaviour were found.
The impact of these stereotypes on the sphere of enterprise
management was also described. The classification is a
general scientific method for knowledge systematisation,
which is aimed at organising a certain set of studied objects
of various fields, knowledge, and activities into a system
of subordinate groups, according to which these objects are
distributed based on their similarity in certain essential
properties.

In this study, the classification method was applied to
study the personal qualities of company leaders, the main
elements affecting the achievement of career heights, as
well as the main methods of influencing subordinates. The
study also included the theoretical analysis of recent
scientific publications. Researchers and academics in the
field of sociology and economics often examine and study
issues related to success in achieving leadership positions
depending gender and the performance of gender balance
for the financial performance of enterprises. In recent years
scientists from around the world have been exploring
challenges and ways to improve on gender inequality and
career opportunities.

Results

This study examined the issues of competence
requirements of modern leaders, as well as studied the
motives, incentives and obstacles encountered on the path
of successful career development. The materials studied
make it possible to assess the importance of professional
education for success in building a career, as well as to give
recommendations with which it is possible navigate when
choosing or assessing a management style. Most of the
previous studies analyzed the ways of pursuing a
successful career in the realities of today. In contrast, the
author identified factors of gender stereotypes that can
affect the careers of men and women in the CIS countries;

commensurate the acquired competencies with the
requirements of modern professional standards, identified
personal and social barriers that can hinder career success
and gaining authority among colleagues and subordinates.
For the most part, the motives for moving up the career
ladder among men and women are the same: self-
realization, the desire to meet expectations and gain
recognition for talents and skills. Despite this, there are still
significantly fewer women who have successfully realized
themselves than men, although they are very persistent in
purposeful career development. The results of the study
showed that the financial issue is often not the main
incentive for career growth, but only a bonus to third-party
recognition of the employee's success.

In recent years, more and more often, when considering
candidates for managerial positions, one of the main
characteristics that come into the focus of attention is
leadership qualities of candidates. The employer hopes that
the presence of such capabilities will contribute to the most
favorable forecast of the development of the team and
contribute to the economic, political and social success of
the company as a whole. In addition, when considering the
need to improve the efficiency of a manager's activities,
increasing emphasis is being placed not on additions to
formally authoritative powers, but on the development of
leadership qualities. However, the necessary amount of
research has not yet been produced to predict what
leadership style a leader with leadership abilities will
choose. Motives, methods and leadership decision-making
style within the industrial relations framework are also, to
date, unpredictable.

The task of making managerial decisions is the main
function of all activities of an enterprise leader. At the
same time, in its performance, the personal psychological
qualities of the leader are of significant importance, which
significantly affect the methods and motives of decision-
making. The decision-making function is definitely less
standardized and algorithmic in comparison with other
responsibilities of a manager. In addition, personal
qualities and intuitive factors are more important in
decision-making processes than job descriptions. In order
to properly understand the logic of management decisions,
it is necessary to look deeper and more closely at the
factors that influence their development and adoption. All
factors that can affect the processes of making managerial
decisions are conventionally divided into two large groups
— situational and personal.

Situational factors, also called variables, refer to the
impact of the external and internal environment of the
organization on its successful performance and
achievement of its goals. To describe these factors in
modern management theory, methods of SWOT analysis
(Analysis of Strengths, Weaknesses, Opportunities and
Threats), PEST analysis (Political, Economic, Socio-
Cultural and Technological Analysis) and others have been
developed. Against the background of these techniques,
the personality of the leader faded into the background.
Therefore, it is extremely important to pay more attention
to the personality of the manager, his personal
characteristics, the leadership inclinations and motives in
making managerial decisions.

Men tend to be more inclined to leadership than
women. In society, the manifestation of leadership
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qualities is often correlated with masculine character traits.
Moreover, society expects men to display leadership
qualities regardless of their leadership potential, and quite
the opposite from women. Society often expects to see
more peaceful leadership style from women. From this, it
is possible to identify the basic principles that guide female
enterprise leader in the management of subordinates.
According to the author, these principles consist of the
following elements:

1. When choosing partners for cooperation and
employees, women opt for competent and professionally
trained personnel. Women are often less ambitious and not
interested in power for the sake of power, so organisations
with strict hierarchies are less common for them.

2. Women pursue the “do no harm” principle, in case
of conflict they try to achieve a peaceful outcome, resorting
to methods of emotional and psychological influence.

3. Women recognize the place and importance of each
employee, regardless of the hierarchical place in the
company, use methods of showing signs of attention.

4. Women associate their power with personal
qualities, and not with the place on the hierarchical ladder
in the company: women leaders strive to create a
comfortable atmosphere while working with subordinates,
stimulate their participation in related processes, share
power and information, encourage the acquisition of new
skills, the disclosure of abilities and the introduction of
ideas of subordinates into the work of the company.

A promising skill for a successful business is the skill
of effective communication. Women are more likely than
men to build long-term and productive relationships with
employees, suppliers and customers. They are genuinely
interested in building relationships with these groups of
people. Researchers call such success of women in
business  “paradoxical ~management”, since the
combination of opposite styles of behavior has a positive
effect both on the economic results of companies and on
the atmosphere in the team and the motivation of
employees [11; 12]. Here are the basic principles that guide
women leaders:

1. Concentration of power. This principle underlies the
formation of the leader's responsibility for the success of
the enterprise, building stable and mutually beneficial
relationships with partners, contributing to a positive
atmosphere in the team.

2. Transparency in decision-making. During decision-
making, subordinates need to be motivated so that the pride
and interests of the participants in the process are not
infringed. Often, women leaders do their best to convey
their motives for making management decisions to each
subordinate, and also share information with them.

3. Priority of purpose over personal relationships.
Usually, a focus on emotions and personal relationships is
correlated with a woman's management style, but everyone
understands that such an approach rarely contributes to the
achievement of positive results in company management.
Therefore, women put a lot of effort to set the right goals
for their subordinates and correctly assign roles in the
team. At the same time, women are less likely than men to
forget about the importance of relationships between
employees and work in this direction as well.

4. Integrity and high ethical standards. Women are
much less likely than men to break the law. They prefer to

conduct their activities according to the law and adhering
to moral and ethical principles.

Recent monitoring shows that the influence of gender
stereotypes is gradually weakening in the post-Soviet
states. Instead of entrenched standards, there are
progressive models that bring more economic and social
benefits. In the CIS, apart from the economic prerequisites
for gender balance, socialism has also played a big role in
its time. Thanks to these facts, not only the number of
women among the top management of companies is
increasing, but also appears the prospect of them taking
leading positions among managers. The reason for this is
leadership management methods that are different from
those of men, great psychological flexibility, which allows
not only to resist external circumstances, but also to bypass
them [13].

Economic monitoring results for 2016 report that, at the
national level, GDP rises with an increase in the proportion
of women employed. According to the International Labor
Organization, gender balance among senior employees, as
well as among middle and lower-level employees, occurs
at a percentage of 40 to 60 percent. It is possible to observe
all the advantages of the presence of women in senior
managerial and executive positions if their number reaches
30%. However, almost 60 percent of enterprises do not
comply with this condition, and, accordingly, it becomes
impossible for these companies to assess all the advantages
of gender balance. Moreover, in almost half of the
enterprises reviewed, women make up less than 30% of
candidates for consideration for basic managerial
positions, as a result of which there are practically no
female candidates in the internal competition for higher
positions [8; 14].

Unfortunately, so far, the facts show the infringement
of women's rights in absolutely all countries of the world.
In situations where women's rights are violated through the
production and observance of gender stereotypes, there is
no legal responsibility for the disseminator or follower of
outdated ideas and beliefs. In both Russia and the United
States, women occupy lower positions than men. They are
often lower in status in politics, in enterprises, and in law
enforcement agencies. Women are much less likely to take
positions that involve greater responsibility: control of
financial flows, determination of goals and ways to achieve
them [15; 16]. The reason for that are gender stereotypes,
which argue that a woman cannot possess the necessary set
of qualities to seize and consolidate power.

Thus, after analyzing the female and male models of
behaviour caused by biological, historical, cultural, social
and pedagogical influences on the individual, as well as
comparing the results obtained with management styles,
we can come to the conclusion that authoritarian leadership
style is more often inherent for men. This style is
understood by subordinates and does not contradict the
image of a male leader in the public consciousness.
Women, on the other hand, often choose a liberal
management style, which more than other styles
corresponds to an established and socially acceptable
model of behavior. The democratic style is situational for
both men and women, since the leader's personal
leadership qualities play a key role in it, not gender.
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Discussion

In the first study considered, N. Kulikova and V. Sofina
[17] study psychological motives in the choice of
management style and analyses the differences and reasons
for the choice of management style for men and women.
The authors provide evidence of trends in women taking
up positions in all labour sectors due to gradual changes in
social behaviour patterns, even those previously thought to
be exclusively male. Nevertheless, the fact of the
promotion of women into the management of companies,
in fact, remains unusual and new for the CIS countries. In
conclusion, the authors note that they have found a positive
relationship between gender balance in company
management and growth in economic performance [17;
18]. In the first study considered, N. Leisle and I
Anufrieva [19] examine the influence of gender and age
factors on the emotional stability and leadership qualities
of'aleader. The study raises gender and age differences and
critical issues related to career development. As a result of
the study, the authors came to the following conclusions:

1. With age, the manifestation of negative emotions
becomes less obvious, so in circumstances that require
solving a problem without the presence of a negative
emotional mood, the likelihood that a more mature leader
will cope with such a task increases dramatically.

2. If in order to solve an organizational situation it is
necessary to establish a closer emotional contact, the
young leader is more likely to cope with this task, since
with age people become more closed and show less
inclination to get closer to other people on an emotional
level.

3. If we consider the previous point from a gender
perspective, then a woman will be able to prove herself
more successfully than a man, since they are better at
showing emotions and are easier to bond with people on an
emotional basis.

4. However, if the current situation requires strict
management and control of both one's own and others'
emotions, it will be easier for a man to achieve a positive
result. This is because their emotional control scores
according to this study were higher than those of women.

5. For an organisational situation that requires personal
qualities such as ambitiousness and leadership, a young
man will have the advantage. Women and older men show
less leadership propensity. Their method of solving this
kind of issues can rather be called team consolidation and
discussions.

In the last study reviewed, the authors E. Fedorenko and
M. Fedorenko [20] study the styles of managerial decision-
making by leaders with leadership abilities. In this study,
the authors discuss the essence of leadership in the context
of the relationship between the boss and the subordinate,
the authors find a connection between the level of
manifestation of the leader's leadership qualities and the
choice of the style of managerial decision-making. The
survey was conducted on a sample of managers of large
and medium-sized organisations in Krasnoyarsk. Based on
the research idea, it was decided to use the following
methodological devices: R. Nemov [21] methodology
'Leadership capacity'. This approach helps to assess the
level of expression of leadership abilities; the methodology
of N. Fetiskin [22] “Assessment of the styles of making
managerial decisions”. Using this technique, it is possible

to identify only four styles of managerial decision-making
among  respondents:  implementing, authoritarian,
situational, and marginal. The implementing style is
marked by low demands on employees and high
expectations from oneself. A manager of this type is
focused primarily on results and the success of the
common cause This leader always adheres to the interests
of the group, and the best subordinates for them will be
professional, highly motivated and committed employees
[23-25].

With an authoritarian leadership style, the leader
pursues exclusively their own goals, realizes their
ambitions, shows interest in power, seeks to control
everything and keep abreast of everything that
subordinates are doing, does not let the situation take its
course, and is engaged in scrupulous planning of all moves
[26; 27]. The situational style assumes a variety of
approaches. The manager will show strong leadership
qualities if the situation requires it, single-capable of
making decisions, tightly control all processes in the
company and think ahead about all actions. At other times,
such a manager may give subordinates complete freedom
to action, encourage their initiative and accept the position
of a bystander [28-30]. The marginal style is the complete
opposite of the implementing style. Such a manager will
be extremely demanding of their employees, and at the
same time, they will become less critical of themselves.
Separate characteristics include the desire to avoid
responsibility for what was said earlier and attempts to
curry favour with the higher authorities. Leaders of this
style rarely motivated to accomplish challenging tasks. The
only thing that can affect such a manager is the direction
of the leadership from above [31-33].

A total of 37 respondents participated in the study. All
of them are in management positions with a minimum of
10 people and three years' experience as a manager.
According to the results of the study, 59 percent of all
respondents were found to have strong leadership skills. 22
percent had moderately pronounced leadership qualities,
and only 19 percent had very poorly developed leadership
qualities. After analyzing the answers of the respondents,
it is also possible to highlight the following common
features in the groups:

1. Managers with strong leadership skills described
themselves as extroverts; they like to organise social
events/gatherings/sports teams; they are not embarrassed
by having to be in the spotlight, it could be even said, they
enjoy it. These leaders take genuine pleasure in convincing
people, persuading them, making people change their
minds and influencing the thoughts and decisions of others.
They like to show initiative and be responsible for a
common cause.

2. Managers with weak leadership skills, on the other
hand, are more introverted. They are intimidated by the
need to be accountable for important issues; such a leader
experiences a sense of anxiety before negotiations and
meetings. They agree with the statement that working
under someone else's supervision is preferable to them than
working independently.

GLOBE, an international team of scientists, regularly
conducts research on leadership styles in 160 developing
countries around the world; this study was also conducted
in Kazakhstan. Data for 2020 suggests that the level of
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gender egalitarianism in the country ranges from relatively
low to medium. It is also worth mentioning that the most
popular leadership styles in Kazakhstan are charismatic
and team-oriented. The results of GLOBE studies
concerning other countries of the Euro-Asian region
showed the following results: in Russia, the level of gender
equality ranges from low to medium, and the most popular
leadership styles correspond to the results of Kazakhstan;
China has shown exactly the same results [34; 35]. Thus,
we can trace the influence of the cultural aspects of the
region on the perception of gender equality, as well as
preferences in the personality of a leader, since almost the
same results in these countries reflect common values and
ideas about the distribution of roles in society.

Conclusions

Recent monitoring shows that the influence of gender
stereotypes is gradually weakening in the post-Soviet
states. Instead of entrenched standards, there are
progressive models that bring more economic and social
benefits. In the CIS, apart from the economic prerequisites
for gender balance, socialism has also played a big role in
its time. Thanks to these facts, not only the number of
women among the top management of companies is
increasing, but also appears the prospect of them taking
leading positions among managers.

The reason for this is leadership management methods
that are different from those of men, great psychological
flexibility, which allows not only to resist external
circumstances, but also to bypass them. Researchers point
to men and women different approaches to management
styles. The first are more likely to choose for themselves

tendency towards democratic and liberal styles. For
maximum efficiency in managing the team and organizing
the company's activities, it is necessary to maintain a
gender balance both among managers and, if possible,
among regular employees.

In addition to all of the above, it must be added that a
born leader is distinguished by a multi-vector skill. This
requires both certain character traits and a spectrum of
acquired qualities, without which it is impossible to be a
successful leader. There is no doubt women can contribute
greatly by bringing their empathy and emotionality to
modern organizations. The introduction of a new role
model of a successful woman will help to broaden the
horizons of knowledge for employees of both genders,
which will have a positive impact on the success of the
entire enterprise.

The materials of the article are of practical value for
managers and executives of various enterprises, as well as
teachers and students who specialize in management. In
the course of the research, new questions and problems
arose that need to be solved. It is necessary to continue
research on the development of a methodology for forming
a gender balance among managers and solving the problem
of preparing heads of institutions for monitoring activities
for a rational approach to promoting employees to higher
positions based on their professional and leadership
qualities, without focusing on the gender aspect.

Acknowledgements
None.

Conflict of Interest

an authoritarian management style, while the latter showa  None.
References
[1T  Rud AS. Gender as a phenomenon in the leadership policy and the educational management. Lead Manag.

(2]
(3]
(4]
(3]
[6]
[7]
[8]
[9]

[10]
[11]

[12]

[13]

2018;5(4):193-210.

Bordean ON, Racz DS, Ceptureanu SI, Ceptureanu EG, Pop ZC. Gender diversity and the choice of conflict
management styles in small and medium-sized enterprises. Sustainability. 2020;12(17):7136.

Bayramova FA. The importance of leadership style of management of the head in decision-making. Balkan Sci
Rev. 2019;3(5):43-45.

Makarova SN. Gender features on behavior on men and female managers in the organizational conflicts. Bull
Moscow Univ SYu Witte Econ Manag. 2018;3(26):86-90.

Maltseva SM, Gvazdikov SV, Khizhnaya AV, Shigaeva ES. Gender stereotypes in management: prevention and
some ways to combat them. Azimuth: Econ Manag. 2020;2(31):359-360.

Udovichenko OA. Psychological features women-leaders in law-enforcement activity. Law and Order: HTP.
2017;3(14):81-90.

Chekh YuYu, Filippchenkova SI. A study of the emotional intelligence, leadership and creativity of modern
women leaders. World Sci Cult Educ. 2018;4(71):375-378.

International Labour Office. The presence of women in leadership positions contributes to business efficiency;
2019. https://www.ilo.org/moscow/news/WCMS_704999/lang--ru/index.htm.

Zarubin VG, Kiseleva LS. Gender aspects of leadership in business: World experience and Russia. ETAP: Econ
Theory Anal Pract. 2019;1:134-145.

Pestun I. Women's share in world statistics. Econ News. 2021. http://womenofrussia.org/business.aspx?1d=93.
Mikhailova TA, Balashkevich IV. Research on gender aspects in management. Euras Union Sci. 2020;6(75):64-
65.

Spytska L. Practice-based methods of bringing to legal liability for anonymous defamation on the Internet and in
the media. Soc Leg Stud. 2024;7(1):202-209.

Wang L, Ismailova J, Uteubayeva Y, Chen J, Kunzharikova K. Effect of pore size distribution on phase behavior
of sour gas and hydrocarbon mixtures in tight oil reservoirs. In: Society of Petroleum Engineers - SPE Annual
Caspian Technical Conference 2020, CTC 2020. Virtual, Online: Society of Petroleum Engineers; 2020.

254


http://womenofrussia.org/business.aspx?Id=93

[14]
[15]
[16]
[17]
[18]
[19]
[20]

[21]
[22]

[23]

[24]

[35]

Effective leadership styles for men and women in managing CIS companies

Borisov YuS, Kunitskii YuA, Korzhik VN, Yaprakova MG. Structure and some physical properties of plasma-
sprayed coatings of the nickel boride Ni3B. Sov Pow Metall Metal Ceram. 1986;25(12):966-969.

Yavorsky JE, Keister LA, Qian Y, Nau M. Women in the One Percent: Gender Dynamics in Top Income Positions.
Am Sociol Rev. 2019;84(1):54-81.

Adamkulova C, Aitbaev Z. Ensuring climate resilience in Central Asia through the establishment of a water
management education program. J Water Clim Chang. 2024;15(4):1551-1564.

Kulikova TN, Sofina VN. Psychological approach to the analysis of management styles of managers. Bull Pushkin
Leningrad State Univ. 2020;2:323-324.

Chornyi RS, Chorna NP. The impact of modern globalization processes on innovative development of labor
potential. Tkon Izsled. 2017;26(6):17-29.

Leisle TV, Anufrieva I'Yu. Impact of age and gender on manager’s emotional competence and leadership skills.
Azimuth Sci Res: Pedag Psychol. 2016;3(16):280-281.

Fedorenko EYu, Fedorenko MV. Management decision-making styles of executives with leadership skills. Bull
Krasnoyarsk State Pedag Univ VP Astafiev. 2017;2:154-159.

Nemov RS. Psychology. Moscow: Humanitarian Publishing Center VLADOS; 2003.

Fetiskin NP. Socio-psychological diagnostics of the development of personality and small groups. Moscow:
Institute of Innovative Psychotechnologies; 2009.

Howieson WB, Burnes B, Summers JC. Organisational leadership and/for sustainability: Future directions from
John Dewey and social movements. Eur Manag J. 2019;37(6):687-693.

Kakeshov BD, Kanybekova BK, Seidakmatov NA, Zheenalieva AO, Kokoeva AM. Political and Legal Aspects
of Criminal and Administrative Responsibility for Information Security Offences in the Context of National
Security of the Kyrgyz Republic. Econ Aff (New Delhi). 2023;68:987-993.

Askar A, Sunggat M, Maxat M, Nunzhigit S, Kanat Z, Ainur K, Arnay A, Asset O. Investigation of the Efficiency
of the Ozonator in the Process of Water Purification Based on the Corona Discharge. J Eco Eng. 2023;24(2):140-
151.

Kelly S, MacDonald P. A Look at Leadership Styles and Workplace Solidarity Communication. Intern J Bus
Commun. 2016;56(3):432-448.

Prokopov VG, Fialko NM, Sherenkovskaya GP, Yurchuk VL, Borisov YuS, Murashov AP, Korzhik VN. Effect
of the coating porosity on the processes of heat transfer under, gas-thermal atomization. Poroshk Metall.
1993;(2):22-26.

Yaari M, Blit-Cohen E, Savaya R. Management in social enterprises — Management style, challenges, and
strategies. J Gen Manag. 2020;46(1):36-46.

Novykova I, Chornyi R, Chorna N, Malik M, Rybak A. Ensuring of Financial Stability of the Enterprise by
Financial Management Tools. Lect Not Networks Syst. 2023;487:783-792.

Amidu MA, Ali M, Alkaabi AK, Addad Y. A critical assessment of nanoparticles enhanced phase change materials
(NePCMs) for latent heat energy storage applications. Sci Rep. 2023;13(1):7829.

Burnes B, Hughes M, By RT. Reimagining organisational change leadership. Leadersh. 2018;14(2):141-158.
McKee RA, Lee Y-T, Atwater L, Antonakis J. Effects of personality and gender on self—other agreement in ratings
of leadership. J Occup Organ Psychol. 2018;91(2):285-315.

Kunitskii YuA, Bespalov YuA, Korzhik VN. Structural heterogeneities in amorphous materials from a Ni-Nb
alloy. Sov Pow Metall Metal Ceram. 1988;27(10):763-767.

GLOBE. 4 unique large-scale study of cultural practices, leadership ideals, and generalized and interpersonal
trust in more than 160 countries in collaboration with more than 500 researchers;, 2020.
https://globeproject.com/results/countries/K AZ%3Fmenu=list.ht

Dankevych A, Dankevych V, Levchenko Y. EU integration and the business efficiency of the quality control
system of dairy products: The dilemma of ukrainian enterprises. In: Recent Trends in Business and Entrepreneurial
Ventures (pp. 61-83). Hauppauge, New York: Nova Science Publishers; 2023. DOI: 10.52305/KZZV1105

255


https://globeproject.com/results/countries/KAZ%3Fmenu=list.ht

Dauren

EdexTuBHi cTHIi JifepcTBa 1J1s1 40JI0BIKIB 1 ’KiHOK B yNIPaBJIiHHI KOMIIaHIAMH B KpaiHax
CHJ

Amnap Jlaypen
Vuisepcurer KIMEII (KazaxcTaHChbKHI IHCTUTYT MEHEDKMEHTY, EKOHOMIKH Ta IPOTHO3YBaHHS)
050010, mpocnekt Abas, 2, M. Anmmat, PecrryOrnika Kazaxcran

AHoTauis

AKTyaJIbHICTh. AKTYaIIBHICTh ITOCTABJICHOT y CTATTi MPOOJIEMH 3yMOBIICHA THM, IO B CYYaCHUX peallisX, He3BAKAIOUN
Ha BCi JOCATHEHHS ()EMiHi3My, T€HICPHI CTCPCOTHIIA MAIOTh 3HAYHHWN BIUIMB HA CIPUNHATTS MiIJIETIMMUA CBOTO
KepiBHHKA, 3aJIC)KHO BiJl TOTO, YOJIOBIK BiH UM JKIHKA.

Mera. Metoro cTaTTi € JOCTIDKEHHS €(PEeKTMBHUX ITOBEIIHKOBHX MOJIENIEH cepel| JiJepiB KOMaHJ Ta KEepiBHHKIB
KOMITaHI# Ha OCTPaITHCEKOMY ITPOCTOPI 3 ypaxyBaHHSM I'e€HJICPHOTO aCTICKTY.

MeTtonodorisi. [TpoBigHUM MiAX0A0M y IBOMY JOCITIJDKEHHI € 30ip Ta aHanmi3 iHdopmarlii, mo gae 3Mory BceOiuHO
PO3IIISIHYTH TMPOOJEeMy TEHJICPHOTO CIPHHHSTTS Ta CTWIIB JiJepcTBa. BUKOPHCTaHO Taki METOMM JOCIIKEHHS:
MOPIBHSJIBHUM, CTATUCTHYHUH, METOJI CTPYKTYpHOTO aHaJIi3y, METO/IM CUHTE3Y Ta JIeAyKiii, MeTo/ Kiacudikariii.

PesyabraTn. Y cTaTTi NpeCTaBICHO Pe3yIbTaTH JOCIIKEHHS €()eKTUBHIX CTHIIIB KEPIBHULTBA JUIS YOJIOBIKIB 1 KIHOK.
BusiBIeHO OCHOBHI MOTHBH BHOOpY KOXKHOI'O KOHKPETHOTO CTHJIIO YIIPaBJiHHS ITUICITIMMH. AHAJI3 BHIBUB
MIEPUIONPUYMHY T€H/IEPHUX CTEPEOTHUIIIB Cepe]] TOII-MEHEKMEHTY HiAPUEMCTB, @ TAKOX BIMIHHOCTI y CTaBJICHHI 710
XKIHOK-MEHePKEepiB y Kpainax 3axigHoi Ta CxigHoi €Bpomnn.

BucnoBku. HeoOXijHO MPOIOBXKHATH JOCIIIKEHHS 00 PO3POOKH METOAMKH (pOpMYBaHHS T€HJIEPHOTO OajlaHCy cepen
YIOpaBIiHIOIB Ta BHUPIMIEHHS NpPOONEMH IIATOTOBKM KEPIBHUKIB YCTaHOB JIO MOHITOPMHIOBOI iSUTBHOCTI JUIst
PpaioHaJIBHOTO MiIX0Ly JI0 TPOCYBAHHSI MPALiBHUKIB HA BUIIII TOCA/IM Ha OCHOBI iX Mpo(eciitHNX Ta JTiJePChKUX SIKOCTEH,
HE aKIEHTYIOYH yBary Ha FeHEPHOMY acCIEeKTi.

Koarouogi ciioBa: MeHEDKMEHT; MEHEKEP; TOBEAIHKOBI MOJIEI; XapaKTEPUCTUKH COLIAJIBHUX POJIeH; (heMIHHICTS i
MAaCKYJIiHHICTb.
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