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Career orientations are studied in psychological and pedagogical science in the context of solving the
problem of developing life plans. Today, there is no doubt about the need to transform public gender
consciousness. This has prompted the adoption of the Gender Equality Strategy in the Republic of
Kazakhstan, one of the objectives of which is to develop “new models of gender self-awareness”. The aim of
this study is to identify and analyze gender differences in the axiological sphere, particularly in the career
orientations of educational institution leaders. Career orientations are defined as specific forms of expression
of individual value orientations and social attitudes that determine the choice of professional strategies,
leadership style, and the specifics of organizational behavior. The study emphasizes that career attitudes not
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only shape individual professional trajectories but also contribute to the creation of a favorable psychological
climate within the team. The results of the experimental study confirmed the primary hypothesis: a gender
balance in the behavioral characteristics of managers working in tandem is essential for high social manage-
ment effectiveness, as measured by employee satisfaction. The empirical results revealed significant,
complementary differences between male and female leaders. This complementarity fosters a sustainable
gender balance in managerial behavior and contributes to the improved performance of educational
institutions.

Key words: value orientations, career orientations, management styles, managers, gender differen-
ces.

BINIM BEPY ¥bIMAAPbI BACLUBINAPbIHbIH MAHCANTbIK BAFOAPIIAPbIHbIH
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MaHcanmeik 6ardapnap ncuxonoausifibik-nedazoaukarnbikK fbiibiMOa emipsiik xocnapnapdbl Kypy me-
cerneciH wewy macerneciHOe 3epmmenedi. byaiHei maHOa KoramObiK 2eHOepsliK caHaHbl e32epmy Kaxem-
minieciHe KymeH xokK. byn KasakcmaH PecnybnukacbiHOa eHOepnik meHOik cmpameausicbiH Kabbiidayra
mypmki 60n10bi, OHbIH MaKkcammapbiHbIH 6ipi «2eHdepnik e3iH-e3i maHyObiH xaHa ModesnblepiH» o3iprey
6onbin mabbinadsl. byn 3epmmey0iH MaKkcambl — akCUoo2usinbiK cepepadarsl, aman atimkaHda, 6inim 6epy
ylbiMbl baclwblnapbiHblH KapbeparsblK bardapnapbiHOa e2eHOepnik alibipMawbiiibiIKmapObl aHbIKmay XoHe
manday, Kapbepanbik 6ardapnap kKecibu cmpameausinapObi maHdaydbl, kewbacwhbliblK cmuibli XoHe
YUbIMObIK MIHE3-KYbIK epeKwenikmepiH aHbiIKmalimbiH xeke KyHObIbIK bardaprapbl MEH aeyMemmik Ka-
mbiHacmbl kepcemyOiH Hakmbl HbicaHOapbl pemiHOe aHbiKmanadbl. 3epmmeyde MaHcarnmbiK Ke3Kapacmap
JXeke Kacibu mpaexkmopusinnapdbi KasbimmacmbIpbill KaHa Koumaulobl, COHbIMEH Kamap YXbiMOa Kosaulsb!
MICUXOI02USAbIK KITUMammbl Kypyfa biKrasa ememiHi amar KepcemineeH. GKcrnepuMeHmmik 3epmmey Ho-
muxerniepi Heeidai auriomesaHbl pacmadbl. maHOemMOe XyMbiC icmelimiH MeHeOeprnepOiH MiHE3-KYIIbIK CU-
nammamarsnapbiHOarbl 2eHOepriik mene-meHOIK Kbi3memkepiepOiH KaHarammaHybIMEeH erueHemiH aney-
mMemmik backapyObiH Xorapbl muimdiniei ywiH eme MaHbi30bl. QMAIUPUKarnbiK Homuxxenep eprep MeH aler-
Oep bacuwbinapbiHbiH apacbiHOarbl eneysi, 6ip-6ipiH MonbikmbipambiH albipMawblibiKmapoObl aHbIKMaobl.
byn 6ipiH-6ipi monbikmbeipy 6ackapywblnbiK MiHe3-Ky/blKkmarbl mypakmbl 2eHOepsiik mene-meHOikmi Kam-
mamachki3 emedi XoHe 0Ky OpbIHOaPbIHbIH XYMbIChIH XXaKcapmyfa bikrnan emeoi.

TyliHOi ce30ep: KyHObINbIK bardaprapbl, kKapbeparnsik bardapiap, 6ackapy cmunsoepi, kewbacuwbl-
nap, eeHOeprik alibipMawbifibiKmap.
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KapbepHble opueHmayuu u3y4aromcsi 8 [ICUX0/1020-neda2o2udeckoll HayKke 8 pamkax peweHus
npobnembl MOCMPOEHUST XU3HEHHbIX rnaHog. Ce200HST Hem COMHeHul 8 Heobxodumocmu U3MEHEeHUSs
obwiecmseHH020 2eHOePHO20 CO3HaHUS. OMO MOCYXUI0 MOJTYKOM K NpuHsImMuro 8 Pecrnybriuke KaszaxcmaH
Cmpameauu 2eHOepHO20 paseHcmea, 00HOU U3 yenel komopol sienssemcs paspabomka «HO8bIX modernel
2eHOepHO20 camMorno3HaHus». Llenbo 0aHHO20 uccrnedo8aHusi SA8Msemcs 8bise/ieHUe U aHanu3 2eHOepHbIX
pasnuyuli 8 akcuosozudeckol cghepe, 8 YacmHOCMU, 8 KapbepHbIX OpueHmauyusix pykosooumerneli o6pa3so-
sameribHbIX yupexdeHul. 100 KapbepHbIMU OpueHmMauyusMu MoHUMaromesi ocobbie ¢hopMbl MPOsIBEHUS
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UEHHOCMHbIX opueHmauyul TUYHOCMU U coyuarbHbIX YCMaHOBOK, ornpedensiouux esibop npogheccuoHars-
HbIX cmpameaul, cmursb pykogodcmea U crieyugbuky opeaHusayuoHHo20 rnosedeHus. B pabome akuyeHmu-
pyemcsi BHUMaHUe Ha MoM, Ymo KapbepHbIe yCmaHO8KU (hOPMUPYOM He MOJSibKO UHOUBUOyarlbHbIE Mpo-
geccuoHarbHble mpaekmopuu, HO U 8HOcsIM ekad 8 co3daHue b1a2onpusimHO20 MCUX002UYeCK020 Kilu-
Mama 8 Kosiriekmusee. Pe3yribmambi aKcriepuMeHmarbHo20 uccriedosaHusi nodmeepdusiu OCHOBHYIO 2urlo-
me3y: eeHOepHbIl banaHc 8 nosedeHYeCKUX Xxapakmepucmukax MeHedXepos, pabomarouwux 8 maHoeme,
umeem peuwarujee 3HadeHue 05 8bICOKOU 3ghgheKmueHOCMU CcoyuaribHO20 yrpaesieHus, usmepsemol
y008/1eMBOPEHHOCMbIO COMPYOHUKO8. [1oslyYeHHbIe 3MupuYecKue pesynbmamal nokKkasanu Haauque 3Ha-
YUMBbIX pasnuyul Mexoy MyXHUHaMu U XeHUWUHaMu-pyKkoeooumeriaMu, KOmopble HOCSIM KOMIeMeHmap-
HbIl xapakmep. Takas 83aumModorosiHIeMocmb ¢hopmupyem ycmoulquabil eeHOepHbIl banaHc 8 yrpaesieH-
YyeckomMm rnogedeHuUU u crnocobecmeyem rnosbieHU 3thghekmusHocmu hyHKUUOHUpO8aHUsS obpazoeamerib-
HbIX opeaHu3ayud.

Knroyeeble crioea: UeHHOCMHbIE OpueHmMauuu, KapbePHble opueHmauyuu, CMusu yrnpaessieHus,
pykosodumersu, 2eHOepHbIe pasu4usi.

Introduction. Career orientations are studied in psychological and pedagogical science in the context
of solving the problem of developing life plans. Since, in modern conditions, schools do not pay the same
attention to career guidance issues, the research object is primarily students. The focus is on studying the
motivation for the career preferences of student youth in the process of preparing for professional activity.
The problem is due, firstly, to the fact that in the new conditions, those with an egalitarian gender identity
have psychological advantages in adaptation and psychological well-being (R. E. Pauletti, M. Menon, P. J.
Cooper; C. D. Aults, D. G. Perry; M. L. Dean, C. C. Tate; K. Deaux, L. L. Lewis and others). Although the
mentioned studies have shown that gender balance and egalitarian gender identity have a positive impact on
an individual's psychological adaptation, most of them have been conducted in the context of student youth
or the general population. These studies have not sufficiently addressed the impact of gender identity on
supervisory behavior in professional management, particularly in educational organizations. Additionally,
while some authors interpret gender identity as a resource for an individual's adaptation, other researchers
view it as a result of social norms and cultural stereotypes. Secondly, it plays an important role in the
development of the quality of human capital, which influences the progressive development of the individual
and society as a whole. The transformation of public gender consciousness towards egalitarianism is a
condition for self-actualization of women and men (S.J. Rogers, P.R. Amato; G. Kaufman, P. Uhlenberg; K.
Donnelly, J.M. Twenge; A.H. Eagly, V.J. Steffen and others). The authors mentioned emphasize the role of
gender equality in improving the quality of human capital, their works often focus on macro-social or family-
related issues. While the transformation of gender consciousness towards equality is seen as a prerequisite
for personal fulfillment, specific mechanisms in the context of management and educational leadership are
not systematically analyzed. While some studies approach gender equality from a structural and functional
perspective, linking it to economic efficiency, others now prioritize personal development and the flexibility of
social roles.Thirdly, the influence of persistent traditional gender stereotypes and prejudices on the attitude
towards women in the professional and family spheres. Their negative effects are discrimination at work and
domestic violence (B. Rottweiler B, C.Clemmow, P.Gilla; T.A. Kupers; |.K. Broverman, S.R.Vogel; J.H.
Duckitt; M.E. Heilman, A.H.Eagly and others). These studies demonstrate that traditional gender stereotypes
significantly influence perceptions of women's professional and family roles. However, many of these studies
focus on gender discrimination as a socio-psychological phenomenon and do not specifically address its
impact on management practices, particularly in educational institutions. While some authors explain gender
stereotypes at a structural level, leading to inequality in the labor market, others explore them through the
lens of interpersonal perception and evaluation. In addition, the phenomenon of skepticism towards
professional competence in relation to female leaders and the phenomenon of the "glass ceiling" have not
been sufficiently empirically studied in the context of educational management. In Kazakhstan, the increase
in domestic violence, including fatalities, has necessitated criminal punishment and an increase in the staff of
special units for the protection of women [1]. According to a study by K. Goldin, cited by the Halyk Research
group, in Kazakhstan, in all sectors of the economy, except for education, the gender pay gap persists,
which is higher than the world average. In 2022, women's wages in Kazakhstan were ¥ less than men's. The
main reason is the preservation of traditional gender roles in the family, women working two shifts — at the
workplace and at home [2]. Fourth, the impact of wage discrimination against women on the growth of the
country's economy, which receives less income, which is reflected in the material well-being of all
Kazakhstanis [2, p. 2]. In studies on the impact of gender inequality in wages on the country's economic
growth, the issue is primarily addressed at the macroeconomic level. These studies demonstrate that
women's low income indirectly affects the gross domestic product, tax revenues, and the material well-being
of the population. However, these studies do not sufficiently analyze the mechanisms of economic inequali-
ty's impact on the management structure in the education sector, personnel policies, and professional
motivation. Additionally, the influence of wage disparities on professional self-esteem, career aspirations,
and management practices in the education sector requires further empirical research. From this perspecti-
ve, the study of gender-related economic inequality in relation to management activities in educational
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organizations is scientifically novel and practically significant. Fifth, the significance of the state of gender
self-awareness is conditioned by the international obligations of Kazakhstan, which it assumed as a subject
of the world community after gaining sovereignty. They cover a wide range of areas: the Beijing Platform for
Action for the Advancement of Women, as well as the UN Convention on the Elimination of All Forms of
Discrimination against Women, the ILO Convention on Equal Remuneration and the Convention on the
Political Rights of Women [3-6]. The Constitution of the Republic of Kazakhstan prohibits discrimination on
the basis of gender [7]. The fundamental documents are: the "Gender Equality Strategy of the Republic of
Kazakhstan", the law "On State Guarantees of Equal Rights and Equal Opportunities for Men and Women",
and the "Concept of Family and Gender Policy in the Republic of Kazakhstan until 2030" [8-10]. Their imple-
mentation should lead to equality and promote increased gender tolerance in society. These international
and national documents establish gender equality at the legal level and define the institutional framework.
However, the scientific literature does not sufficiently analyze the impact of legal norms on real management
practices, especially on pedagogical management in educational organizations. In most cases, gender poli-
cies are described at the level of strategic documents, and the mechanisms for their transformation into
internal organizational culture, management style, and leadership models are ignored. Additionally, the issue
of the gap between legal provisions and real social and pedagogical practices has not been fully addressed.
In this regard, an empirical study of the formation of gender identity and its impact on managerial behavior in
educational organizations is relevant.

At the global level, organizations such as the UN, WEF, OECD, and the World Development Bank
consider and focus on human development indices, gender gap indices, gender development indices, the
SDG gender index, and others. Common to all indices is that gender equality is one of the key indicators or
areas. Kazakhstan's position on the Global Gender Gap Index is unstable. In 2022, Kazakhstan did not
reach the global midpoint in the Global Gender Gap Index [11]. According to a 2020 study of the Social
Gender Norms Index, it was found that over 90% of Kazakhstan's residents adhere to patriarchal gender
stereotypes [12].

Today, there is no doubt about the need to transform public gender consciousness. This has prompted
the adoption of the Gender Equality Strategy in the Republic of Kazakhstan, one of the objectives of which is
to develop "new models of gender self-awareness".

The scientific novelty of the study lies in the comprehensive gender-pedagogical analysis of the career
orientations of the heads of educational organizations. For the first time, the study examined the value
orientations, management styles, and managerial skills of male and female heads in relation to the quality of
the educational process and the socio-psychological climate of the educational organization. The study
empirically demonstrated that gender characteristics contribute not only to the effectiveness of management,
but also to the professional interaction of the teaching staff, the culture of cooperation, and the stability of the
educational environment. The study also proved that gender balance in management is a factor that
influences the harmonious development of the educational system.

The following hypotheses were put forward during the study: gender-related pedagogical differences
in the career orientations of male and female managers determine their management style and the specifics
of pedagogical interaction; the complementarity of the management skills of male and female managers
contributes to the formation of a favorable pedagogical environment in an educational organization; gender
balance in management enhances the professional efficiency of the teaching staff and the level of employee
satisfaction.

The purpose of this study is to identify and analyze gender differences in the axiological sphere,
specifically in the career orientations of educational institution leaders.

Materials and methods. Career orientations represent a special case of value orientations. Of
fundamental methodological significance is the fact that value orientations influence the direction of the
individual. Accordingly, they influence the characteristics of the holistic system of relationships with oneself,
others, and those around one, i.e., the worldview and individual philosophical conception of life. Thus, they
act as a powerful motivator that organizes behavioral patterns and methods for achieving goals in all spheres
of human activity. It is no coincidence, as V.A. Chiker notes, that in American social psychology, the concept
of value orientations in the professional sphere coincides with the concept of career orientations, or so-called
career anchors [4]. In psychological science, a career, as G.S. Nikiforov and M.A. Dmitrieva emphasize, is
defined not only as a type of specific occupation, but also as a path to professional success [5]. In particular,
in social psychology, acmeology, and management psychology, the concept of a career reflects a system of
social attitudes, or attitudes. Their determining function at the level of individual behavior is manifested in
their behavior patterns and goal-achievement characteristics.

In general, career orientations, firstly, are recognized by the individual to varying degrees. Secondly,
as values and attitudes, they are characterized by relative stability, influencing the behavior of individuals,
including managers, which is perceived in a certain way by subordinates. This issue has not previously been
studied in psychological science.

The authors of this article examined this issue while verifying a hypothesis about the influence of
gender balance in the behavioral characteristics of managers working in tandem on the high social
performance of an organization. According to authoritative scholars, employee satisfaction is an indicator of
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social success (G.V. Leonidova, N.V. Minenko, V.P. Pugachev, N.I. Churakova, N.V. Shutova, and others).
Gender balance refers to the mutual complementarity of skills that are expressed to varying degrees in male
and female managers.

The hypothesis was based, among other things, on the assumption that organizational effectiveness is
influenced by gender balance, which is determined by different styles, which, in turn, are influenced by the
motivating value orientations of the manager.

Results and discussion. The study focused on top and middle managers at educational institutions
in Semey. Career orientations were assessed using E. Schein's "Career Anchors" test, adapted by V.A.
Chiker.

The test data revealed hierarchies of value orientations among managers (male and female):
professional competence, management, autonomy, stability, service, challenge, lifestyle integration, and
entrepreneurship. According to the average values, the most significant triad for men is the orientation triad
related to challenge (19.9 points), entrepreneurship (18 points), and autonomy (13.7 points) (Figure 1).

19,9 18
13,7
11,9 106
Challenge Entreprenewrship Autonomy Management Lifestyle Integration Job Security Service Rles idential Stability

Figure 1 — Career orientations of male managers

This means that men's behavior in activities motivated by such values is characterized by competition
and rivalry in the service market, the desire to triumph over competitors, overcoming barriers and difficulties,
and solving unconventional problems to achieve their goals. For them, victory is a priority, even if everything
is at stake and there is no absolute guarantee. It is this exciting process leading to victory, rather than any
specific area of activity itself, that is of primary importance. Hence, their values, which allow them to be open
to everything new, a desire to innovate, and a lack of fear of external threats and risks, are natural.
Managers who embody such values can rightfully say, "I did it!"

Entrepreneurship as a value orientation is manifested in male managers willingness to creatively
develop what is still new in the service market (18 points). It is crucial to play an independent and leading
role. For example, independently creating their own production of new goods and services, i.e. Their own
"brainchild,” where the most important thing is that it's their own, under their own name, brand, or logo, etc.
Hence, the natural tendency among managers is to assume a position of authority as a sole proprietor and a
focus on autonomy (13.7 points). This, in essence, dictates a desire to do everything and decide everything
themselves, to be free from any kind of regulations, rules, or limitations that might constrain them, limiting
their initiative and independence.

To understand what drives managers, it's important to consider the least significant orientations, those
that occupy the lowest ranks in the hierarchy. Men's rejection of the value orientations of residential stability
(7.9 points) and service (8.4 points) means they will readily leave home or the region they live in to work
anywhere where they can fully realize their values and needs, as described above. Since the process of
striving for victory is their priority, regardless of the field of activity, this explains the negligible significance of
the orientation associated with job stability (9 points). They strive more for interesting and exciting work than
for one that guarantees stability (salary, position, etc.). They are more focused on their personal needs for
satisfying ambitions, new achievements, and accomplishments. For this reason, the orientation of service (to
people, humanity, etc.) apparently has no significance for them (8.4 points). Even the creation of new
products and services is motivated more by the values of the dominant orientations of entrepreneurship and
challenge than by the desire to improve the world for people.

Meanwhile, all these orientations, manifested in behavioral motives, form different management styles.
In accordance with the study's objective, the Zakharov test and interviews were used to examine the
behavior of managers as perceived by their subordinates.

According to the data obtained, male managers in their practice of managing effective companies
more often employ an authoritarian management style (64%) (Table 1). It is noteworthy that this style is
almost three times more preferred than the democratic style (22%). Meanwhile, the permissive style is
virtually ignored, not used, and accounts for 14%.
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Table 1 — Values of indicators of management styles with a high level of effectiveness

Styles Authoritarian Democratic Liberal
Males
1.D.B-n 64% 27% 11%
2. L.S-ov 63% 15% 18%
3. S.S-in 68% 21% 17%
4. D.lbr-v 60% 19% 12%
5. V.Ol-n 62% 23% 10%
6. G.Br-v 66% 22% 14%
7. 0.G-ev 65% 25% 16%
Average values 64% 22% 14%
Females

1. N.Ush-va 33% 57% 15%
2. R.A-na 35% 54% 17%
3. O.K-va 31% 55% 11%
4. T.S-k 32% 53% 9%
5. M.Yu 29% 56% 11%
Average values 151 (32%) 264 (55%) 65 (13%)

Despite the authoritarian management style of men, employees experience job satisfaction because,
thanks to their strengths, they have a clear and specific vision of strategic goals, an understanding of the
company's direction, and how these goals will be achieved. Men excel at this aspect of management,
thereby inspiring their subordinates. The organization's success, despite the authoritarian management of
male managers, is determined by two factors. The first, according to a content analysis of interview results, is
that the costs of this style are offset by the authority derived from the strengths of male managers:

» Competence and intelligence — 72%;

* Meeting commitments and responsibility — 69%;

» Focus on results — 92%;

» Courage, risk-taking, ambition, and innovative thinking — 85%.

The second reason is the complementarity of their styles with the female management style, which will
be discussed below in the context of the female hierarchy of value orientations. The triad of values of lifestyle
integration (19 points), management (18.6 points), and job stability (15.9 points) ranks first (Figure 2). While
male managers are almost entirely absorbed by their "brainchild"-the company—-women don't consider
themselves to have a choice: either family or work. The activities and behavior of female managers are signifi-
cantly influenced by the desire to integrate these two interests and balance family and work-related ones. Self-
development and career development are linked to an interest in improving the quality of life for their family, not
just the company. This is one factor in their behavior, which is aimed at responsiveness to criticism from subor-
dinates and learning from them in areas where they feel weaker and less competent. It should be noted that in
the companies studied, female managers occupied a subordinate position relative to the top male manager.

19 18,6
15,9
12,7
10,9
10 10
I 8.2 7.9

Lifestyle Management  Job Security Autonomy Professional Residential Challenge Service Entrepreneurship
Integration Competence Stability

Figure 2 — Career orientations of female managers
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A management orientation significantly influences responsible behavior for work results, a desire to
integrate various functions, and a desire to demonstrate flexibility in communication and interaction with
employees. Unlike male executives with high potential for winning ambition, female executives are primarily
motivated by the need for security and stability. The latter provides them with a certain level of certainty and
predictability. It's no coincidence that job stability is also a priority. For female executives, it's important that
the company they work for is reliable, caring, and stable (without the risk of bankruptcy, loss of competiti-
veness, etc.). This influences their attitudes and behavior. Specifically, they strive to maintain and support an
optimal internal corporate environment through management functions such as monitoring, motivating, and
supporting employees, creating a favorable psychological climate, etc.

Managerial motivation: Career value orientations of women executives. The critical values were Ucrit =
11 (p £ 0.05) and Ucrit = 6 (p < 0.01). The empirical U values for the orientations in which gender differences
were identified fell within the significance zone.

An analysis of the orientations that are least significant for women also reveals differences. Their
behavior is largely unaffected by values associated with entrepreneurship (7.9 points) and challenge (10
points), while these are a priority for male managers (18 points and 19.9 points, respectively).

This means that they do not strive for competition and victory, as do men. They are more likely to be
motivated by avoiding failure than by achieving success, or by winning at any cost. This is especially true
when working in uncertain or turbulent, rapidly changing environments that involve risk and overcoming
barriers and difficulties. They do not strive for the right to be pioneers or managers, or to determine
everything in the organization based on the principles of one-man management. However, women have in
common with men that their behavior is least influenced by a service orientation (8.4 and 8.2 points,
respectively).

The statistical significance of gender differences in value orientations was tested using the Mann-
Whitney U-test (Table 2).

Table 2 — Statistical Significance of Gender Differences in Career Value Orientations (U-test)

Orientations Males Females Mann-Whitney U test

Professional Competence Uemp = 14
9,7 10,9 Uemp> Ucrit (p<0.05)
Uemp S in the insignificance zone
Management Uemp = 0,1
11,9 18,6 Uemp < Uerit (p<0.05)
Uemp in the insignificance zone
Autonomy Uemp = 16,5
13,7 12,7 Uemp > Ucrit (p<0.05)
Uemp in the insignificance zone
Job Security Uemp =0
9 15,9 Uemp < Ucrit (p<0.05)
Uemp in the insignificance zone
Residential Security Uemp = 7,5
Uemp > Ucrit (p<0.05)
7.9 10 Uemp < Ucrit (p0.01)
Uemp in the insignificance zone
Service Uemp = 22,5
8,4 8,2 Uemp > Ucrit (p<0.05)
Uemp in the insignificance zone
Challenge Uemp = 0,1
19,9 10 Uemp < Uecrit (p<0.05)
Uemp in the insignificance zone
Lifestyle Integration Uemp =0
10,6 19 Uemp < Uerit (p<0.05)
Uemp in the insignificance zone
Entrepreneurship Uemp = 0,2
18 7,9 Uemp < Ucrit (p<0.05)
Uemp in the insignificance zone

Thus, testing of statistical hypotheses confirmed, at a significant level, a significant predominance of
orientations toward management, lifestyle integration, and job stability among female managers (p<0.01;
p<0.05), while among men, orientations reflecting the need for entrepreneurship and responding to
challenges (p<0.05) prevailed.
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Thus, a comparative analysis of the ranks of orientations in both gender hierarchies indicates their
complementary nature. Specifically, the orientations toward challenges and entrepreneurship that are
prioritized by men and influence their management style occupy the last ranks in the hierarchy of women's
orientations. Meanwhile, orientations toward job stability, management, and lifestyle integration, which are
dominant in women's axiological sphere, are in the middle and bottom of the hierarchy in men's hierarchy.
Thus, the career orientations of managers are mutually complementary.

The same applies to management styles. Female managers at the same Alikhan Bokeikhan University
more often use a democratic management style than an authoritarian one (55% and 32%, respectively),
although there is no clear preference, as seen among men (Table 1). According to interviews, the strengths
of their management style include the ability to:

« efficiently organize work within the company — 65%;

* build a team and a positive psychological climate — 83%;

» motivate employees by exercising ongoing control over routine processes — 79%;

« interact on a collegial, equal basis — 87%.

Meanwhile, women, like men, in effective companies agree with the liberal management style,
avoiding it or very rarely practicing it (13%). This also corresponds to the specific nature of their value orien-
tations. It follows that managers of effective companies, regardless of gender, are the least likely to take a
detached position in management. They consider any form of detachment to be inappropriate when resol-
ving serious issues affecting the company. They unaccept a lack of initiative and familiarity with subordi-
nates, as well as situations where they fail to take action themselves and are directed by subordinates.
Bottom-up management is not accepted, recognizing that such irresponsibility can damage a manager’s
reputation and undermine their authority. Furthermore, a permissive style will inevitably lead to decreased
productivity and competitiveness due to a formalistic approach to work, indifference to employees, and a lack
of systematic monitoring and motivation. Meanwhile, both styles practiced by managers, determined by their
sets of value orientations, ensure the kind of management that fosters social effectiveness precisely because
of their complementarity. Thus, an organization's success is influenced by the gender balance of mana-
gement behavioral traits, shaped by the value orientations that define the different management styles.

Organization and methods of the experimental study.

Schools in Semey served as the experimental base.

The study was conducted over two years:

Stage 1 — studying the current state of gender differences in management psychology, organizational
psychology, gender management, gender sociology, and economics (analysis of studies, reviews, statistics,
and publications);

Stage 2 - identifying current issues and unexplored aspects of gender differences in management;

Stage 3 — selecting standardized methods and conducting the experimental study;

Stage 4 — mathematical and statistical processing of the actual data, interpretation, and preparation of
the text.

Since the study of gender differences was conducted in the context of their impact on the social
performance of companies, the experimental sample was first selected. It included only those companies
whose employees demonstrated a high level of satisfaction (a performance criterion).

A total of 97 people participated in the experimental study, and 15 employees participated in inter-
views. The study utilized a comprehensive approach, taking into account both subordinate assessments and
manager self-assessments. The managers studied included top managers (directors and their deputies),
mid-level managers (project managers, and department managers), and 12 other people. Thus, the study
involved a total of 109 individuals.

The psychodiagnostic study was conducted in groups for employees and individually for managers. To
enhance the reliability of the results, testing and interviews were conducted anonymously.

The following psychodiagnostic methods were used during the empirical study of gender differences in
management performance.

Methodology for Assessing Job Satisfaction in a Company

This method was used to assess the level of employee satisfaction with the work organization and
management.

Contains questions, the answers to which reflect:

« Company prospects;

* Management style;

 Psychological climate;

* Working conditions;

 Benefits package;

* Remuneration;

 Content of work;

* Opportunity for self-realization;

« Career growth [13].
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According to the instructions, subjects rate the questions with the following answers:

3 points — agree, 2 points — don't know, 1 point — disagree.

Clark L. Wilson's "Managerial Skills Cycle" (The Survey of Management Practices)

The test was used as part of a comprehensive approach to studying employee assessments of
managers' skills and managers' own self-assessments. This approach minimized subjectivity in assessments
of managers' management skills. The test contains 145 questions, divided into eight blocks, consisting of 23
scales. The test manual by V.A. Chiker [14] was used for interpretation.

To determine the level of managers' management skills, only one scale from each phase of the
management cycle was used:

Phase I. Scale A. Clarification of goals and objectives.

Phase Il. Scale B. Relationships with subordinates.

Phase Ill. Scale E. Providing necessary working conditions.

Phase IV. Scale F. Feedback.

Phase V. Scale I. Goal motivation (pressure on subordinates),

Scale J. Delegation of authority.

Phase VI. Scale K. Encouragement and recognition of good work results. Questionnaire "Activity-
Based Characteristics of Management and Leadership” (A.L. Zhuravlev, V.P. Zakharov).

The methodology includes 16 management situations, the answers to which indicate a specific
management style — authoritarian, democratic, or liberal. According to the instructions, subjects select the
answer option in each situation that they most prefer in management practice — A, D, L. [15].

Edgar Schein's "Career Anchors" test, adapted by V.A. Chiker and V.E. Vinokurov [14].

The methodology was used to assess priority career value orientations, which constitute the leading
system of motivators for managers' activities. According to the author of the test, orientations are stable and
can determine motivations for activity over a long period of time. The questionnaire contains eight scales;

The scales reflect key career orientations, or "career anchors" according to E. Schein:

» professional competence;

* management;

» autonomy (independence);

* job stability;

* residential stability;

* service;

» challenge;

« lifestyle integration;

* entrepreneurship.

Mathematical and statistical methods were used to process the obtained data.

Student's t-test

This test was used because it compared mean quantitative indicators whose distribution tended to a
normal Gaussian distribution. It was used to assess the significance of gender differences in two unrelated
samples—female and male.

The empirical value of the test was determined by the formula:

_ny -5l

te =
2 Z
9,92
Ny No

where M; — arithmetic mean of the first sample; M, — arithmetic mean of the second sample; ; — standard
deviation of the first sample; a; — standard deviation of the second sample; N; — size of the first sample; N, —
size of the second sample. In accordance with the algorithm, the empirical value temp was compared with
the critical value tcrit.
Mann-Whitney U-test is a special case, an alternative to the Student's t-test. It has also been used to
assess the significance of gender differences in two unrelated samples, but the sample sizes are smaller.
The empirical value of the U-test was determined using the formula:

X X 1
Uemp= (g X mpu X020 7,

where 1, is the number of subjects in sample 1;
N, is the number of subjects in sample 2;
T, is the larger of the two rank sums;
1, is the number of subjects in the group with the larger rank sum.

Based on the results obtained, the following conclusions were drawn.

» Gender differences in management styles, manifested in behavior, are significantly influenced by
differences in the value sphere. The activities of female managers are primarily motivated by the "Manage-
ment," "Lifestyle Integration," and "Job Security" orientations, while men are motivated by the "Challenge"
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and "Entrepreneurship" orientations. Preferred orientations, such as management styles and management
skills, are complementary, creating a gender balance. The dominant orientations in the women's hierarchy
occupy the middle and last ranks in the men's hierarchy. Gender differences are statistically significant
according to the Mann-Whitney U-test (p<0.05).

» According to the leading orientations, the specific sphere of activity is not important for male
managers. The process of achieving victory and successful results, associated with the ability to overcome
obstacles and uncertainty, is important. This explains such behavioral characteristics as authoritarianism and
achievement motivation; Focus on results, not people; decisiveness and courage in the face of threats and
risks; a desire for innovation, and an interest in the company's innovative development.

* In line with dominant orientations, female managers are equally focused on both work and family.
Their activities and behavior are strongly influenced by the need for security through motivation, control, and
the creation of a favorable internal corporate environment. This leads to efforts to effectively implement all
management functions and work processes to ensure, above all, stability—production, personnel, and results.
This also explains women's desire for self-development, training, including that of subordinates, and
communicative flexibility.

Conclusion. The stated objective of the study was achieved. This study experimentally examined
gender differences in the management performance of managers at small and medium-sized enterprises.

The results of the experimental study confirmed the primary hypothesis: a gender balance in the beha-
vioral characteristics of managers working in tandem is essential for high social management effectiveness,
as measured by employee satisfaction.

Two additional hypotheses were also confirmed. First, the completeness of the management cycle in
effective organizations is influenced by the varying degrees of managerial skills of male and female mana-
gers, provided these skills are complementary and mutually supportive. Thus, effective management re-
quires a gender balance in managerial skills. Second, effectiveness is influenced by the gender balance in
the behavioral characteristics of managers, determined by their different styles. These behavioral characte-
ristics, in turn, are determined by the value orientations of managers, which also have gender differences.

The study addressed all the stated objectives:

 The current state of gender management and key research trends were examined. * An experimental
study of company social performance and employee satisfaction was conducted.

» Gender differences in managerial skills necessary for implementing the full management cycle were
identified, as assessed by employees and company managers' self-assessments.

» Gender preferences for management styles were examined, and their relationship with the level of
managerial skills in male and female managers was determined.

» Gender differences in the motivation of managers based on value orientations were examined, and
their relationship with managerial skills and management styles was determined.

The obtained results on gender differences were confirmed for statistical significance (p<0.01; p<0.05)
using the Student's t-test and the Mann-Whitney U-test.

Based on the results of the experimental study, the following general conclusions were drawn.

1. Gender differences in managerial behavior were studied in the context of the factors that influence
the social performance of organizations. Today, the competitiveness and development of companies are
impossible without this type of performance, along with economic efficiency. Its main indicator and criterion is
employee satisfaction with management.

2. Dominant conditions and factors of social effectiveness were identified: "Prospects," "Content of Work
Performed," and "Management Style." Thus, employee satisfaction is influenced, firstly, by management in
which the company's manager creates a clear understanding of the company's ultimate goal and development
strategy, as well as expected results, thereby motivating them to achieve. Secondly, satisfaction is driven by
work content that allows for variety through initiative and creativity. Thirdly, employee satisfaction is significantly
influenced by the management style of managers as a way of organizing work and team interactions.

3. Management activity is considered as a management cycle, in which the implementation of each
phase requires specific skills from the manager. Firstly, gender differences in the effectiveness of managers'
management skills, as assessed by highly satisfied employees (p<0.01), were established at a statistically
significant level using the Student's t-test. Secondly, these skills are complementary, i.e., mutually supporti-
ve. Company effectiveness depends on the completeness of the management cycle, which is ensured by a
gender balance of complementary management skills among male and female managers working in tandem.

4. Male managers are most successful in setting and communicating goals, as well as securing the
resources necessary to achieve them. Their skills are expressed in strategic management, which requires
the ability to analyze the organization's external environment—risks and threats—and develop actions to miti-
gate them for the organization's further development. Women, according to employees, are more successful
in tactical management, demonstrating skills related to relationships, providing feedback, monitoring, dele-
gating authority, and rewards. Unlike men, their skills are focused on the company's internal environment.

5. Employees' subjective assessments of gender differences in management confirmed the same
gender balance found in managers' self-assessments of these same management skills. Statistical hypothe-
sis testing, using the Mann-Whitney U-test, revealed significant differences (p<0.01).
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6. Gender balance in management styles is also an important factor in companies' social performance.
It was found that male managers significantly prefer an authoritarian style, while women prefer a democratic
style. Satisfaction with companies led by authoritarian male managers is explained by two factors. Firstly,
their authority, which is based on strengths perceived by their subordinates: efficiency, focus on results,
courage and willingness to take risks, decisiveness, openness to new ideas, and a willingness to find inno-
vative solutions to achieve goals. Secondly, there is a gender balance in behavioral characteristics, driven by
the different management styles of men and women. Differences in behavior manifest themselves at all
stages of management: from goal setting and decision-making to monitoring and performance evaluation.

7. Gender differences in behavior, like management styles in general, are driven by the characteristics
of the axiological sphere of the individual. It was found that female managers are predominantly motivated by
the value orientations of "Management," "Lifestyle Integration," and "Job Security," while men are motivated
by the orientations of "Challenge" and "Entrepreneurship." The complementarity established at this level is
also evident in the fact that the priority value orientations in the women's hierarchy occupy insignificant ranks
in the men's hierarchy, i.e., Their behavior is motivated by different values and needs. The statistical signifi-
cance of gender differences was assessed using the Mann-Whitney U-test (p<0.05).

8. Priority orientations and the values underlying them explain the behavioral characteristics of male
managers: ambition, a preference for authoritarian management; motivation for success and a focus on re-
sults; fearlessness in the face of threats and risks; openness to new ideas and a desire to implement
innovations.

9. The dominant value orientations of female managers indicate motivation by the need for
preservation (stability) and security. At the behavioral level, this is manifested in a focus on professional self-
improvement, learning from employees, as well as communicative flexibility, actions to support and preserve
the company's internal environment through the organization of information flows, labor optimization, the
creation of a psychological climate, ongoing monitoring, regular assessment of efforts to achieve goals
(rewards), and employee motivation.

Based on the empirical results and conclusions, the following practical proposals are formulated.

Based on the research results, a model of gender-balanced management for educational
organizations is proposed (Table 3).

Table 3 — Model of gender-balanced management for educational organizations

Model Content Management tools Expected result
component
Strategic block Determination of the Strategic sessions, SWOT Clear direction of
organization's development analysis, risk assessment development,
goal, analysis of the external purposefulness
environment
Tactical block Organization of the internal Team building, feedback Favorable
pedagogical process, work | system, motivational meetings | psychological climate,
with the team collective agreement
Complementary | Mutual replenishment of the | Regulations for joint decision- | Full implementation of
coordination skills of male and female making, management pairs the management cycle
managers (tandem)
Monitoring Sustainable assessment of Satisfaction surveys, internal Sustainable
social efficiency audits development,
increased efficiency

The presented gender-balanced management model is aimed at a harmonious combination of
strategic and tactical management functions in educational organizations. The model is based on the
complementary nature of the management skills of male and female leaders. While the strategic block allows
for the organization's adaptation to the external environment and long-term development, the tactical block
ensures internal stability, professional collaboration, and a favorable psychological climate within the
teaching staff.

The complementary coordination component creates conditions for maintaining a gender balance in
the management decision-making process, i.e., it ensures a balance between strategic goal setting and
interpersonal relations regulation. And the monitoring system will allow for the constant assessment of the
social performance of the organization and timely correction of management practices.

The implementation of this model contributes to the formation of a gender-pedagogical balanced
management culture in educational organizations, increasing the level of employee satisfaction and ensuring
the sustainable development of the organization.

The results of the study showed the need for a systematic development of gender-balanced lea-
dership in educational organizations. In this regard, a special program is proposed that aims to harmoniously
develop the management potential of male and female leaders. The goal of the program is to increase flexi-
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bility in management styles, reduce the influence of gender stereotypes, and ensure a balanced implementa-
tion of strategic and tactical management functions.

The proposed "Gender-Balanced Leadership Development Program" is based on a modular structure
and focuses on the comprehensive improvement of leadership skills. The program's content is outlined
below (Figure 3).

Gender sensitivity

Diagnosis of
management style

Communication
competence

Strategic and
tactical
combination

Figure 3 — Modules of the Gender and Pedagogical Leadership Development Program

The proposed program is aimed at the systematic formation of gender-pedagogical competence of
managers in educational organizations. The phased implementation of the program will allow managers to
consciously analyze their management style, identify its strengths and weaknesses, and determine the
trajectory of professional development.

The gender sensitivity module helps to reduce the influence of hidden stereotypes in management and
form a culture of balanced decision-making. The diagnosis of management style and the development of
communicative competencies strengthen mutual trust between the supervisor and the teaching staff, and
improve the quality of feedback. The strategic and tactical combination module is aimed at ensuring a
balanced approach to the organization's external development and internal sustainability.
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MHOOPMATUKA MEH BAFOAPITAMANAYAbl OKbITYOA BIJ1IM BEPY OPTACBIHOA
MAHUNYNATOPNAP MEH MUKPOKOHTPOJIJIEPNEPAI KONOAHY

3ynnbixap >K.E. — nedaezozuka fbinbiMOapbiHbIH KaHOUdambl, KaybiMOacmbipbisiFaH rpogheccop,
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Hypbekosa I.®. — PhD, uHghopmamuka kagpedpachbiHblH KaybiMOacmbipbiiraH rpogeccop m.a., J1.H.
l'ymunee ameiHdarbl Eypa3susi ynmmslK yHUgsepcumemi, Acmana K., KasakcmaH Pecriybnukacsi.

AsmomammaHObIpy MeH UuprbiK mexHonoausinapdbliH KapKbiHObI Oamybl xardalibiHOa 6inim 6epy
XoHe eHJdipicmik opmada pobomomexHuKarsbiK Xytenepli a3iprieyee xoHe KondaHyra Kabinemmi mMamaH-
OapObi Oasipnay epekwe MaHbi3fa ue. byn makanada KOMMbOMEPIIiK MexHooeusnap MeH agmomMammaH-
OblpbinFaH backapy mecindepiH natdasaHa ombipbir, Arduino MUKPOKOHMpOosIiepi HeaisiHdeai yw cambifibi
pobom-maHunynsamopOdbi xobanay, ModesibOey XeHe OHbI OKy MpoueciHe eHeidy maxipubeci Kapacmbipbi-
naodbl. Hezisei Hazap maHunynsamopObiH KuHemamukarnblk cxemacbkiH Kypyra, CAD opmada 3D moderniH
a3iprieyae, KosranbicmbiH OuUHaMUuKarsblKk mandaybiH Xypaidyee, KomrnoHeHmmepdi xobanan 3D 6acbin
whlirapy apkbinbi dalbiHOayra, coHOal-ak komrnsromepdeH COM nopmsi apkbinbl backapbinamsiH Arduino
HeeidiHOeai bacKkapy yUeciH icke acbipyra barbimmanraH. 3epmmey J1.H. 'ymunee ambiHdarbl Eypasus
yammesIK yHugepcumemiriH MHgbopmamuka kaghedpaceiHOa bip oKy cemecmpiHde xypeisinin, «Hgpopma-
muka» 6inim 6epy bardapramacbiHbiH 2-KypcbiHaH 60 cmydeHm Kambicmbl. Kambicywbinap sKkcriepuMmeHm-
mik >oHe bakbinay mornmapbiHa 6eniHli: 3KcnepuMeHmmik mor MaHUunynsmopnap, CeHcoprap XeHe
Arduino KypbinfbinapbiMeH rnpakmukarblK marcbsipMmanap opbiHoaca, 6akbinay mobbl ¢ousuKarsnbiK Kypblifbl-
napcbi3 0acmypni 6ardapnamarnbslk mpeHaxepnepdi KondaHObl. Hemuxenep skcriepumeHmmik monma
KOpbIMbIHObI mecm KepcemkiwiHiH edayip apmkaHbiH (78,4) xeHe Momueauusi OeHeeliHiH ofapbinaraHbIH
(4,4) kepcemmi. AnbiHFaH depekmep KoMmrbomepsik modesnb0ey MeH maxipubeze barsimmarsraH pobomo-
MeXHUKarbIK OKbImy meopusi MeH rpakmukaHbl muimOi uHmeezpayusnan, cmydeHmmepOiH an2opummoik
olinaybiH, UHXEHePIiK KY3blpemmepiH XoHe oHae Kbi3bIfyWblrbifbIH KywelimemiHiH danendeldi.

TyiiiHdi ce3dep: 3D, COM mnopmbi, cepso xemekmepi, anzopummOik olnay, uHmersnnekmyanobi
Xyle, pobomomexHuka, Arduino.

NUCNOJNIb30BAHUE MAHUMYNATOPOB U MUKPOKOHTPOJIIEPOB B OEPA30OBATENIbHOWN CPEQE
NP OBYYEHMN UHOOPMATUKE U MPOTPAMMUPOBAHUIO
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B ycnosusix cmpemMumernsHo20 pa3sumusi asmomamu3ayuu u yughposbix mexHonoaul ocoboe 3Ha-
YyeHuUe npuobpemaem no02omoskKa creyuanucmos, criocobHbix paspabamsieame U nNpumMeHsims pobomo-
mexHu4Yeckue cucmembl 8 obpazogamenbHoU U npou3sodcmeeHHol cpede. B smol cmambe bydem
paccMompeH OorbIim POeKMuUpPo8aHuUsi, MoOesIuposaHUsi U 8HeOPEHUS 8 y4ebHbIl rnpoyecc mpexcmyrneH4ya-
moao poboma-maHurynsimopa Ha 0CHO8e MUKPOKOHmMporsiepa Arduino ¢ ucnonb308aHUeM KOMIMbIOMEPHbIX
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