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GENDER ASPECTS OF RELATIONSHIP IN THE SYSTEM
OF MANAGEMENT

Purpose. The purpose of this paper is the study of gender aspects of management and relationship between
management characteristic and style of leadership from gender typing in order to improve management efficiency.
Theoretical basis. To understand the influence of gender mechanisms on the organization’s governance system, it
turns out that there is a difference in the approach of women and men to management and leadership. The main
characteristics of male and female leadership style, features in making management decisions regarding work and
career are given. Originality of a paper is the further development in the theory of gender processes with applica-
tion of interdisciplinary approaches in studying the phenomenon of gender, not from the point of view of the interac-
tions between two large social groups (men and women), but as a social resource of an organization where men and
women represent labor potential, rational use of which is the key to successful management in the organization. The
social potential of Ukrainian women can become a valuable resource in a country, a region, and any social organiza-
tion. Conclusions. In modern society, the unique experience of women’s rule is ignored, indicating that they have sig-
nificant and little used management potential. An analysis of gender interactions in management processes revealed
the active desire of women for career growth and success in individual image. However, the transformation of the gen-
der sphere in an organization reflects the preference of patriarchal relations, which is an obstacle to the advancement
of women in the managerial structure and, accordingly, requires them to make significant efforts to achieve equal
management opportunities with men. To ensure the effectiveness of the organization, it is necessary to take into
account the gender factor and comply with gender balance in management positions.
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Introduction

The main theoretical and methodological concepts and approaches devoted to gender relations,
self-realization of women in the management system, were established in the context of philosophy,
history, and sociological science. In their writings, the philosophers Aristotle, Plato, Socrates, and
Fomus Aquinat considered women as lower beings in comparison with men. In the Renaissance, as
a result of intellectual shift, a positive view of women is formed. In the age of Enlightenment, Jean-
Jacques Rousseau admitted equal abilities of men and women, but was a supporter of traditional
male power believing that the wife should be humble, obey to her husband and learn to tolerate
everything from him, even injustice. Socio-philosophical and political concepts of the XVIII-XX
centuries served as intellectual prerequisites for the development of feminism, which played
a decisive role in the emergence of a fundamentally new scientific paradigm.

The basis of any social organization is not people in general, but men and women who fulfill
their professional and status roles in the organization. Each of them seeks to achieve the desired
status, success in the chosen field of activity, to make a career, to receive recognition from
others. But gender asymmetry in all spheres of activity is a reflection of these processes.

Purpose

In view of the foregoing, the purpose of the article is to outline the social technologies for
improving the management of the organization through the use and implementation of
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managerial capacity of men and women, ensuring career growth, confidence in the ability to hold
managerial positions on the basis of healthy competition and professional ability.

Statement of basic materials

The natural differences between women and men, perceived in world philosophy and as one
of the fundamental foundations of life, as the development of human civilization passes from the
scope of pure philosophical reflection in the sphere of socio-philosophical analysis. This shift is
very closely related to the very development of the social philosophy of the XXI century, the
change of ideas about the nature of the relationship, between the theoretical and methodological
layers of social sciences, empirical generalizations and the actual philosophical comprehension
of the totality of data in sociology, psychology, anthropology and other sciences. But, in our
opinion, the main focus on the problem of "woman-man" affects the change in the position of
women in the modern world, which can not be further aware of the positions that are
characteristic for the philosophy and social science of past ages.

For centuries, typical ideas concerning the concept of "male” and "feminine"” formed and built
up, insults and roles inherent in one sex or another. These stereotypes apply to all gender
representatives, regardless of individual characteristics, age or origin. They touch not only the
personality traits, but also the features of behavior. The exceptional patriarchy of modern society
gradually shifts away from the past. The new trend in management leads to the gradual
consolidation of women in the field of prominent leaders (Tarkhanova, 2017). Active integration
of female and male models of behavior creates preconditions and forms the conscious need to
study the gender peculiarities of personality behavior in leadership and organizational and
methodological aspects of management, depending on the gender of the head. "Hatred of one
gender to another and propensity to low evaluation has always been a sign of the decline and
degeneration of the individual, if he/she differs by this property, and even entire peoples, if this
phenomenon is becoming widespread™ (Bhattacharyya, 2018).

Manipulation that affects representatives of the opposite sex, creating a barrier to career
development on a gender basis, choosing a man to head, sexual segregation in interpersonal
informal communication are all indicators of unfavorable gender relations in organizations.

It can be said with certainty that the ratio of men and women in managerial positions is
changing rapidly and more and more women are involved in managerial activity. It should be
noted that while performing the same professional activity, men and women relate to it
differently (Skiba, 2015). The former relate to a career as a prestigious position, while others, in
part, perceive it as a way of self-actualization.

Women’s leadership, as a part of the management system, that develops actively, attracts the
attention of many researchers (Pologikh, 2016). There are many opposing views, concepts and
research. During the analysis of academic and scientific literature, two main points were
identified on gender differences in the management system. One of them is the firm belief in the
so-called special, only women decision-making method, the exceptional style of leadership and
its value system (Hirst, & Schwabenland, 2018). The other one excludes the difference on the
basis of gender typing, which today is not quite accurate (Moskalyk, Baranovska, & Bulach,
2017). It is necessary to understand that they still exist.

Despite the weak distinction between men and women in terms of leadership effectiveness,
one should not forget about identifying its situational specifics, where in one role and situation
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a man is more effective, in another — a woman, Peter Schoederbek says, a specialist in manage-
ment (Schoderbek, Schoderbek, & Kefalas, 1990).

Schoderbek, From this it can be concluded that female executives succeed not as a result of
copying the male style of management, but directly using a kind of use of their own abilities, the
implementation of internal, only their inherent qualities of personality.

To understand the influence of gender mechanisms on the organization’s governance system,
it is important to distinguish between the approach of women and men to management and
leadership. In this regard, there is a lot of controversy among scientists. Most of them believe
that there is no significant difference in how men and women manage an enterprise, an
organization (Bhattacharyya, 2018). And the others have the opposite opinion: the male style of
leadership is still different from the female and it is more effective (Roberts, 2016). After
analyzing the research of various domestic (Korkh, & Khmil, 2014) and foreign scientists
(Miller, & Borgida, 2016), one can distinguish the differences that manifested in men and
women in management: in the style of leadership, in decision-making, in relation to work and
careers. It is important to note that these differences are largely due to the business and personal
qualities of representatives of different sexes. For example, E. Dobner writes about the
difference in leadership styles. He notes that men often pressure from the top down, thus
showing their power, while women are developing solutions together with the team. And
German professor G. Heller notes that men in their leadership pursue the goal, women look at
people who must achieve this goal (Svergun, 2012, p. 22).

Thus, in professional activity, men and women can exhibit the same qualities, but in
different management situations the degree of importance of showing these qualities will be
different. Exploring gender differences in management, Yvonne Galligan points out that
women choose a relationship-oriented leadership, because they are more emotional by nature
and men are more focused on tasks, because they are more often characterized by persistence
and perseverance. Also, the male style is more effective either in structured situations and in
solving simple tasks, or in situations of high degree of uncertainty, and the female style gives
the most efficiency in routine conditions. (Galligan et al., 2017). In part, women are more
likely to cope with more responsible tasks than men. From Lisa Hart Shepard’s (2018) point of
view, male managers often choose an aggressive leadership style, believing that when the
leader, according to criteria such as professionalism, experience, competence, resourcefulness,
responsibility, willingness to take risks and speed in decision making, prevail over their
subordinates, they must comply with his instructions. Andrea Miller and Eugene Borghid
(2016) point out that men tend to use contract-style leadership, giving way to working
relationships as a series of exchanges — agreements with subordinates in the form of awards for
well-executed orders or punish for inappropriate behavior, they often use positional power,
seek to increase their authority and improve the methods in leading their subordinates. Their
methods are generally aimed at redefining the sphere of rules and norms. Yes, women use their
unique ability to communicate and they manage not like men. They achieve success not despite
the fact that some human traits have always been considered "female" and unsuitable for
a leader, but because of this. Researchers agree only one difference between managers of
different sexes: the greater interest of women managers in the relationship between people,
which is more a plus in leadership of people. Women’s managers not only bring together
employees, but also can inspire them, demonstrating enthusiasm even with some minor
successes, they are ready for non-standard decisions, to constructive (staffing) reorganizations,
to change the methods of management in critical situations (Grishchenko, 2011).
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It is also possible to highlight the differences in making managerial decisions between men
and women. Women in leading make decisions on the basis of more cautious strategies, make
"balanced" and "cautious" decisions more often, rely on situational management, and male
managers tend to a higher degree of risk, make "risky decisions” and prefer dispositional
management. This is due to their confidence, the tendency to self-examination and independence
in actions, a more pronounced need for self-affirmation. When making important managerial
decisions, a woman-manager relies not only on her logic, but also on her intuition and feeling,
which often leads to positive results. But at the same time, women tend to be emotional, and this
can negatively affect work and making the right decisions. There is a number of differences and,
above all, for male and female purposes (plans). If male plans for the future as a whole are of
a uniform nature and are related to work, then women’s plans are inherently fragmentary, they
seek to combine career and marriage. At the same time, women differ in their plans in relation to
the traditional role of wife and mother and the prospects of career growth, bending one way or
the other, alternating goals or seeking to unite them (Shepherd, 2018). As socio-psychological
studies show, women are not less than men interested in moving up the career ladder, but they
face with more obstacles on this way. However, in today’s society, as already noted above, there
are still stereotypes and some contradictions. Therefore, the actual statement is that for women
the path to managerial careers is connected with the overcoming of many obstacles, and for men —
with the implementation of numerous opportunities.

Various publications devoted to gender issues suggest that from the point of view of
leadership effectiveness, there are no fundamental differences between men and women, but they
reveal the situational specificity of their manifestations: in some situations and roles, men are
more effective, in others — women. Men and women perceive the situation differently and
differently position themselves in the workplace. There are differences in perception, in the
methods and means used to solve problems in the management style. In general, women tend to
believe that the organization is functioning normally if everyone works as a part of the whole.
Men, by contrast, believe that everyone is responsible for himself, and the work must be
completed on their own. Women also tend to be more supportive and loyal in management,
whereas men are more direct and aggressive. Active integration of male and female models of
behavior in management creates preconditions and forms the conscious need to study the
organizational and methodological aspects of management, depending on the gender
characteristics of the behavior of the individual in the construction and implementation of
management activities.

It is worth noting that in order to ensure the effectiveness of the organization’s activities, it is
necessary to consider and study the influence of the gender factor on the effectiveness of
management activities. After all, in any team there are situations, problems, questions, when
solving will be effective either by men or women. Therefore, for a competent and full-fledged
functioning of the organization it is necessary to take into account gender specificity and to respect
a gender balance in managerial positions, thus ensuring a competitive advantage. However, despite
the fact that most business leaders are aware of this fact, only a handful of people take measures to
establish such equilibrium. Among the large-scale Ukrainian organizations, there are still a few of
those who have been included women into the leadership (Naumenko, 2017). It is necessary to
rethink the current situations in the field of gender management, to develop a new management
strategy. Modern organizations need to look closely at the experience of organizations that have
managed to create a corporate culture focused on establishing a gender balance, thus they can
provide themselves with a serious advantage in the competition.
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Originality

Originality of a paper is the further development in the theory of gender processes with appli-
cation of interdisciplinary approaches in studying the phenomenon of gender, not from the point
of view of the interactions between two large social groups (men and women), but as
a social resource of an organization where men and women represent labor potential, rational use
of which is the key to successful management in the organization. The social potential of
Ukrainian women can become a valuable resource in a country, a region, and any social
organization.

Conclusions

So, by analyzing the gender aspects of the governance system, one can draw the following
conclusion: in a European country and in the USA, a woman has more opportunities, more rights
than in Ukraine. According to G. Sillaste, this is due to the fact that capitalism has developed in
these countries for 200 years and during this time a woman’s question was solved in the context
of a market economy. However, in these countries, women’s success is due not only to the
achievements of the women’s movement, but to the fact that human rights are better protected in
these countries. Given the gender picture of management activity, innovations are currently
needed in order to give women the opportunity to advance in their professional activities, fully
implementing their talents and abilities, which will benefit the organization as a whole. In our
opinion, a new differentiated approach is needed in order to create a gender balance in the
organization. The management ensures public order, which provides success to those who have
some aggressiveness, initiative, competitiveness, that is, male traits. To break through in these
conditions, women partly have to simulate a model of male behavior. Women face with higher
social barriers than men, which explain their backlog in the field of management promotion. The
main barriers to women’s professional self-realization are, first of all, gender stereotypes, which
affect women themselves, as well as due to objective difficulties ("double” employment,
unregulated working hours, and stereotypical thinking of male managers). Women who managed
to break through the so-called "glass ceiling™ continue to fulfill their primary responsibilities
related to the upbringing of children, and strive to combine professional activities with the role
of mother. We believe that changing traditional socialization and overcoming gender stereotypes
at the level of consciousness of men and women, as well as political and organizational
measures, in our society should contribute to the establishment of a fair and balanced model of
women’s participation in management at all levels of government. Self-development, the
opportunity to improve their qualifications, gain experience, knowledge, connections, social
effects of work, the opportunity to bring real benefits to society are significant indicators of the
professional sphere for women.

High evaluation of professional merits of women in the form of decent career growth, trust in
them from the leadership will stimulate the professional development of women themselves and
increase the efficiency, humanist orientation and democracy of organizations. Women quickly
gained experience in managing the organization, focusing on such qualities as high performance,
responsibility, self-esteem, flexibility, creativity, intuition, emotional approach to solving
managerial problems, the need and ability of constant self-affirmation, so they are able to cope
with the tasks of effective management.

Yet a considerable part of purposeful, energetic, ambitious women, willing to work hard and
persistently, does not scare that the profession of a manager requires a demanding workload,
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efficiency, perseverance in overcoming a significant number of barriers to achieve self-
realization in professional activities.

The essence of the conceptual model in organization management using gender potential is
that men and women working in a social organization, regardless of their position, seek
professional growth, success and create a positive image around them. We distinguish the social
structure of the organization with two axes — vertical and horizontal. Horizontal differentiation
includes gender interpersonal relationships, and vertical differentiation is the social status of men
and women of the organization. At the intersection of a career and image is success. Such model
allows distinguishing four types of gender interactions in the management of an organization:
autocratic, obediently dependent, critical, egocentric. The analysis of gender interactions in
management has confirmed the low part of women in management, and the higher level of
power is completely closed to the rotation of women. In our opinion, the superiority of male-
style management in all its pluses still "suffers” from one-sidedness, which ultimately negatively
affects management processes.

A social organization should not neglect well-organized skilled labor for both men and
women. Since women realize that they work effectively on their workplace, contribute to the
organization’s activities, feel satisfaction from the possibility in realizing their abilities,
strengthening their personal economic independence and from the possibility of improving the
financial situation of the family. The reality of the 21 century asserts that a woman is truly
successful when she has both professional self-realization and strong family relationships.

In our view, the management system only wins if it involves women, promoting the
disclosure of their talents. We note that increasing the social potential of the organization can be
due to the full inclusion of women in the management process. Women managers deserve to be
appreciated, not to deny their rights, style of behavior that is more adaptive, socially wise, which
provides constructive cooperation, mutual understanding and trust. The high managerial
potential, possessed by women, can open up new opportunities for Ukraine to social and
economic development.
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I'EHAEPHI ACIIEKTHU B3AEMOBI/ITHOILIEHDB Y CUCTEMI
YIIPABJIIHHA

MeTto10 cTaTTi € JOCIHiKEHHS T'eHACEPHUX acleKTiB YIPaBJiHHS Ta BHBUCHHS B3a€MO3B’S3KYy OCOOJIHMBOCTEl
YIPaBIIHCHKOI MISJIPHOCTI W CTHIIIO KEPIBHHIITBA BiJ TCHACPHOI THIMi3allii 3 METOIO MiIBHUIICHHS ¢(PEKTHBHOCTI
ynpasiinHs. Teoperuunuii 6a3uc. {1 po3yMiHHS BIUIMBY T'€HISPHUX MEXaHI3MIB Ha CUCTEMY YIIPaBJIiHHS OpraHi-
3aIi€l0 BUABIIETHCS PI3HUIA B MiAXO1 )KiHOK Ta YOJIOBIKIB IO YIIPaBIiHHS Ta KepiBHUITBA. HaBeneHi OCHOBHI Xa-
PAKTepUCTHKH YOJOBIYOTO Ta >KIHOYOTO CTHIIIO KEPiBHHUIITBA, OCOONMBOCTEH Y MPUHHATTI YIPABIIHCHKUX PillIeHB
0 BIJHOIICHHIO 0 poOoTH Ta Kap epu. HaykoBa HOBH3HA poOOTH HOJIATae B MOJaJbLIIOMY PO3BUTKY TEOpii reH-
JIEpHUX TPOIECIB i3 3aCTOCYBAaHHIM MUKAMCIUIUTIHAPHUX ITiIXOIIB IIPH JOCHIIPKEHHI (PeHOMEHa TeH/epa He 3 TOY-
KH 30py B3a€MOJIH JBOX BEIHKHX COIIalIbHUX TPyH (YOJOBIKIB Ta JKIHOK), a K COIIaIbHOTO pecypcy opraHizariii,
JIe YOJIOBIKM Ta JKIHKHU SBJIIOTH COOOK TPYIOBHIA MOTEHINAN, PallioHAIbHE BUKOPUCTAHHS SIKOTO — 3allopyKa yCIIi-
IIHOTO YIpaBIiHHA opraHizaifiero. ComiaabHU TOTEHINIAM, SKUM BOJOIIOTh YKPATHCHKI KIHKH, MOXE CTaTH I[IHHUM
pecypcoM KpaiHu, perioHy i Oynb-sKoi coliaibHol opraHizaiii. BUCHOBKH. Y cydyacCHOMY CyCHIIBCTBI ITHOPYETHCS
YHIKaIbHUH JTOCBIA YIpaBIIHHS JKIHOK, SKWUH CBIYHTH HPO HASBHICTH y HUX 3HAYHOTO 1 MaJOBHKOPUCTAHOTO
YIPaBIIHCHKOTO MOTEHIIany. AHali3 FeHAePHUX B3aEMO/Iii B YIPaBIiHCHKHX MPOIIECax JT03BOJIMB BUSBUTH aKTHBHE
NparHeHHs KIiHOK IO Kap’€pHOro poCTy, AOCATHEHHs YCIiXy B IHAMBiTyalbsHOMY iMijki. OnHak TpaHchopMallis reH-
nepHoi cepr B opraHizaii BifoOpaxkae mepeBary marpiapXajlbHUX BiJHOIICHB, IO CIYTYE MEPETIOHOI0 Y MPOCYBaHHI
JKIHOK B YIIPaBIIHCHKIH CTPYKTYpi 1 BIAIIOBITHO BUMAarae BiJl HUX 3HAYHHX 3yCHJIb, HAMIPABICHUX Ha JOCSTHEHHS PiB-
HUX 3 YOJIOBIKAMH MOKIIMBOCTEH y ramy3i ympasmiHHS. [ 3a0e3neueHHs e)eKTHBHOCTI TisITBHOCTI opraHi3amii He-
00XiJJHO BpaxOBYBaTH I'eHACPHHUIT (haKTOp 1 TOTPUMYBATUCS F'eHICPHOI PiBHOBArH Ha yIPaBIiHCHKHUX MOCAIaX.
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T'EHJIEPHBIE ACIEKTBI BBAUMOOTHOIIEHUN B CHACTEME
YIIPABJIEHUSA

Lleanbio cTaTby SABISIETCS MCCIIEAOBAHUE TEHAEPHBIX aCIIEKTOB YIPABJICHUS U U3Y4YEHHsI B3aUMOCBSI3H 0COOCHHO-
CTel ynpaBJIeHUECKOH JIESITENEHOCTH U CTHIISL PyKOBOJICTBA OT T€HEPHOI THUIM3AIMHU C IIEIBI0 MOBIIICHUS dPhek-
TUBHOCTU ynpaBieHus. Teopermdeckuii 0asuc. {11 NOHUMAHUS BIUSHUS TEHJEPHBIX MEXAHU3MOB HA CHCTEMY
yIpaBJIeHUs] OpraHU3alueil OKa3bIBaeTCsl pa3HUIA B MOJAXOJAE XKEHIIVH U MYXKUYUH K YIPABICHUIO U PYKOBOJCTBY.
[TpuBeneHbl OCHOBHBIE XapaKTEPUCTUKU MYKCKOTO M JKEHCKOTO CTHJISI PYKOBOJACTBA, OCOOEHHOCTEH B NPUHITHH
YIPaBICHYECKUX PEHICHWH B OTHONICHHWH palboThl M Kaphephl. HayyHass HOBU3HA pabOTHI 3aKIIFOYaeTCs B Jalb-
HEHIIEM Pa3BUTHUHU TEOPUU IE€HAEPHBIX IIPOLECCOB ¢ IPUMEHEHUEM MEXAUCLUIUIMHAPHBIX MIOAXOI0B IIPU UCCIIEN0-
BaHMHM ()eHOMEHa TeHJepa HE C TOYKH 3PEHUS B3aMMOJACHCTBHH JABYX OOJBIIMX COLMANBHBIX TPyHH (MyXIUH
1 JKEHIIUH), a KaK COIMaJIbHBIN pecypc OpraHM3aIliy, TJe MY>XYHWHBI U )KEHIIWHBI IPEACTaBIAIOT co00il TpymoBOH
MOTEHIUAJ, PAIIHOHATIBHOE HCIOIb30BAHUE KOTOPOTO — 3aJI0T YCIIEIIHOTO yNpaBieHus opranusanuei. CoruanbHbIi
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MOTEHINAJ, KOTOPBIM 00JIalal0T YKPanHCKHE JKCHIIMHBI, MOXKET CTaTh LICHHBIM PECYPCOM CTPaHBI, PETHOHA H JIIO-
0011 conranbHOM opranm3anuy. BeIBoabl. B coBpeMeHHOM 00IIecTBe HTHOPHUPYETCS YHUKAIBHBIH OIBIT IPaBICHUS
KEHIIUH, CBUACTEIbCTBYIOMNN O HATMYNK Y HUX 3HAYUTEIBHOTO M HEHCIIOIb30BAHHOTO YIPABICHIECKOTO ITOTEH-
uana. AHann3 reHAEPHBIX B3aNMOJCHCTBHH B YIPaBJICHUECKHUX MPOIECCAX IMO3BOJIMI BEISIBUTh AKTUBHOE CTpEMIIE-
HHE JKeHIIMH K KapbepHOMY POCTY, AOCTHXXKeHHI0 ycriexa. OnHako TpaHchopMaius reHiepHoit cdepbl B opranuza-
LIUH OTpaXkaeT MNpeINoYTeHUEe MNaTpUapXajbHbIX OTHOIIEHUM, CIYXKHUT MNperpafoil B MNPOABHKEHUU >KCHIUH
B YNPAaBJIEHYECKOH CTPYKTYPE M COOTBETCTBEHHO TPEOYeT OT HUX 3HAYUTENBHBIX YCWIMH, HAIPaBJICHHBIX HA J0-
CTIKEHUE PaBHBIX C MY)XYHMHAMH BO3MOKHOCTEH B oOsact ympasienus. J{ns obdecriedyenus: 3pQeKTUBHOCTH Jiesi-
TEJILHOCTH OpraHM3alli HEOOXOAMMO YYHUTBHIBATh TeHJEpHBIH (akTop M cOOMOAaTh TeHJEpHOE paBHOBECHE HA
YIpPaBJIEHYECKUX JOJDKHOCTSX.

Kniouegvie cnoea: TeHzmep; yUpaBIEHWE; BIACTh; COLMANBHOE JCHCTBHE; COLHMANBHBIA ITOTEHIHA;
caMopeaTn3aIis
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