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Mapkasu cudaTuja TaHaab OJUHJU Ba LIYHTa Kypa MyCTaKWJI
y3rapyBuyusap cudaTuja Jaujep aéyyiap XyCcycuaTJapyd Ba
HOMYCTaKuJl Vy3rapyBuuaap cudarugaa HWPH rkapaénaapu
TaHJaHAU. By MaB3y [0J13ap6, YyHKU Jujep aéyjiap HMHCOH
pecypciapy KapaéHJapuHU MyBaddaKUATIU OOLIKapHUILTa
KOAUp Oy/araH XycycusTaapra sra. TaJKUKOTHUHI JU3alHU
cudaTay, YHUHT TypuU M30XJOBYM Ba TaAKUKOT YCYJIU
caBoJIHOMA  ycyaugup. TaJKUKOT HOJ  Ba  MyKOOMJI
runoTre3susaapaaH ubopat. TaAKMKOT MabJyMOT/JIapyu HOMHHAJ
Ba TapTUOJ1Y, Ba 11y cababJ/id TaJAKUKOTUYUJIAp TOMOHU/IAH YOy
MaKoOJIa HaTWXajap OYJMMHUHM TaWépJiall y4yH NapaMeTpHK
O6ysMaraH TecT KyJulaHuaau. lllyHra kypa MabayMOT/JapHHU
TaxJIMWJ  KWJIMLI Y4yH KyuMuJaru TecTJap TaHJaHAU:
TaBCUGQJIOBYM CTaTUCTUKA, KpoH6Gax anbda Ba CnupmeH
KoppeJsauusacd. AcocMM XyJsoca WIyHJAH HO6OpaTKH, JuJep
aéJUIapHUHT V3WUra XO0C XyCyCUATJIapd, Oy MacbyJHUAT, y3ura
OyJIraH HILOHY, CTpaTeruk (QUKpJall Ba XaMJapAJUK UHCOH
pecypc/iapyvHU 60LIKAapUILTa TabCUP KUIALU.

OHeHKa BJINAHHUA KEHIHWH-INJEPOB C HHTEJJJIEKTYadJIbHBIM
IIOTEHLIMAJIOM B YIIpaBJIEHHUHX 4Y€JIOBEYECKHUMHU peCcypCaMH

AHHOTALIUA

KirrodeBnre ci1oBa:
YKEHLUHbI-JTUJEPbI
JIn/lepCcKre KauecTBa
JKeHILWH

yyp

[Ipoueccer YYP.

llesibl0 JAaHHOTO MCCJIEOBAHUS SIBJSETCS OLlEHKA BJIMUSHUSA
YKEHUIWH-JIUIEPOB HA yIpaBJIeHUe YeJOBeYeCKUMH pecypcamu. B
I[eHTpe BHHUMAaHUSA HCCAe[0BaHUS ObLIM BbIOPAHBI >KEHIIUHbI-
JIWJIepbl C UHTEJJIEKTYa/IbHbIM MTOTEHI[MA/IOM, U COOTBETCTBEHHO
ObIM BbIOpAHbl JIUAEPCKUE KayecTBa >KEHIIMH B KadyecTBe
HE3aBUCUMON  IepeMeHHOM U  MpOoLEecChl  YIpaBJeHUs
YeJI0BeYeCKUMHU pecypcaMU B KauecTBe 3aBUCUMOM IepeMeHHOM.
JTa TeMa aKTyasibHa, IOTOMY YTO >KEeHIIUHbI-JIHIepbl 00/1aZjal0T
XapaKTEePUCTUKAaMHM,  CIOCOGHBIMU  YCHENIHO  YIOPaBJSTh
KaIpOBbIMH TponeccaMu. /Jlu3allH 3TOro MCCIeJJOBaHUS -
KauyeCTBEHHbIH, €ro TUII - 00'bSICHUTE/IbHOE UCCJIeIOBAaHUE, METO/,
WCCJIe/IOBAaHUsI - aHKeTUpPOBaHUs. HccienoBaHHWe COCTOUT U3
HyJIEBbIX U  aJbTEPHATHBHbIX TrHUNOTe3. J[laHHbIE 3TOrO
HCCeJOBAaHUS SIBJISIIOTCS HOMUHAJIbHBIE U TOPSIAKOBBIE, I03TOMY
WCC/e/loBaTe/ld MPUMEHWIM HelNapaMeTPUYeCKUH TecT [
NOATOTOBKH pa3/ieJia pe3y/IbTaTOB B 3TOU cTaThe. B cOOTBETCTBUM
C 3TUM JIJIs] aHA/IM3a JAHHbIX ObIM BEIOPAHBI CJIeIYIOIHEe TECThI:
onucaTesJbHasi CTAaTUCTUKa, ajbda KpoHbaxa U Koppessuus
CnupMeHa. [iaBHBIA BbIBOJ, 3aKJIIOUYAETCS B TOM, YTO TaKHUe
XaPAaKTEePUCTUKH JKEHIIMH-JIUJIEPOB, KaK OTBETCTBEHHOCTb,
YBEPEHHOCTh B Cebe, CTpaTernuyeckoe MblllJIeHHe U COYYBCTBHE,
BJIUSIIOT HA yIIPaBJIeHUE YeJI0BeYECKUMH PecypcaMu..
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INTRODUCTION

Women and women leaders are appreciated by our government and we feel it via our
president Sh.Mirziyoyev’s speeches and Addresses. For example, president of the Republic of
Uzbekistan Sh.Mirziyoyev congratulated Uzbekistan’s women with “International women
day” on 07.03.2020 and made a speech. According to Sh.Mirziyoyev’s speech Uzbekistan’s
women leaders - ministers, governors, producing associations, the chairmen of banks and
companies, and women in law enforcement agencies and also in the Armed Forces - are
growing. As well as, the number of women in leadership positions in the system of state and
public organizations exceeded 1380. In addition to this, president Sh.Mirziyoyev expressed
own personal opinions about female governors in the districts. President Sh.Mirziyoyev
explained about woman governors saying that “In these districts, where women are the
leaders, there will be justice and purity”. Our president demonstrates regularly own attention
about women leaders, for instance, president Sh.Mirziyoyev made the Address to the Oliy
Majlis and emphasized several tasks which must be accomplish in 2021. According to this
Address the sixth task is to further enhance the role of women in public administration in
Uzbekistan.

We have personal views about 21st century’s women leaders and their serves for
countries and societies via social media, TV and other information technologies in everyday’s
our life. We know that women leaders can achieve improvements in the various fields in the
society and the main reason for this their intellectual potential. Leaders with intellectual
potential show themselves capability through personal leadership characteristics, qualities,
and traits. They may be congenital or form in the period of experience.

We chose this topic for our research for assessing the impact of women leaders with
intellectual potential on human resources management activities in the organizations and
entities. According to Nayak (2015) women are more effective than men in human resource
functions due to their superior interpersonal skills, ability to deal and engage with human
beings for higher performance. Professional education such as MBA with specialization in HR
helps women to be more effective in managerial roles. Women are also found to be effective
in leadership roles, especially at middle level, in customer relationship management jobs and
in terms of maintaining better work-life balance than their men counterparts.

Why this topic is important for us because informing to the society and its participants
about the impacts of women leaders on HRM processes in the organizations and entities. In
this aim we adopted the survey method for collecting data via social media because only this
path way can help us to gather individuals’ opinions who live in the different parts in the
country. It is known phenomena that women leaders with intellectual potential influence on
the processes of HRM but there was unknown phenomena that which characteristics of
women leaders with intellectual potential affect to which HRM’s processes.

Therefore, it is necessary to know how effectively women work in leadership positions,
and in order to analyze this here should be study the relationship with female leaders and
HRM in the organizations/entities.

We created our research objectives, research questions, and hypotheses on the based
on this research topic.

According to the research, the research objectives were formed in the following order:

-To identify the characteristics of women leaders that affect on HRM;

-To assess the impact of women leaders in managing human resources processes in the
organizations/entities.
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According to the research objectives, the research questions were formed in the
following order:

1. Do the characteristics of women leaders impact on HRM?

2. How women leaders affect in managing human resources processes in the
organizations/entities?

Based on the research objectives and the research questions we formed our research
hypotheses, and they include:

Ho-There is no significant relationship between the characteristics of women leaders
and HR processes in the organizations/entities;

Ha-There is a significant relationship between the characteristics of women leaders and
HR processes in the organizations/entities.

The main purpose for conducting this research is to assess the impact of women leaders
in HRM.

This research is based on the empirical study and it divided into five sections:
introduction, literature review, methodology, analysis and results, recommendations and
conclusion.

LITERATURE REVIEW

2.1. Empirical framework

Feminist leadership is ‘women with a feminist perspective and vision of social justice,
individually or collectively transforming themselves to use their power, resources and skill in
non-oppressive, inclusive structures and processes to mobilize others - especially other women
- around a shared agenda of social, cultural, economic and political transformation for equality
and the realization of human rights for all.” According to Batliwala (2010) there are three
common features of the feminist understanding of leadership: (i) a set of attributes and
behaviors, commonly including inclusiveness, collaboration, empowering and consensus-
building; (ii) recognition of, and reference to, power and politics ‘that are almost invisible in
mainstream definitions of leadership, even of feminine [i.e. women’s] leadership’; and (iii)
critical reflection of ‘feminist leaders own use of and practice of power when they occupy
leadership positions’ (Batliwala, 2010).

Moore et al. (2005) conducted a self-report survey through the male (n=328) and female
(n=222) managers, who had either a male or a female supervisor and found that subordinate
males and females reported higher levels of social support for the solution of problems related
to work, fewer conflicts between work and family, a higher level of skill, and lower levels of
depression when their leader/supervisor was a woman. The results show that there are some
small advantages associated with getting a female boss and operating in a more female-
dominated atmosphere for both men and women.

Botsjancic (2010) surveyed through the method questionnaire the role of emotional
intelligence in the performance of managers and identified that female managers have better
control over their emotions and are less sensitive to conflict or emotional situations than men,
although they are influenced by stronger feelings.

Zenger and Folkman (2019) investigated leadership skills both in men and women. As a
result of the analysis of thousands of 360-degree ratings, women were rated as outstanding in
showing initiative, resilience, the practice of self-development, the pursuit of results, and display
of high integrity and honesty. The value of this study is that researchers studied the link between
age and self-confidence among women. They have lower scores than men in the confidence
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rating, especially when they are less than 25 years. In 40 years, confidence ratings merge. Men
score just 8.5 percentile confidence points between the ages of 25 and 60. Women score 29
percentile points. According to those who work most closely with them, women make highly
qualified leaders, and what is holding them back is not a lack of ability, but a lack of opportunity.

Davis et al. (2010) analyzed gender differences in reactions to conflicts in workstations.
They found that all groups rated women as more active and constructive, and men as more
active destructive. Women are superior to men in avoidance and self-criticism. In terms of
hiding emotions, there was no difference between the genders.

Goodman et al. (2003) studied the variables that differentiate workplaces in which
women are in top management positions from those in which they do not and found that
women are more likely to hold senior management positions in companies where lower
management positions are held by women, have higher turnover, have lower average executive
salaries, pay more attention to employee development and promotion, and work in a non-
production area.

Garikipati and Kambhampati (2020) examined that if there is a significant and
systematic difference by gender of the national leader in the number of COVID-cases and deaths
in the first quarter of the pandemic. As well as, the researchers also examined differences in
policy responses by male vs. female leaders as plausible explanations for the differences in
outcomes. They use a specifically constructed dataset for 194 countries for their analysis.
Garikipati and Kambhampati (2020) found that COVID-outcomes are systematically and
significantly better in countries led by women and, to some extent, this may be explained by the
proactive policy responses they adopted. Even accounting for institutional context and other
controls, being female-led has provided countries with an advantage in the current crisis.

2.2. Theoretical framework

Human Resource Management is the process of recruiting, selecting, inducting
employees, providing orientation, imparting training and development, appraising the
performance of employees, deciding compensation and providing benefits, motivating
employees, maintaining proper relations with employees and their trade unions, ensuring
employees safety, welfare and healthy measures in compliance with labour laws of the land and
finally following the Orders / Judgements of the concern High Court and Supreme Court, if any
(Human Resource Management). The field consists of the various practices and associated
functions used to manage people in organizations. These practices have commonly been groups
into functional areas such as selection, training, appraisal and rewards, and staffing (Wright and
McMahan, 1992).

Human resource management process is a systematic process of managing people
working in the organization (Anshika S, 2020 ). HRM process is a strategic approach which
helps the business or the organization to achieve the competitive advantage by maximizing
the performance of employees. It indirectly contributes achieving the goals of organization
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(HRM - Human Resource Management Process). According to Figure 1, HRM process
includes the following activities

@msm..e@ C Recognition )
’\/'

Recruitment

Selection fssstsing

performance Motivating

Traditional methods ; Modern methods ’
External
recruitment

-_ H“Imy ioyes

safety of employees

Maintaining labour
relations

compensating

Figure 1. HRM process (source http: //www.whatishumanresource.com/)
2.3.Conceptual framework

“ .
< 4

Figure 2. Conceptual framework
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METHODOLOGY

3.1. Participants

This research’s population is women leaders/executives and employees of all
organizations and entities. The sampling technique of research is non-probability sampling
technique and its method is voluntary response sampling. The organizations and entities were
not separated to public and private organizations/entities, and men leaders and employees also
participated in this research. In addition, unemployed people were not engaged to this research
by researchers.

3.2. Procedure

Non-probability sampling technique and voluntary response sampling method were
chosen for research because online questionnaire was used for distributing to respondents via
social media such as Telegram, Facebook, Linkedin and etc. The online questionnaire was
created in Google Forms and its link was sent to respondents in unlimited quantities. And at the
same time, the participants were asked that distribute the online questionnaire to their contacts
and as a result 182 responses were gathered in this research. The size of respondents is 182
and it includes 44 (24,2 %) male and 138 (75,8%) female respectively. All respondents
participated in this research with optionally and unethical questions were not intended in
online questionnaire by researchers.

The research’s design is qualitative research design because of the research is based on
qualitative data which consisted of ordinal and nominal data. The qualitative research design’s
type is explanatory research design and research method is questionnaire method.

The research’s organization was accomplished in the following order:

- Sources were selected for creating a questionnaire;

- The questionnaire was posted on Google Forms and its link was distributed to
participants via social media;

- Results were collected and analyzed;

- Full research paper was prepared on the basis of results.

The purpose for conducting this research is:

- Assessing the impact of women leaders in HRM.

This research consists of three types of variables, independent variable, dependent
variable, and control variables:

-INDEPENDENT variable is women leadership characteristics;

-DEPENDENT variable is HRM processes;

-CONTROL variables: age, gender, education, occupation (for all respondents),
occupation (for women leaders), and work experience of leader women.

The researchers used both primary and secondary data in this research. The primary
data (based on results of this study) were collected via social media using an online
questionnaire, and the secondary data (relevant books, journals, papers, international
organizations’ survey results and etc.) were gathered via Google scholar and other web sites.

3.3. Measures

The research questionnaire consists of two parts, the first one is demographic part and
the second one is main part. The demographic part involves seven questions and its
measurement scales are both nominal and ordinal. And the main part involves two questions
and its measurement scale is nominal.
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3.4. Statistical Analysis

The statistical analysis tools were chosen based on questions measurement scales, the
types of collected data, and statements of research hypotheses. According to questions’
measurement scales, the statistical tools of this research were chosen in the Non-Parametric
equivalent. The following tests were used for determining this research’s results:

-Descriptive statistics for analyzing demographic and main part data;

- Cronbach’s alpha for testing the reliability of research data;

-Spearman correlation for testing hypotheses.

All the above statistical analyses were calculated with the IBM SPSS Statistics.

ANALYSIS AND RESULTS

In the beginning of the results section in research paper we preferred to restate the
purpose of this research, it includes:

- Assessing the impact of women leaders in HRM;

We highlighted the descriptive statistics for all variables (independent, dependent, and
control variables), the Reliability and Hypotheses tests in the results section.

5.1.Descriptive statistics
Table 1. Statistics of control variables

What
What isposition do
your you hold inYour work
position inthe experience
the organizationas a leaderYour
organizatio ((for women|(for womenlleader a
n /leaders leaders woman or
Age  |Gender |education lenterprise? lonly)? only)? man?
N Valid 182 182 182 182 64 53 182
Missed0 0 0 0 118 129 0
Mean 2,554911,2418 |3,3462 3,4231 2,0938 2,9434 1,5385

According to Table 1, it is clear that 182 respondents participated in this research
and 64 respondents are women with occupation in the senior management in the
organizations/entities, from them 53 women leaders responded about their work
experience as a leader.

Table 2. Respondents’ age

Frequen [Percentag [Valid Cumulative
cy es percentage |percentage
Valid 18-25 25 13,7 13,7 13,7
26-35 76 41,8 41,8 55,5
36-45 43 23,6 23,6 79,1
46-55 31 17,0 17,0 96,2
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56 and7 3,8 3,8 100,0
over
Total 182 100,0 100,0

Table 2 provides information about respondents age, we can see that most of the
participants in this research were between 26-35 years old, namely 76 (41,8%) and least
participants in this research were between 56 and over, namely 7 (3,8%).

Table 3. Respondents gender

Frequen [Percentag [Valid Cumulative
cy es percentage |percentage
Valid Female [138 75,8 75,8 75,8
Male |44 24,2 24,2 100,0
Total (182 100,0 100,0

In the Table 3 respondents gender was described, according to the table female
respondents are 138 (75,8%) and male respondents are 44 (24,2%).

Table 4. Respondents education

Percentag|Valid Cumulative
Frequencyles percentage |percentage
Valid  |College degree |7 3,8 3,8 3,8
Undergraduate |1 ,5 ,5 4,4
student
Bachelor 99 54,4 54,4 58,8
degree
Master degree |73 40,1 40,1 98,9
Doctorant 1 ) .5 99,5
student
Doctor ofil ,5 ,5 100,0
science
Total 182 100,0 100,0

We can see from the Table 4 the education level of respondents, according to data
99 (54,4%) respondents received bachelor degree and 73 (40,1%) respondents of master
degree.

Table 5. What is your position in the organization / enterprise?

Frequen [Percentag [Valid Cumulative
cy es percentage |percentage
Valid |Leader/Executive (16 3,8 8,8 8,8
Deputy executive |20 11,0 11,0 19,8
Head department |25 13,7 13,7 33,5
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Department 113 62,1 62,1 95,6
specialist

Others 8 4,4 4,4 100,0
Total 182 100,0 100,0

As it may be seen from the Table 5 that the most respondents are department
specialists, their index is 113 (62,1%), remaining respondents: leader/executives, deputy
executives, and head of departments are 16 (8,8%), 20 (11%), and 25 (13,7) respectively.

Table 6. What position do you hold in the organization (for women leaders only)?

Frequen [Percentag |Valid Cumulative
cy es percentage |percentage
Valid Leader/Executi|19 10,4 29,7 29,7
ve
Deputy 20 11,0 31,3 60,9
executive
Head 25 13,7 39,1 100,0
department
Total 64 35,2 100,0
Missed 118 64,8
Total 182 100,0
The Table 6 presents data that women leaders’ occupation in the

organizations/entities, according to table 64 (35,2%) women leaders completed this
question and for this reason 118 responses were missed.

Table 7. Your work experience as a leader (for women leaders only)?

Frequen [Percentag [Valid Cumulative
cy es percentage |percentage
Valid Less than 14 2,2 7,5 7,5
ear
1-3 years 19 10,4 35,8 43,4
3-5 years 6 3,3 11,3 54,7
5 years andZ24 13,2 45,3 100,0
over
Total 53 29,1 100,0
Missed 129 70,9
Total 182 100,0

The Table 7 clearly showed that 53 respondents answered to this question,
according to data 24 women leaders have 5 years and over experience, 19 women leaders
have 1-3 years of experience, remaining participants have 3-5 years and less than 1 year
of experience.
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Table 8. Your leader a woman or man?

Frequen [Percentag |Valid Cumulative
cy es percentage |percentage
Valid Woman [84 46,2 46,2 46,2
Man 98 53,8 53,8 100,0
Total 182 100,0 100,0

As it is evident from the Table 8 that 84 respondents’ leader is women and 98
respondents’ leader is man in the organizations/entities.

Table 9. Women leadership characteristics

Frequen [Percentag |Valid Cumulative
cy es percentage |percentage
Valid Responsibility |46 25,3 25,3 25,3
Strategic 36 19,8 19,8 45,1
thinking
[nitiative 10 5,5 5,5 50,5
Self-confidence |44 24,2 24,2 74,7
Stress 14 7,7 7,7 82,4
resistance
Empathy 32 17,6 17,6 100,0
Total 182 100,0 100,0

In this Table 9 women leadership characteristics were highlighted which affects
HRM in the organizations/entities. According to this data we may know that women
leaders’ main characteristics are responsibility-46 (25,3%), self-confidence-44 (24,2),
strategic thinking-36 (19,8%), and empathy-32 (17,6%).

30

20

Responsibility Strateqgic Initiative Self- Stress Empathy
thinking confidence resistance

Figure 3. Women leadership characteristics
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According to the Figure 3, we know that the characteristics of “initiative” and “stress
resistance” are less important for women leaders according to respondents.

Table 10. HRM processes

Frequen [Percentag |Valid Cumulative
cy es percentage [percentage
Valid Recruiting and39 21,4 21,4 21,4
selection
Adaptation 23 12,6 12,6 34,1
employees
Mentoring 32 17,6 17,6 51,6
Job analysis and23 12,6 12,6 64,3
design
Performance 34 18,7 18,7 33,0
appraisal
Career planning and31 17,0 17,0 100,0
development
Total 182 100,0 100,0

Table 10 showed about HRM processes are the most active in the
organizations/entities as a result of impact of women leadership characteristics.
According to this table the most active HRM processes are recruiting-39 (21,4%),
performance appraisal-34 (18,7), mentoring-32 (17,6), and career planning and
development-31 (17%).

25

20

Recruitingand  Adaptation Mentoring Job analysis  Performance Career
selection employees and design appraisal planning and
development

Figure 4. HRM processes
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Figure 4 described that adaptation employees and job analysis and design are less
important for women leaders according to respondents who responded in this research.

5.2.Reliability test
Table 11. Reliability statistics
Chronbach’s
Alpha N
,983 2

The Table 11 clearly showed about the research’s reliability and according to the
test the reliability of research is r=0.98. The Reliability test result is denoted by the letter
rand represented in the range from 0 to 1. According to range, if r = 0 it does not show
reliability and if r = 1 it shows perfect reliability. So, this research’s reliability is excellent.

5.3.Testing hypotheses

Table 12. Spearman correlation result for the significant relationship between
women leadership characteristics and HR processes in the organizations/entities

women_lead
ership_chara hrm_process
cteristics es
Spearman  [women_leadership_ch|Correlation coefficient1,000 ,972*
aracteristics Sig. ( 2-tailed) : ,000
N 182 182
hrm_processes Correlation coefficient,972* 1,000
Sig. ( 2-tailed) ,000 .
N 182 182

**, Correlation is significant at the 0,01 level (2-tailed).

Table 12 represents the relationship between independent and dependent variables
in this research. Spearman correlation is denoted by rsand this research’s rz==0.97 which
means the relationship between variables is a very strong correlation. The probability
value “p-value” is 0,000 and this p-value less than 0,01. Less than 0,01 p-value, namely
P<1% means that there is very strong evidence for rejecting Ho.If Ho is wrong, that the data

are statistically significant and that independent and dependent variables showed a true
relationship (Fig.5).
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Figure 5. A scatter plot of independent and dependent variables

CONCLUSION AND RECOMMENDATIONS

Women leaders own significant leadership characteristics and their qualities play
an important role in the management of organizations/entities. Human resources are the
main asset that provides survives of the organizations/entities. Our aim was to identify
and assess the impact of women leadership characteristics on HRM. According to research
topic and research objectives two research questions were formed for this research and
they include:

1.Do the characteristics of women leaders impact on HRM?

2.How women leaders affect in managing human resources processes in the
organizations/entities?

We conclude the following findings for both research questions in the research that
the characteristics of women leaders impact on human resources management, such as
responsibility, self-confidence, strategic thinking, and empathy. These four women
leadership characteristics are strongly positive correlate with human resources
management processes, such as recruiting, performance appraisal, mentoring, and career
planning and development. The characteristics of responsibility and self-confidence of
women leaders together play a major role in the successful and effective organization of
recruitment and performance appraisal processes in the organizations or enterprises
which they lead. Both the recruitment and performance appraisal processes do not include
only one element, on the contrary, these processes consist of several human resources
activities, such as identifying, attracting, interviewing, selecting, hiring, promotion, career
development employees and others. There should be noted that the recruitment process
is involved in the human resource planning. The HR planning is a process that ensures the
right number and kinds of people at the right place at the right time. So, the characteristics
of responsibility and self-confidence influence positively to the recruitment process which
participates in building an organization’s human capital.

Based on the results of this study, we consider the following recommendations to be
appropriate, they include:
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-Independent study of modern knowledge on human resource management and
human capital by women leaders and organization of regular training sessions for HR staff
in the organizations/entities. In this process, women leaders will have additional
leadership qualities and characteristics.

- Participation in international and local conferences, training seminars in the field
of modern and strategic human resource management which are organized by
governmental and non-governmental organizations. As a result, women leaders will have
the opportunity to master many processes of human resource management that are
unfamiliar to them.

The future research should be conducted by linking each the characteristics or
qualities of women leaders to individual human resource management activities or tasks.

References

1. Anshika, S. (2020). Human Resource  Management Process,
https://www.economicsdiscussion.net/

2. Batliwala, S. (2010). ‘Feminist Leadership For Social Transformation: Clearing the
Conceptual Cloud’. Bangalore: CREA.

3. Bostjancic, E. (2010). Personality, job satisfaction, and performance of Slovenian
managers - how big is the role of emotional intelligence in this? StudiaPsychologica, 52(3),
207-218.

4. Davis, M. H., Capobianco, S., Kraus, L. A. (2010). Gender differences in responding
to conflict in the workplace: evidence from a large sample of working adults. SexRoles, 63,
500-514. http://dx.doi.org/10.1007/s11199-010-9828-9

5. Garikipati, S., Kambhampati, U. (2020). Leading the Fight Against the Pandemic:
Does Gender ‘Really’ Matter? Available at SSRN: https://ssrn.com/abstract=3617953 or
http://dx.doi.org/10.2139/ssrn.3617953

6. Goodman, J. S, Fields, D. L., Blum, T. C. (2003). Crack in the glass ceiling: in what
kinds of organizations do women make it to the top? Group & Organization Management.
28(4),475-501. http://dx.doi.org/10.1177/1059601103251232

7. HRM - Human Resource Management Process, https://www.hrhelpboard.com/

8. Human Resource Management, http://www.whatishumanresource.com/

9. Moore, S., Grunberg, L., Greenberg, E. (2005). "Are female supervisors good for
employee job experiences, health, and wellbeing?". Women in Management Review. Vol.
20 No. 2, pp. 86-95. https://doi.org/10.1108/09649420510584427

10. Nayak, P. (2015). Women in HR Roles: Perceptions of Corporate managers in
India. Journal of Strategic Human Resource Management. Volume 4, Issue 3, October 2015,
pp- 30-38

11. Wright, P. M., McMahan, G. C. (1992). Theoretical Perspectives for Strategic
Human Resource Management. Journal o f Management. 18(2), pp. 295-320.

12.Zenger ]., Folkman F. (2019). Women Score Higher Than Men in Most Leadership
Skills. Harward business review. https://hbr.org/2019/06/research-women-score-
higher-than-men-in-most-leadership-skills

90



