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UTILIZATION OF WOMEN’S LEADERSHIP POTENTIAL IN
CONTEMPORARY ORGANISATIONS

In this paper one of the actual issues of our society was analyzed which is called the management of people
within organizations. Within the framework of this theme the scarcity of women in the leadership positions and its
reasons are considered. In compliance with this the importance of utilization of women’s leadership potential in
contemporary organisationsis examined on the basis of leadership theories. Considering this situation the author
proposes to remove obstacles on the way to utilize women’s leadership potential. The main findings of the report
have been made on the basis of the literature review.

Keywords: women’s scarcity, competitiveness, investment, women’s leadership potential.

Introduction. Challenges that organisations face
in contemporary globalised environment is related to
implementation of strategies which can raise their com-
petitiveness. In this context under usage of women’s
potential for leadership can be evaluated as a waste
of human resources. As Appelbaum and colleagues
(2005 p. 43) write, ‘by failing to maximize the potential of
their female employees, organizations lose in two ways.
First, they do not fully benefit from the unique talent
and perspective that women can impart… Secondly,
organizations get a poor return on their investment
by driving out those that they have spent time and mo-
ney training’.

Hence, this research was aimed at evaluating
women’s scarcity in the leadership positions as an
issue of discrimination. In compliance with this aim
the following research objectives were formulated:
to outline statistical evidences of underrepresenta-
tion of women in top positions and theoretical ap-
proaches to this  phenomenon description; to specu-
late about the importance of utilization of women’s
leadership potential in contemporary organisations
on the basis of leadership theories; to identify ob-
stacles in female leaders’ contemporary organisa-
tions on the basis of leadership theories; to identify
obstacles in female leaders’ scarcity and to suggest
some proposals to overcome the revealed obstacles.

The main findings of the report have been made
on the basis of the literature review. To support the
research statements, some articles of contemporary
scholars, practices of companies’ functioning and re-
search papers of some official bodies have been used.

Scarcity of women in leadership positions.

Despite the fact that women constitute approxi-
mately one half of potential workforce, they are
still underrepresented in leadership positions. In
2011, in particular, women occupied 16.1% of board
seats in large companies of the United States com-
pared with 15.7% in 2010 (Catalyst 2011). In accor-
dance with 2011 Catalyst Census: Fortune 500 Com-
panies, ‘in both 2010 and 2011, less than one-fifth
of companies had 25 percent or more women di-
rectors, while about one-tenth had no women serv-
ing on their boards’ (Catalyst 2011 p. 1). These fi-
gures are related to at least three important notions.
Firstly, that so called ‘glass ceiling’ effect, which
has been introduced by Wall Street Journal, exists
‘as an invisible but powerful barrier that allows
women to advance only to a certain level’ (Carli
and Eagly 2001 p. 630). This concept was widely
theorised and empirically evidenced by psycholo-
gists (Grout et al. 2007). Secondly, ‘leaking pipe-
line’ theory also confirms that the number of fe-
male leaders declines the higher the position beco-
mes (PricewaterhouseCoopers 2008). Thirdly, it
means that ‘discrimination due to gender affects
the largest population group and workplace discrimi-
nation is most apparent in the areas of job recruit-
ment, promotion, remuneration and job assignment’
(Harel et al. 2003 p. 249). So, in the next paragraph
of the report, the significance of encouraging of wo-
men into the leadership positions will be considered.

The importance of utilisation of women’s
leadership potential in contemporary organisa-
tions. Astin and Leland, cited in Aldoory and Toth
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(2004 p. 158), define leadership ‘as activity aimed
at bringing about change in an organisation or so-
cial system to improve people’s life’. McWhinney,
also being cited in Aldoory and Toth (2004) thinks,
that leadership styles constitute the basis of current
leadership theories, and that the most deliberated
leadership styles are transactional and transforma-
tional leadership. Buchanan and Huczynski (2010
p. 617) emphasize, that ‘transactional leaders see
their relationships with followers in terms of trade,
swaps or bargains’, and that ‘transformational lea-
ders are charismatic individuals who inspire and
motivate others to perform ‘beyond contract’’. It must
be noted, that transformational leadership is recog-
nized as the most popular in terms of conformity to
challenges of globalization because it involves the
following ‘Four Is’:

· Intellectual stimulation: encourage others to
see what they are doing from new perspectives.

· Idealized influence: articulate the mission or
vision of the organization.

· Individualized consideration: develop others
to higher levels of ability.

· Inspirational motivation: motivate others to
put organizational interests before self-interest. (Bu-
chanan and Huczynski 2010 p. 618)

Eagly and Johannesen-Schmidt (2001p. 791)
have found out that women manifest ‘idealized in-
fluence, inspirational motivation, and individualized
consideration’ more than men. ‘In contrast, men
exceeded women on the transactional scales’ (Eagly
and Johannesen-Schmidt 2001 p. 793). It means
that women’s leadership style can raise the effecti-
veness of organisations in contemporary changing
environment. Moreover, in accordance with current
globalized trends toward flatter organisational struc-
tures and toward team-based management wo-
men’s leadership style should benefit organisations
(Appelbaum et al. 2003, Powel 2002).

Reasons of female scarcity in leadership
positions. Jackson (2001) in relation to the barri-
ers, which prevent women’s promotion to leadership
positions, asserts that they are rooted in corporate
culture. She describes corporate culture as a ‘pattern
of basic assumptions developed as a group or orga-
nization learns to cope with environment’ (Jackson
2001 p. 31).

Most contemporary organisations’cultures have
adopted the perception that a leader is associated
with male gender while the follower - with female

one. These stereotypes serve as a barrier and create
negative attitudes toward a woman in power posi-
tion. Scholars also note some barriers for women
to share benefits of informal networking (e.g. ‘old
boy’ network). Gender related biases in corporate
cultures might bring to low ranks in supervisors’
evaluations of female employees. In addition to it,
there is a tendency to delegate less significant or
routine projects to women. Moreover, there are so-
me issues related to personal style. For example,
women’s socialized linguistic style (that is: asking
more than ordering) which are often evaluated ne-
gatively. Similar obstacles are met in the field of
professional style. Indeed, if a woman tries to act
more aggressively like a man, such kind of beha-
viour is usually evaluated negatively. And if she
tries to act like a female leader, it is again evalu-
ated negatively as weakness and ineffectiveness
(Jackson 2001).

A good example of such kind of corporate
culture biases is provided by Eagly (2005 p. 464) in
relation to women-conductors.

Conducting is such a male-dominated field that
when a woman conductor comes through with
theright amount of charisma and talent that it takes-
whether you are male or female-to do the job,she
has to push her talent and her charisma so far that
some of her natural qualities as a woman arelost.
And that can be disturbing and disappointing (Sym-
phony Orchestra Institute, 1998, p. 75).

Tokenism in organisational culture is another
reason of women’s isolation in their movement to-
ward leadership. It means that in organisations with
skewed sex ratio usually appears two groups: ‘do-
minants’ and ‘tokens’. Tokens (as a rule, they are
women in upper management) experience more
performance related pressure and they are the sub-
ject for frequent scrutiny, as they are noticeable
group in the organization (Oakley 2000).

Corporate  practices  which  are  not  aimed  to
support women’s promotion are also the reasons
of female scarcity in top positions. For example, a
candidate to be promoted to a CEO position must
have some line experience (e.g. marketing). But
usually these career options are not proposed to
women in mid-career, because companies do not
facilitate such kind of movement. Thus women do
not have this traditional prerequisite for CEO posi-
tion. Another reason is related to the absence of
affirmative action programs to promote women to
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leadership positions in organisations. Corporate prac-
tices still demonstrate reluctance to promote diver-
sity, including executive educational programs for
women and adequate mentorship. Similarly, women
in managerial and top positions are usually less paid
than their male colleagues. They also receive less
time off for career training and fewer shares of
stock holding. These compensation practices func-
tion as signs that women are less likely to be promo-
ted to the top. (Oakley 2000)

In this paper following theoretical foundation
for addressing revealed negative effects is proposed.
In particular, this paper uses non-traditional theo-
retical approach to gender. From this viewpoint
‘gender is neither an individual characteristic nor
simply a basis for discrimination’ (Ely and Meyer-
son 2000 p.113). Gender is seen as ‘a complex set
of social relations enacted across a range of social
practices’ in organisations (Ely and Meyerson 2000
p.113). So, proposals to address women’s scarcity
in top positions should be directed to the field of
corporate culture. In this field only incremental and
long term strategies can be fruitful

The next section of the paper will be devoted
to outlining proposals to address the revealed ob-
stacles to women’s leadership.

Proposals to remove obstacles on the way
to utilize women’s leadership potential. In accor-
dance with non-traditional approach to gender this
report suggests that organisations should promote
an essential type of culture to support institutional
leadership development efforts. The theoretical
concept of a ‘leadership development culture’ (Ama-
gon 2009 p. 990) which is similar to the concept of
learning organisation can be used as a ground for
incremental interventions. It means that organisa-
tions should facilitate permanent learning activities
to implement comprehensive leadership develop-
ment program into the cultural fabric of the orga-
nisation. The report ‘Successful initiatives for break-
ing the glass ceiling to upward mobility for minorities
and women’ suggests using a combination of the
following initiatives in the context of leadership de-
velopment culture: removal of cultural and environ-
mental barriers to minorities’ and women’s advan-
cement; early identification of high-potential mino-
rities and women; leadership development programs
that emphasize lateral moves and line experience
and provide meaningful assignments as opposed to
one-shot training events; and, flexibility in arranging

work schedules and sites (U.S. Department of La-
bor, Glass Ceiling Commission 1993 p. 2).

Bickel (2002) shows how the leadership de-
velopment culture concept was implemented by
the Association of American Medical Colleges
(AAMC). AAMC, in particular, recognizes a great
role of department chairs(which can be seen as
managers) to develop female faculty. There are
special requirements for them: to suggest succes-
sion plans, which are aimed to remove glass ceil-
ings for women and minorities; to facilitate diver-
sity; to use the assistance of organisational devel-
opment experts and ombudspersons. AAMC es-
tablished awards for chairs that succeeded in the
department diversity sphere. Annual reports are
used to evaluate organisational initiatives in this
sphere. Another AAMC initiative is related to of-
fering advising and mentoring programs for female
junior faculty. For reaching this objective AAMC
publishes special handbooks for mentors and fa-
cilitates the procedure of mentor’s evaluation. It is
interesting that AAMC has identified that women
faculty is often involved into ‘soft science’ (research
on prevention), while grants are more available in
‘hard science’ (related to ‘discovery’). AAMC has
had a purpose to make scholarships more available
to women faculty, and re-examined current sche-
mes of their granting. (Bickel 2002)

The AAMC example shows that leadership
development culture should be embedded in the
fields of: selection and assessment of personnel;
leader’s responsibilities; women’s work motivation;
training facilitation; and career management. It is
obvious that successive implementation of women’s
advancement requires introduction of intra organisa-
tional systemic research and reporting practices
related to this issue. This case indicates that wo-
men advancement supporting initiatives should be
implanted into the long-term organisational devel-
opment strategy as well as into the organisation’s
performance management system.

So, it could be seen that leadership develop-
ment culture calls to changes in Human Recourse
Management (HRM) practices. In accordance with
Shen et al. (2009 p. 239) they include ‘recruitment
and selection, training and development, perfor-
mance management and pay’. Shen and colleagues
suggest ‘managing diversity’ concept as an ap-
proach to develop HRM strategies and polices in
this context. They argue, that ‘managing diversity
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is premised on recognition of diversity and differ-
ences as positive attributes of an organization, rather
than as problems to be solved’ (Shen et al. 2009 p.
236). These scholars explain that HRM in contem-
porary organisations should be concerned mot only
with equal employment opportunity. Shen and col-
leagues argue that diversity values should be used
to facilitate operational,tactical and strategic le-
vels of HRM practices. Some examples of mana-
ging diversity through strategic HRM practices
presented below.

The ‘Successful initiatives for breaking the
glass ceiling to upward mobility for minorities and
women’ report emphasises that HRM strategic ini-
tiatives are important to address glass ceiling is-
sues. The report indicates, in this respect, that lea-
dership and career development and accountabil-
ity programs are fruitful initiatives to support wo-
men’s leadership. Leadership development initia-
tive includes establishment of two types of plans:
strategic plan for organisational development and
succession plan for employees. The first includes
career development tools which are unique to
organisational culture: rotational job assignments,
field experience, and terms of advancement. The
second - clear time bounded objectives for employ-
ees’ career development with identification of lear-
ning and practice activities and criteria for perfor-
mance measurement. Accountability programs are
designed for managers to take responsibilities to
match talented women with career opportunities.
These programs introduce goal and performance
indicators setting procedures for managers and fi-
nancial incentives for them. These HRM strategic
initiatives are also aimed to facilitate diversity val-
ues implementation into the organisational culture.
(U.S. Department of Labour, Glass Ceiling Com-
mission 1993)

The next important theoretical concept of
‘leadership development as identity work’ (Ely,
Ibarra, and Kolb 2011 p. 475) can be used to pro-
pose women-only trainings. As Ely and colleagues
argue, their ‘framework is distinctive by showing
how gender shapes women’s path to leadership
without either victimizing or blaming women, while
at the same time cultivating in women a sense of
agency’ (Ely, Ibarra, and Kolb 2011 p. 475).

Thus, in accordance with these scholars ‘wo-
men-only management training’ can be seen as a
way to help women to demolish glass ceiling. Vini-

combe and Singh (2002) propose to design such
programmes as supplementary (elective courses)
to MBA programme or as separate development
programme for managers. Women-only manage-
ment training design takes into consideration wo-
men’s socialized way of learning; women’s values
and sense of self. This training helps women-ma-
nagers to become more effective and to work over
social-psychological issues. The objectives of wo-
men-only programme are: to identify participant’s
attitudes to work and personal roles; to analyse their
previous managerial experience emphasizing gen-
der issues; to give advice on strengthening their
managerial style; to teach women to apply power
and politics studies into their practice; to provide
guideline for career management and belief in them-
selves; to compare participants’ experiences with
other women’s career in the same or senior posi-
tions (Vinicombe and Singh 2002).

The value of women-only management train-
ing is in its social-psychological orientation. Con-
temporary labour market needs special institutions
to socialise female half of workforce to be more
efficient and authentic.

In addition to ‘women-only training’ initiative,
style advisement should be taken into consideration.
As Vinkenburg and colleagues (2011 p.18) on the
basis of their research argue, ‘for women inspira-
tional motivation and individualized consideration
were regarded as equally important for promotion.
Thus, a woman seeking advancement would be well
advised to manifest both aspects of transformatio-
nal leadership’. They also claim, that ‘individualised
consideration provides means for women to miti-
gate backlash against agentic women (Rudman &
Glick, 2011) and to display leadership behaviours
that are congruent with the female gender role’
(Vinkenburg et al. 2011 p. 18). This approach is al-
so important to address challenges of authenticity
in leadership. It means that leaders should be legi-
timized by their subordinates to represent common
values. As Eagly (2005 p. 472) states, ‘the design
of training programs that address the interpersonal
processes through which relational authenticity
emerges can further increase the odds that women
and other outsiders achieve success as leaders’.

The next tool in the framework of ‘leadership
development as identity work’ is associated with
mentoring relationships, which are seen as crucial
for women’s advancement. Burke and McKeen



14

, 
, 2

01
3.

 -
 

3.
      

(1990 p. 318) quoted the idea of Collins on mentoring
as a ‘one-to-one relationship between a more expe-
rienced person and an inexperienced person, and
only until the latter reaches maturity’. Theoretical
basis for mentoring is related to developmental rela-
tionship and relationship constellation concepts. As
the scholars suppose, the main requirements for
successive mentorship are: the ability of mentors
to fulfil their obligations and the existence of tal-
ents in apprentices. Thus, organisations, creating
formal mentor programs should facilitate them care-
fully. Cross-gender mentoring programmes for wo-
men, in particular, can be affected by norms regar-
ding cross-gender relationships. Clawson and Kram,
cited in Burke and McKeen (1990 p. 327) describe
it ‘as a “developmental dilemma”; that is, the desi-
re to develop one’s subordinates demands a close
relationship, but the desire to avoid complications
demands a distance from them’. So, these issues
should be discussed in organisation to provide an
optimal level of relationships without compromising
of participants. (Burke and McKeen 1990).

Thus, it can be noted that there are a lot of
initiatives which can be used to eliminate glass ceil-
ing problems in women’s leadership. They address
managerial issues of female leaders’ discrimina-
tion. And it will result in the implementation of di-
versity values into organisational cultures; removal
of psychological and behavioural obstacles in ad-

vancement of women; matching career opportuni-
ties for talented female employees and enhanced
organisational effectiveness.

Conclusion. This paper was aimed at evalu-
ating discriminatory aspects of women’s scarcity
in leadership positions. Statistical evidence of wo-
men’s underrepresentation was interpreted through
‘glass ceiling’, ‘pipeline leakage’ and gender discri-
mination concepts. In accordance with leadership
theories it was argued that women’s leadership
style is useful to raise organisational effectiveness
and address issues of team based management and
flatter organisations. It was revealed, that the main
barriers for women in reaching top positions are
the following: gender related stereotypes; personal
and professional style limitations; lack of informal
networking benefits; tokenism; constraints in ob-
taining line experience; absence of leadership de-
velopment programs; underpayment. Some propos-
als were made to address these people management
related issues and to remove the mentioned obstac-
les in women’s advancement. They are: organisa-
tional culture changing; mentoring; ‘women-only
management trainings’; improvement of selection
and assessment of personnel; enhancing leader’s
responsibilities; work motivation of women; leader-
ship style trainings; career development and ac-
countability programs.
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-
, -

, 
-

.
 -

, -

-
.

-
-
-
-
.
-
-

. 1) 
 [1].

, 

. , -
 2012 .  4729,8 

 4763,4 -
,  100,7 % . -

62,5%,  - 5,2%, -
 - 0,4%,

 - 31,9%.

 2012 . -
,  95%

-
. -

: 
2008 .  32,7% , 
2009 - 28,9%  2010- 28,5%, 2011 - 26,4% 
2012 . - 25,4%. 

:  2008 . 
 22,7%,

 2009 - 23,2%,  2010 - 23,1%, 2011 - 21,7% 
2012 . - 22,3%. 

 9,5% 
 2008 .,  2009 . 

 12,1%,  2010 . 
10,6%,  2011 . - 9,4%  2012 . - 10,7%. 

-
. -

 2008 .  2,0%,
 2009 - 2,6%, 2010 - 2,1%, 2011 - 1,9%  2012 . -

2,3% ( . 2).
-

 100,8%,  2951,7 
 2975,6 .

.  2 -
 2008-2012 , %*

* 
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», -
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-
, -

.
-

-
-

, 
 « »  « -

». -
 2012-2014 .  880,6 ,

865,8  1 027,8 -
. -

»  36,7%  2009 .,
35,3%  2010 ., 36,8%  2011 .  2012 . 37,0%

. -

,  2002 ., -
, 

-
-

.
, 

-
-

 50  70% . -
, 

 70,6% 
,  -

55,0%,  - 52,4%.
, -

, 

      

, 

, -
-
-

 [2].
, -

 2012 .
-
-

, -
. 

 - 125 459,3 
, :

- -
;

- -
;

- -
;

- 
;

- 
, , -

 [3].
-

 2012 . 
6 817 , 

 5 290 ,
 497 ,

,
3 043 , -

 1 750 -
. 

-
 333 496,3  [4].

-
   2011-2012 . 

 1.

 1 -
   2011-2012 ., ,*

 2011  2012  
1 2 3 

,  554 497 
,  21 992,7 39 990,2 

       :   
.  363,6 114,4 
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1 2 3 
, , 

,  
 ( , ),  

 

20 461,5 32 373,3 

  70,9 0,3 
  875,2 7 428,4 

 221,6 73,9 
,  

 11 466,1 4 423,4 

 36 595,3 38 881,0 
     * 

 1, -
-
-

, , -
, -

-
 ( , ), -

-
.

,

.
 (

) -
 2012-2014 .  102,1 

, 121,1  140,2 -
 ( . 3).

 2012 . 
, 

 102,1  ,  ,  -
 39,5 , -

 16,1 , 
46,6 .

-
, -

, .

 

1 0 2  1 1 4

3 9  4 6 8

1 6  0 7 6

4 6  5 7 0

1 2 1  0 5 6

4 4  2 2 5

2 4  6 0 7

5 2  2 2 4

1 4 0  1 9 7

6 9  4 5 6

3 2  2 4 3
3 8  4 9 8

0

2 0  0 0 0

4 0  0 0 0

6 0  0 0 0

8 0  0 0 0

1 0 0  0 0 0

1 2 0  0 0 0

1 4 0  0 0 0

1 6 0  0 0 0

.  

2 0 1 2  2 0 1 3  2 0 1 4                   

    

. 3 -  2012-2014 ., 

                     1
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, -

-
, 

-
.

,  

. 
-

.

, -
, -

 30-40%
, , , , -

.), -
 [5]. 

-

-

. , -

-
, 

-
, -

, 
.

:
- -

;
- -

;
- 

;
- 

;
- -

-
;

- -
.

1. . -
. //Terra Economicus// -

. - 2012. - . 10. -  2. - . 2. - . 74-76.
2.  2012-2014 .
3.  2011 .
4.  2012 .
5. . 

/ . . . . . . . - ,
2012. 36 .

. 
. 

. 
.

Summary

In this article the main problems of the fiscal system in the Republic of Kazakhstan. The analysis of the
structure of the tax revenue of the state budget in recent years. The data of the Accounts Committee for Control
over Execution of the Republican Budget. The basic priorities and objectives of fiscal policy at the present stage.
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.  [1],  [2], . -
 [3], .  [4], .  [5],

.  [6], . , . , . -
, . . - 

. 
-

, 
 - 

. -
-

. ,
.  ,  .  .  [7-9].  

,
, . , . , . -

 [10-12]. , 
-

 [13-18], -
,
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.

-
, -

, , . -
, . [19-22].

, -
, -
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-

, -
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-
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, 
, ,

-
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.
-
-
-
-

 2010-2014 . ( ),
 - -
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, -

, -
-
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.
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.
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Summary

Galiyev S.Zh., Zhumabekova S.A., Shukitova .B. The relevance of the scientific approach in the implementation
of the national industrial policy of Kazakhstan.

The article is devoted to the need to develop a methodological framework of industrial policy in Kazakhstan.
Taking into account the results of ongoing government incentives and measures to modernize the industry. It was
analyzed the experience of modernization in different countries.
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.

1. . 
 // . - 2002. - 3.

2. .  - 
 // . - 2003. - 2.

3. ., . // . - 2004.
4. .  // 

. - 2003. - 4.
5. ., . -

 // . - 2004. - 3 (51).
6. . : , , -
 // . - 2002. - 5 (41).

.
, 

. .

Summary

Forming long-term relationships with customers is the most important goal for modern companies. Iinvestigation
of the structure of complex loyalty allows us to find more effective ways to influence the market. Analysis of the
distinguishing features of consumer segments helps to create a focused strategy of loyalty management. The
loyalty map, which the author offers, is an advanced technique that allows not only to analyze the type of loyalty,
but also to get it’s quantification for the various consumer segments.



, 
, 2

01
3.

 -
 

3.

31

      

,
, . 

,
, . 

                                                                                  

        
    FIREWALL - 1

. ,
. 

 (firewalls), 
.

: firewalls, , Internet, Solstice, Cisco, UNIX

-
. -

-
.  (fire-

wall) - -
-

, -
 ( .1).

.  1 -  FireWall

. 
 « »  « », 

 « -
» . 

 Internet. [1]
, -

. 

Internet, -
.

1. -
, 

) 
.

2. -
-
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 firewall , , « -
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.

5. -
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, 
-

.
6. , 

, 
, 

-
-

.
7.  Firewall 

-
. ,

-
, , , 

-
-

. -

.
, -

-
, 

 Solstice FireWall-1  Sun Micro-
systems. 

. -
, -

.
 Solstice

FireWall-1 , 
. 2).

 FireWall-1 -
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-
 FireWall-1 

:
, -

. 
,

, -
.
,  

. ,
-

 40 , 
FireWall-1.

, -

: «
-

, 
».

.

 - -
 - -

. 
-

:  Cisco  IOS  9.x,  10.x,   Bay-
Networks (Wellfleet) OS v.8.

, ,
, , -

, -
.

, , -
-

, , -

 [2].
c -

-
 FireWall-1 ( . 3).

 

.  3 -  FireWall

:
1. , -

, 
-

, ,  UNIX- .

2. -
, -

-
.

3.  Internet -
. -
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, FireWall-1 -

, , -
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, -
.

-
, -

 FireWall-1. -
 FireWall-1 -
, 

,
, 

-

 UNIX.
, -

, 
.

-

. 
, ,  World Wide

Web, FTP .
-

, -
, -

 Internet  ( . 4).

.  4 -  Internet

-
, , 

, -
. -

-
, .

-
 FireWall-1. 

-
, ,

, -
-

 FireWall-1.
Solstice FireWall-1 -

 FTP  telnet 
-

. -

, FireWall-1  FTP 
telnet  UNIX , -

, -
. , -

 FTP 
telnet ( -

), 
,
-

. -
-

:
• Unix- ;
•  S/Key 

;
•  SecurID -

 [3].
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1. ., . . 3- . - .:
 « », 2003. . 23.

2. ., . . , , : 
. 2- . - .: , 2002. . 247.

3. ., ., . . .
». - .: , 2001. . 124.

.
Internet- , Solstice FireWall-1

. 
,  Solstice FireWall-1 

.

Summary

This article is considered the main concepts of shielding systems, and also the demands made to them. On the
example of a Solstice FireWall-1 package some typical cases of use of such systems, especially in relation to
problems of safety of Internet-connections are considered. Some unique features of Solstice FireWall-1, allowing to
speak about its leadership in this class of appendices are considered also.
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.
-

, -
, -
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-

  ,   -
.

-
,  

-
-

.
C 2000 .  « » -

-
-

. -

.
 « »

 «  « » 
,  70% 

,  10 -
.

 « » -
 British-

Telecom, -

,  China-
TelecommunicationCorporations,  «

»,  «
», .

, 
,  .  

 « -
». 

. 

. 
 « » -

 154 -
 23  [2].

      «KazTransCom» - -
, -

, -

. 

, , 
; -

-
-

.
 «ASTEL»  19 
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; -
-
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;
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 3G.
 2012 . 

 « »,  -
 34%. -
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 « », -

 33%. -
 « »,  24%.

 « » -
, 

9%,  - 3%.

 2012 .  598 
,  7,5%  2011 . [3].

 2012  .

.
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, -

34%

33%

9%
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.
,  

-
. -

, 

 « » -

.

1.  (www.itu.int)
2.  /  - www.stat.kz
3. 

 2010-2014 .

  -
. , 

  
.

Summary

In this paper the author considers the telecommunication industry of Kazakhstan which is one of the upcom-
ing sectors of our society.  In addition, the roles of IT service integrators (from both CIS and the world countries) are
analyzed as well as information about their expanding offices are given.
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. -
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-
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- 
 (1991-1996 .);

- -
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.
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-
-

.
-

,  2001 , -
, 

. 
-

-
 2012 .  1,4 . 

-

 92  95%, 
. ,

-
, -

 ( . 1) [3,5].
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Summary

 The leading analysis to development of small and middle entrepreneurship in the Republic of Kazakhstan,
was done conditional divisions on development stages of small and middle entrepreneurship; the development
subject of small and middle entrepreneurship.
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THE TOTAL FACTORIAL PRODUCTIVITY AS THE BASI  FACTOR
OF THE INNOVATIVE DEVELOPMENT

The article presents some results of the investigation of the problems of the economical management technol-
ogy structure.

The  passage on the innovative economics is a strategic direction in the development of Kazakhstan. It
assumes the creation of the new economical management technology.   Kantorovich-Kupmans“ duality principle
assumed as its basis makes it possible to conduct the estimation of the innovative activity of any economic agents.
In this case the total factor productivity is the index of steady economic increase, and the system of the balanced
indices may be used in the analysis of investment projects of innovative components in the form of economic or
public profit.

Key words: innovation, innovative economics, cumulative factorial productivity.

Postindustrial development of global econom-
ics, firstly, offered innovation, which carrier is in-
tellectual capital. Intellectual capitals mostly are
applied not only in the development of production,
but also in the management of currency-financial
resources, and in improving instruments of econo-
mic management.

Nowadays people become witnesses of the
fact that innovative testing is the most important
factor which gives a strong impulse into the devel-
opment of economics, finance and management.

On the way of movement of economies of the
world states to progress, it can be possible to sort
out three system-forming «floors» of development
of economic science, which is the queen of all other
sciences as Schumpeter said:

· development of innovations in the sphere of
production of actual goods;

· development of innovations in the sphere of
renovation of monetary-financial system;

· development of innovations in the sphere of
management of social-political life of the people
and management of business, enterprise, region etc.

We  can understand innovative investment into
actual economics as a process of achievement of
high technique - technological orders of produc-
tion, and we can understand innovations into fur-
ther socio-political development as a process of de-
velopment of new instruments of its economic ma-
nagement. In other words, to innovate the economic
system in the sphere of production of any state it is

necessary to adequate innovative system of mana-
gement instruments by its finances and socio-poli-
tical development.

In our early works [1-2] we studied the causes
of defects in the present technology of economic
management, based on partial indexes of equilib-
rium prices of goods and services, labor and capital.
The necessity of creating new technology and eco-
nomic management, based on the principles of Kan-
torovich and Koopmans duality. Using the ideologi-
cal legacy of the Nobel Prize in 1975 the authors
were allowed to construct a concept of new techno-
logy for managing economics. There are private
market indices corresponding to the principles of ge-
neral economic balance and sustainable develop-
ment. The basis of their agreement is total factor
productivity, which is a measure of national dimen-
sion, and, consequently, the international reserve
currency.

In macroeconomic studies considerable atten-
tion is given to the measurement of the percent
contribution of factors «capital», «labor» and «total
factor productivity» in increasing of GDP. In the
World Bank report it was noted that the introduc-
tion of measurement of an economic increase «to-
tal factor productivity» became one of the important
achievements in the economic science in the last
fifty years.

The total factor productivity of labor and capital
depends on the equipment of the human capital with
the capital assets and the basic equations is the de-

 -     
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composition of total factor productivity [3]:

                            q                              (1)

where
 - the aggregate productivity of labor and ca-

pital;
 - average annual wage per worker,

representing the price of human capital;
q - performance unit of human capital, deter-

mined by market conditions for goods and services
(hereinafter: in short form - «rate of return of wages»).

We have the following dual pair of production
functions: the regulatory costs ( 1(0) = 1(1)q0 )
and the actual results of production ( 1(1)= 1(1)q1)
of the real sector of the economics.

1 (1)q1  - total factor costs of production, de-
termined by conditions of the market of goods and
services in the current situation.

This production function  1 (1) is represented
by the actual results of production at the current
situation and divides for the product of the average
annual wage per worker and its impact factor (per-
formance), thereby shifting the focus to distribu-
tion relations between labor and capital.

Another expression of total factor productiv-
ity is  0= q0 and defined by the actual cost of pro-
duction at a fixed rate of return of wages in the ba-
se  year  (q0).

If total factor productivity  was higher 0,
the economics of the enterprise in the current year
worked efficiently, otherwise,it was worse than in
the base year, as ( - 0) is negative value. Or the
same q/q0 =1.

Equality of the parameters  and 0 means
that the economics of the management level worked
at the level of the base year, since q/q0 = 1.

 The natural desire of an entrepreneur to raise
total factor productivity -  requires a high return
wage - q in each cycle of production.

In turn, the rate of return of wages - q is
another term of supply of human capital -  by fi-
nancial capital (h) with normal efficiency (r), since
the equality:

                            q=1+rh                           (2)

takes place,
where h - fixed capital, which falls on unit wage
per worker (a ratio of human capital by financial

capital), r - rate of return of capital.
These two formulas (1) and (2) solve the prob-

lem of increasing human energy,as it was noticed
even in the 20th century by a Serbian scientist
Nikola Tesla:

«Imagine the person as the weight subject to
influence of force. Though movement of a body
does not carry the forward character meaning mo-
ving, nevertheless, to him laws of mechanical move-
ment, and energy of this weight are applicable, ac-
cording to the known formula it will be equal to
half of product of weight on a square of a certain
speed  …

The person, however, is not the ordinary weight
consisting of rotating atoms and molecules and con-
taining only thermal energy. It represents weight in
which the certain higher properties which are start-
ing with the creative beginning by which it is allo-
cated are put. His weight as water in an ocean wa-
ve, constantly varies, new comes instead of the old.
Besides, he grows, breeds and dies, and conse-
quently the weight changes not only of the sepa-
rate individual, but also of mankind as a whole ….

So, we present a diagram. M designates weight
of mankind. This weight is induced to one-way traf-
fic by force f to which counteracts other force R -
partially force of a friction, partially negative force
operating in an opposite direction and braking
movement of weight.

Such  counteracting  force  is  present  at  each
movement, and it should be taken into consideration.
The difference between these two forces is a use-
ful force which informs speed V to weight M in a di-
rection specified by an arrow on a vector of force f.
According to the aforesaid, energy of mankind will
be defined by product 1/2 * M  V  V  where M - is
total weight of mankind in the usual sense of  the
term «weight», and V is a certain prospective speed
which we cannot precisely characterize and de-
fine at a present condition of a science we cannot
precisely characterize and define.

Picture 1- Three ways of increasing
mankind energy

 -     
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Hence, the increase of energy of mankind is
equivalent to increase of this product and as it is
easily possible to see, there are only three real ways
of achievement of this result which is illustrated by
the  diagram.  The  first  way  assumes  increase  in
weight without change of both counteracting forces.
The second consists in reduction of braking force
R to magnitude r and in preservation of weight and
inducing force in former values. The third way con-
sists in force increase f to magnitude F while the
weight and counteracting force R remain invariable.
It is obvious that there are fixed limits concerning
weight and reduction of counteracting force, but
inducing force can increase beyond all bounds. Each
of three these possible decisions represents vari-
ous aspect of the basic question of increase in
energy of mankind. And thus, it is necessary to
consider consistently these three separate prob-
lems» [4, P.20-23].

As the weight of one person is in average
constant and also number of the occupied people
in economics is limited by an aggregate number of
the population of the country, then limited it is con-
sidered working hours resource. But economic ca-
pacity of the working person can be increased in a
reasonable interval of time to desirable level by con-
secutive escalating of armament of its labor by
means of production. So, at the fixed resources of
working hours and the fixed price of work 1(0),
the only factor of increase (decrease) in total facto-
rial productivity  there is according to modules (1)
dynamics of the indicator q1.

In the formulas (1)-(2) problem of N. Tesla
finds full solving:

- Its first way on weight increase is realized
by growth of number of the occupied people in eco-
nomics or lengthening of duration of day working
hours. And, on the contrary, surplus of this weight
is eliminated by increase in duration of free day
time of everyone working person at preservation
of the price of the human capital: time replaces a
monetary material;

- Its second way on restriction of braking force
we realize by establishment of level of the price of
the human capital depending on level of total fac-
torial productivity . Otherwise the unreasonable
rise in prices of the human capital becomes a brake
on a way of steady rates of economic growth;

- Its third way on inducing force of economic
development is easily realized by acceleration of

 -     

growth of the indicator q by continuous growth of
armament of a payment by means of production
(h), focused on innovative development (E).

Thus, N.Tesla’s model is the original test for
checking of a reality and a realizability of the for-
mulas (1)-(2). So, decoding of the economic main-
tenance of model of N.Tesla consists in weight in-
crease in the first way by means of growth of num-
ber of the occupied people in economics, in accep-
tance of the price of the human capital as braking
force in the second way, and the indicator q - as in-
ducing force and «catalyst» of acceleration of eco-
nomic growth in the third way. At a stage of tech-
nique-technological progress, growth of armament
of  a  payment  by  the  basic  means  (h) acts as the
carrier of the innovative industrialization which in-
dicator is growth by norm of return of a fixed
capital-. And in the absence of innovative technol-
ogy, in process of saturation of armament of a pay-
ment by means of production (h) the norm of effi-
ciency of a fixed capital (E) decreases. In the same
way, as the living wage defines the bottom border
of the price of work, the indicator defines that bot-
tom border of efficiency of a fixed capital which de-
fines a break-even point. Now this specification in
the world is accepted equal to 0,12. As the different
countries have different national currencies they
can accept various indicators of a living wage and
the specification of a recoupment of a fixed capital.

As  we  can  see  from  the  formulas  (1)-(2),  if
profitable unit of national currency serves price of
human assets , then so-called threshold of its pro-
ductivity is q0, precisely, fixed meaning of indicator
q at time moment t=t0.

Indeed, changes in structure of indicator q oc-
curs, firstly, when growth of capital endowment of
labor payment (h) substitutes losses of economics
from decrease of norm of effectiveness fixed as-
sets (r=E).

Secondly, level of parameter q changes when
under influence of factors of innovation development
grows norm of effectiveness of fixed capital (r=E).

As a whole, shifts in parameter structure q are
defined not differently, as changes in a performance
level (qualitatively) techniques and «the know-how»
(r = E), or an investment of the additional capital
(quantitatively) - h.

At known parameters of the formulas (1)-(2)
it is easy to analyze all possible variants of influence
of these key indicators of a fixed capital on dyna-
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 -     

mics of total factorial productivity, and then on dy-
namics of gross national product under incomes and
the  prices  of  the  human  capital  [2,  P.52].  So,  in
case of introduction of the innovative «know-how»
there is conditional or even a real reduction of num-
ber of working people or as nowadays in Japan and
in other developed countries of the world, there will
be a reduction of duration of day working hours,
and increase in duration of a free time.

These shifts in structure of factors of manu-
facture  and,  hence,  in  structure  of  the  resources
involved in economics grow out of growth of norm
of efficiency of a fixed capital (r = E). In a conse-
quence work is replaced with the capital, and less
skilled work is replaced with work of higher quali-
fication with probably high wages. Thereby in pro-
cess of indicator growth there is a possibility for a
reduction of work or for replacement of less diffi-
cult work with more difficult work.

Thus, here, as well as in former works of au-
thors, the human capital is understood as not physi-
cal and not as intellectual force of the person of
work, and its mid-annual monetary compensation
recognized as market economics.

The size of economic magnitude of this com-
pensation is certain by conditions of the general
balance at the reached level of total factorial labor
productivity in time present situation in the given
concrete district (the company, the country or eco-
nomic). And it corresponds to the size of physical
energy of this person of work in 70 watts [2].

It is necessary to underline once again that
the market as the force majeure, does not recognize
expenses of neither physical nor intellectual force
of the person of work, especially his high qualifica-
tion and quantities of high school diplomas. The mar-
ket defines only economic work - the price of a la-
bor of this person of the work, corresponding to
conditions of the general balance. Such understand-
ing of economy  of work and a market mechanism
of definition of the price of the human capital does
not contradict to the conventional theory of devel-
opment of the human capital, developed by T.Schultz
and S.Bekker [5], and in an essential measure sup-

plements their sights, bringing under their substan-
tiations strictly certain principle of a duality.

Firstly, work hired just as work of the busines-
sman or any other physical person has the price.
And this price is a variable in time size, is defined
not depending on the experience and qualification
of an individual, and depending on the level of total
factorial productivity recognized as market condi-
tions of the general balance. The price of the human
capital, as well as the price of the financial capital,
is defined by the market, both capitals equally par-
ticipates in creation of the total added cost defined
by conditions of the market.

Secondly, only ability of businessmen and ma-
nagers of manufacture to distribute again created
cumulative income on a payment and on the in-
come of the capital forms a basis of steady econo-
mic development of their enterprises. Unfairly low
payment, equally and strongly high payment, leads
to production efficiency loss: low - in the absence
of stimulus to high efficiency, a high payment - be-
cause of infringement of interests of the business-
man. And consequently optimum distribution of the
cumulative income demands high qualification of
managers of the enterprises and perfection of tools
of economic management.

Thus, economic indicators r, h,  and their op-
timum parities simultaneously define level of cumu-
lative factorial productivity ) and they are defi-
ned by it. Hence, the problem of the coordination
of work of three key markets of economics dares
by definition of optimum levels between indicators:
the work prices ( ),  the capital  prices  (r) and ar-
mament of unit of a payment of a fixed capital (h)
[1, P.36].

These three indicators of economic manage-
ment, speaking in images, are children of cumulative
factorial productivity and simultaneously they act
as its major factors defining. Such dual nature of
straight lines and feedback between industrial re-
sources and their productivity causes parity inno-
vative development of tools of economic manage-
ment on a level with development of technological
ways of the sphere of manufacture.
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Summary

In the article the author examines the main and most effective tools of marketing communication, the use of
which allows the fullest unleash the entrepreneurial marketing activities of enterprises, especially small business.
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2.  . , 1984. - . 234.
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Summary

Development of organizational design of company oriented to  leadership
«Organizational design» appeared in the economic literature recently. Its appearance is due to the necessity

for an integrated approach to the analysis and construction of organizations, with consideration of organizations as
open systems, on all aspects of which the rapidly changing external business environment has a significant effect.
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// . - 2004. 9.
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, 2003, 270 .
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Summary

The article investigates the issues of outsourcing, which means transfer the functions of some units to a third
party. At the moment the most demand in outsourcing is finance and accounting functions, including payroll and
HR administration.

The brief analysis of one of the fundamental concepts of modern business is giving in this article.  More and
more often a mono profile companies transmit their  activities to the independent external suppliers in order to
improve the competitiveness of their organizations.
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Summary

The article deals with the separation of the functions of managers and business owners. The purpose of the
study - rationale for selection of business - processes that requires the participation of the owners. The paper
proposed a classification of risks, which will highlight such business - processes.
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5. . . - .: , 2006. - 632 .

. 
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Summary

Lyailya M. Mutaliyeva
In the article characteristics of the Kazakhstani hotel business development are given. Analysis of

the present situation in the hotel market is carried out. Prospects of Kazakhstani hotel business develop-
ment are connected with the tourism development. Special attention is given to the touristic branch,
which brings big profits to the country, and this spicifies prospectiveness of its development.
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DOL =  (%) / -
 (%) = Q*(P-TVC)/Q*(P-TVC)-TFC
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:

DOL=1/(1-Q*/Q*)

:
1)  (Q>Q*),  DOL>0. 
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2)  (Q<Q*),  DOL<0. 
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2. :

     Pk
NPV =       ——     - IC.

      k (1+r)k

 NPV 0 , 
.
  NPV 0 , 

.
  NPV 0 , ,

.

3. :

       Pk
PI=     -  ———  / IC.

     k (1+r)k

 PI>0 , 
.
PI<0 , -

.
PI=0 , , -

.

x=r 12 13 14 
y=NPV=f(x) 1,1 0,8 0,4 
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r

N
PV
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,   NPV=0  -
:

      Fk
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       k (1+r)k
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Summary

Efficiency of firm performance in a competition environment depends on the quality estimation of economic
indicators  and the methods of financial results determination.
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3. : http://online.zakon.kz/Document/?doc_id=1003570
4.  2008 . -  2006.
5.  « » http://www.minplan.gov.kz/economyabout/8435/32401/
6.  23.05.2013.
7. :(http://profit.kz/news/8283-Kazahtelekom-snizhaet-tarif-na-internet/#.UKy7soc2YgI)
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Summary

Shimshikov Zh.E. Development of competition and problemexchange trade in RK.
In the article short history of origin, becoming of exchange trade and commodity exchanges, is considered in

Europe, in the Russian empire, in the USSR and in Republic of Kazakhstan. Maintenance, place and role of activity
of commodity exchanges, is certain in providing of wholesale, in forming of market price of commodities and price
indicator. The existent problems of further development of exchange trade and activity of commodity exchanges
and their way of decision are considered.
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Summary

The article deals with the approach to the estimation of the land which is developed in modern stage in
Kazakhstan. It is analysed the market of the land and have diven the characteristic of cadastral estimate cost of the
land in dependences from corrected coefficient to the basic rate to the land.
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3. . .: , 2010.
4. , . , . . -
, 2010.

5. 1.  21.06.07 218. 

. .
 ( ) 2 ,   

, , 

.

Summary

Sakenov N.A. The methodical features of developing the accounting policy on the basis of IAS in a peasant
(farm) holdings.

Accounting policy at the enterprise of AIK is made up on the basis of IAS and NAS  2. It“s presentation
contributes to the creation of rational system of holding the account and to the correct and timely reflection of
assests motions, their exact estimation. It also has a susbtantial influense with the indexes sizes of the financial
subject state for the accounting business period.
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Summary

In the paper there have been considered critical points of tax accounting and its links to financial accounting.
Tax statement is made up in accordance with tax law requirements, and based on the data reflected in financial
accounting. Financial accounting, in its turn, gets arranged on the lines of IFAS principles. As a result, there arises
a difference between incomes and expenses being formed in accordance with IFAS principles, on the one hand, and
incomes and deductions being calculated according to Tax Law rules, on the other hand.
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Summary

The article reviews the issues of integrated reporting concept, whichnowadays holds the headlines of profes-
sional press of the accounting world. Globalfinancial crisis has revealed the necessity of the new economic model,
whichcould protect business, investors, employees and society from the series ofsubsequent stronger and deeper
crises.
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 ( );
- -
, -

;
- , -

;
- , -
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 ( .1).

0,17, ,
-

 17%.
-

, -
. 

, 
, -

, , 
, , -

, , , 
.,   , -

,

        

 1  -
 « »*

 0 ,51 
-  

 0 ,08 

  
 0 ,59 

 0,32 
  

 0 ,68 

 (g) 0 ,17 
   * 

      « »

-
.

-
-

 « -
»  3 . 

-

. -
, 

.

 ( ) -
,

, -
-

.

 (WACC) . 
-
-

. -
 - -

-
.

, -
 (

), -
-
.
-

, -
-

, 
.

-
, 

, -

, 
.

:

          WACC = Ke*De + (1-T)*Kd*Dd ,      (4)

: WACC - -
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 - 
;

Kd - 
;

Dd -  ;
De - ;
Ke - .

-
-

  :

                  Ki = Krf + (Km - Krf) * i,         (5)

  Ki -       -
   i;
Krf -  ( ) 

,   -
;

Km - , -
   ( -

, -
);

i - -
 i.

-
. -

, -
-

.
-

 ( -
), -

 [4]:

         Ki = Krf + (Km - Krf) * i + S1+S2,     (6)

  S1 - ;
S2 - .

  ,
, 

-
. 

, 
, -

-
-

. 

:

                   V= FCF / (WACC - g),              (7)

  FCF - -
;

WACC - -
;

g - 
.
-
-

.
, 

-
,  g

. , 
-

, , 
.

, 
, 

, 
-

.
, 

-

 3%.
  

 « » :

V2016=((20 678 877)*1,03)/
(0,1726-0,03)= 149 363 555

, 

 « ». -
 115 096 750 . ,  763 .

-
.

2012 .  57 382 738 . ,  380
. ,  « -

» ,
. 

 2,0.
, ,
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Summary

This article is dedicated to on the evaluation criteria of the intrinsic value of the outstanding shares in the
initial IPO, as well as the development of effective strategies for forming a portfolio IPO both for national companies
as well as individual and institutional investors in the primary and secondary markets of their treatment. The work
contains the analyzes capitalization methodology based on models of direct and alternating growth and growth
patterns Gordon J. C. Van Horne, widely used in the practice of planning strategies for foreign companies, as well as
applied research on the value of the terminal value calculations of national companies.
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Summary

The problem of intercultural dialogue in Kazakh thinker Shakarym Kudaiberdiyev,s work
The article deals with intercultural dialogues and tolerance. An intercultural dialogue in all expresses learning

cultural traditions and gradually opens the specific and multiple meanings of own and other culture.
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Summary
Izteleuova L.I. Today  cultural and natural heritage of our society is more interested in the potential for the

development of tourism. In this respect they are like objects of tourist and excursion routes, have contributed sig-
nificantly to the development of both the educational.
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