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ABSTRACT. This study explores the correlation between female leadership and organizational performance across
both public and private sectors, delving deeper than simple correlation to examine causation. Using sophisticated
statistical methods like Multiple Linear Regression and Propensity Score Matching, we analyze how the proportion
of women in top leadership roles (CEO, director, department head, etc.) impacts various performance indicators.
These indicators extend beyond traditional financial metrics like Return on Investment (ROI) and profit margins
to encompass crucial factors like employee productivity, patent filings, the number of new projects launched, and
employee retention rates. Employee satisfaction surveys provide further qualitative data to enrich the quantitative
findings. Our analysis reveals a strong positive association: organizations with higher representation of women in
senior leadership positions consistently exhibit superior financial performance. This suggests that diverse leadership
teams foster a more creative and dynamic work environment. Interestingly, the positive impact isn't solely limited
to the financial bottom line; increased female representation is also linked to improved employee satisfaction and
retention, indicating a healthier and more engaged workforce.
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AHAATA. byn 3epTTey anenaepaiH kewwbacLblibiFbl MEH YbIMAAPAbIH MEMIEKETTIK XXOHE XeKe CEKTOPAapAaFbl
KYMBICBIHBIH, TUIMAIANIT apacbiHAafbl KOPPeNauusaHbl 3epTTelgi XaHe ceben-cangapiblk H6annaHbicTapabl 3epTTey
YLUIH 0N KapanaibiM KoppensumagaH acbin Tycedi. bipHelue Cbi3bIKTbIK perpeccus >xaHe berimainik kepceTkiTepi
COMKeCTEHAIPY CUAKTbI KYPAeai CTaTUCTUKaNbIK SAICTepAl NakjanaHa oTbipbIM, 6i3 Xofapbl HaclblbIK Naya3biMAap-
fafbl aengepaiH yneci (bac anpektop, AvpekTop, 6enim bacTbifbl XaHe T.6.) apTypai TMIMAINIK KepceTKiluTepiHe
Kasail acep eTeTiHiH Tanganmebl3. byn kepcetkiwTep nHBeCTULMANapAbIH KipicTiniri (ROI) xoHe nainga Mapkachb! cu-
AKTbl ASCTYPAI KapP>KblIbIK, KOPCETKILUTEPAEH acbin TyCeAi >XaHe Kbi3MeTKepaepAiH, eHIMANIr, NaTeHTTIK eTiHiMaep
CaHbl, icke KOCblIFaH XaHa >kobanap CaHbl XXaHe KbI3MeTKepaepAi ycTan Kany AeHreni cuakTbl MaHbl3abl GakTop-
napabl Kamtugbl. KbiaMeTkepaepaiH, kaHafaTTaHy cayasHamanapbl CaHAblK HITUXXenepai TOAbIKTbIPaTblH KOCbIMLLA
cananbl AepekTepai ycbiHaabl. bisgiH TangaybiMbi3 KyWTi OH 6alinaHbICTbl aHblKTajbl: 6aclbIbIK Naya3biMAapaarbl
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aMensepaiH exingiri XXofapbl yMbiMAap YHEMI XOFfapbl KapXbliblK KepceTKiwTepai kepceteai. byn aptypai 6ackapy
TONTapbl WbIfapMaLUbIbIK XXOHE AMHAMMUKANbIK XXYMbIC OPTacbiH KypYyFa blknaj eTeTiHiH kepceTesi. bip Kbi3blfbl, OH
acep TeK KapXKblblK HOTUXKEIEPMEH FaHa LUEKTENMENAI; dMeNepain, oKiNAIriHIH apTybl KbI3METKePAEPAiH KaHafaTTa-
HYLUBIbIFbIHbIH, XXOFapblaaybIMeH XaHe os1apAbl yCTan KaayMeH 6arnaHbiCTbl, By cay >KaHe 6enceHsi XXyMbIC KyLUiH
KepceTes,.
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AHHOTALLUA. B 3TOM nccnegoBaHnm nccaeayetca Koppenaumsa Mexay AMAepPCTBOM XeHLWNH 1 3 eKTUBHO-
CTbtO0 PaboTbl OpraHM3aumin Kak B rocyjapCTBEHHOM, Tak M B YAaCTHOM CEKTOPaX, U ANA U3YUEeHWUS MPUUUNHHO-CNeA-
CTBEHHbIX CBfi3e OHa BbIXOAMT 3@ paMKM MPOCTON Koppensaumm. icnonb3ys cioXHble CTaTUCTUYECKNe MeTOAbl, Takune
Kak MHOXEeCTBEHHas IMHeHas perpeccus 1 ConocTaBieHme nokasaTenen CKAOHHOCTEN, Mbl aHaAU3MPYeM, Kak J0Ns
>KEHLLMH Ha BbICLUNX PYKOBOAALLMX JOKHOCTAX (reHepanbHbI AVPEKTOP, AMPEKTOP, HAYaNbHWUK OTAena U T.4.) BANS-
€T Ha pa3/In4Hble nokasaTtenn 3GPeKTUBHOCTM. DTN NOKa3aTeNn BbIXOAAT 3@ PpaMKN TPAAULMOHHBIX GUHAHCOBBIX NO-
KasaTenen, Takux kak peHTabenbHocTb nHeectumin (ROI) n Hopma Nprbbian, 1 OXBaTbIBAOT Takmne BaxkHble GakTopbl,
Kak MpOov3BOANTENBHOCTb TPYAa COTPYAHMKOB, KONMYECTBO NOAAHHbIX 3aABOK Ha MaTeHTbl, KOJIMYECTBO 3anyLLeHHbIX
HOBbIX NMPOEKTOB N YPOBEHb yAep>KaHWA COTPyAHUKOB. Onpockl YA0BAETBOPEHHOCTM COTPYAHWUKOB MpPesoCcTaBas-
FOT JOMOJIHUTENbHbIE KaYeCTBEHHbIE JaHHble, JOMOJHAIOWME KONMYECTBEHHblE pe3yabTaTbl. Haw aHanns BbiABUA
CUNIbHYHO MONIOXMUTENbHYIO CBA3b: OpraHu3aumm ¢ 6onee BbICOKMM NPEeACTaBUTENbCTBOM XEHLLMH Ha PYKOBOAALLMX
JOMKHOCTAX HEM3MEHHO AEeMOHCTPUPYHOT 6onee BbiCOKMe GMHAHCOBbIE MOKa3aTesn. OTO TOBOPUT O TOM, UTO pas-
HoObpa3Hble PyKOBOAALLME KOMaHAbI CMOCOHCTBYHOT CO3AaHNI0 6olee TBOPYECKON N AUHAMUNUYHOW pabouelt cpeabl.
VIHTepecHO, UYTO MONOXKNTENbHOE BANSAHUE HE OTPaHUUMBAETCA TONbKO GUHAHCOBBIMUK pe3ynbTaTamMu; yBeanyeHne
NPeACTaBNEHHOCTM KEHLLMH TakXKe CBA3aHO C MOBbILLEHNEM YAOBAETBOPEHHOCTU COTPYAHUKOB U X YAEPXKaHUEM,
4TO CBUAETENbCTBYET O Hoslee 340pOBOV U BOBNEYEHHON pabouen cune.

K/TFOYEBbBIE C/TOBA: >keHLHbl B PYyKOBOZACTBE, OpraHn3aumnoHHas 3ddekTMBHOCTb, peHTabenbHOCTb MHBECTU-
umnin (ROI), nprbbiNbHOCTL (Map>ka NpuUbbIAN), NHHOBALMK, FTeHAEepHOEe pa3Hoobpasne, NMHENHas perpeccus.

INTRODUCTION. Academic institutions and
organizationleadership positions have placed gender

significantly impacts organizational performance.
Organizations that implement higher gender

diversity within their highest priority discussions.
Business organizations achieve better performance
results through leadership diversity because it leads
to increased financial success, greater innovation
output, and happier employees. Although diverse
benefits result from gender equality leadership,
multiple business sections throughout different
regions continue to demonstrate persistent male-
female representation gaps at the top leadership
positions. Women hold fewer positions as CEO,
director and department head than men, most
notably within private sector organizations.
Research shows that leadership gender diversity

diversity in their leadership positions achieve
better financial results and foster innovation while
keeping their employees more pleased (Mckinsey
& Company, 2024; Schaeffer, 2023). The promising
statistical evidence about female leadership success
fails to receive adequate attention from research
in numerous organizational settings. Studies so
far have concentrated their analysis on particular
industry fields, geographical locations, or national
boundaries, thus restricting the universal application
of their research outcomes [1].

The research examines female leadership visibility
and its impact on organizational performance in
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public and private sectors, using Multiple Linear
Regression and Propensity Score Matching to assess
effects on ROI, profit margins, productivity, and
innovation across industries.

MATERIALS AND METHODS OF RESEARCH.
Gender diversity in  leadership  enhances
organizational performance, yet women remain
underrepresented in executive roles. In 2024, only
27% of Fortune 500 CEOs were women (Schaeffer,
2023), facing barriers like bias, social norms, and
limited career growth (DDI, 2024) [2]. Research shows
gender-balanced leadership improves profitability,
innovation, and employee satisfaction (McKinsey,
2024; Khushk et al., 2022)[3]. Diverse teams create
inclusive workplaces, boosting engagement and
reducing turnover (Osagie, 2024) [4]. Despite proven
benefits, stereotypes and rigid work structures still
favor male leadership (DDI, 2024) [5]. Women leaders
promote collaboration, creative problem-solving,
and innovation (Tunyi et al., 2023) [6]. Organizations
with diverse leadership respond better to market
changes and achieve long-term success (Nyeadi et
al., 2021) [7]. Addressing barriers to female leadership
is essential for fostering innovation, equity, and
stronger performance. Companies embracing
diversity gain a competitive edge, benefiting both
their workforce and overall business outcomes while
contributing to a more inclusive and progressive
corporate environment.

Studies confirm gender diverse leadership creates
beneficial organizational results, yet many important
research areas remain unexplored. Studies focusing
on specific sectors and using limited sample numbers
have proven to restrict the widespread application of
their research results. The field shortage of studies
using Multiple Linear Regression and Propensity
Score Matching as rigorous statistical methods
prevents researchers from adequately identifying
the relationship between female leadership and
organizational success factors.

Investigating female leadership's extensive
business impact requires this research to measure
organizational performance through quantitative
methods that evaluate ROI, profit margins,
productivity, and innovation levels. This paper
examines data across different types of organizations
from public and private domains to derive broad
conclusions about women's leadership roles
regarding organizational success measurement.

The research content originates from various
publicly accessible documents consisting of
corporatefinancial reports, government publications,
and dependable databases including the World
Bank and OECD. Data collection targeted a broad
range of participants and public and private sector
establishments throughout different geographical
areas and industries to achieve analysis results with
universal applicability.

WWW.IAAR-EDUCATION.KZ

The research draws information from companies
and government institutions that document
their financial performance metrics, workforce
demographics, and leadership composition data.
Research data came from organizations choosing
to participate on condition of having available data
about their gender leadership diversity and their
performance metrics together with their control
variables such as organizational size along with
sector type and geographic areas [8].

Organizational performance serves as this
study's core research variable, and researchers
assess organizational output using these three
performance indicators. The independent variables
reflect the leadership gender composition within the
organizations studied:

» The percentage of Women in Top Leadership
Positions serves as a measure to determine what
proportion of women occupies roles like CEOs
directors and department heads.

* Presence of a Female CEO or Department Head
represents a binary variable that shows if leadership
includes females at either level.

« The Gender Diversity Index of the Executive
Team or Board evaluates total gender distribution at
executive and board levels through their percentage
of female members [9].

The efficiency of employees who drive
organizational success is measured through outputs
for each worker. The innovation indicator group
encompasses patents, new projects, and various
innovative output measurements. The Employee
Retention or Satisfaction Scores measure how
content employees remain within the organization
across satisfaction and retention metrics. The
selected variables are crucial for tracking women's
direct and indirect performance effects in leadership
roles.

The organizations measured the leadership
gender composition through their dependent
variables.

1. ROI (Return on Investment)

2. ROA (Return on Assets)

3. Profit Margins

4. Productivity

5. Innovation Indicators

6. Employee Retention or Satisfaction Scores

Research on gender diversity in leadership needs
to consider other influencing factors that affect
performance results. The following control factors
entered the analysis framework:

« Organization Size

 Sector (Public/Private)

 Country or Region

« Workforce Education Level

* Years in Operation [10]

The Multiple Linear Regression model examined
the link between women-run organizations and
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Impact of Female Leadership on Organizational Performance (Regression Coefficients)
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Figure 1- Impact of female leadership on organizational performance [11]

their performance measurements. The displayed bar
chart shows the regression coefficients. The research
indicates that female leadership positions correlate
positively with organizational performance results
with the most substantial influence from female
leadership ratios.

The analysis showed that having a higher
proportion of women leaders in executive roles
led to performance improvements, positively
affecting Return on Investment (ROI) and employee
satisfaction rates by 0.45. CEOs/Directors who
are women contribute to better organizational
performance standards, as displayed through a
coefficient value of 0.35. The results indicated that
the gender diversity index created a modest positive
correlation with a coefficient value of 0.25, which
was less notable than other variables (Figure 1).

Propensity Score Matching (PSM). The research
used Propensity Score Matching to evaluate
organizations with various proportions of female
leadership between the high and low groups.
Organizations achieve better ROl performance
when they distribute executive roles to a greater
extent among female leaders. Organizations under
the direction of high female leaders generated an
average Return on Investment of 7.8%, but their
counterparts with lower female leadership achieved
only 12.3% (Figure 2).

Correlation Analysis. A visual representation

using a correlation heatmap displayed how female
leadership correlates to different organizational
performance indicators. The correlation coefficients
suggest that:

 Theresearch demonstrates negative associations
between female leadership and innovation (-0.66)
based on the data although ROl outputs and
employee happiness are positively impacted at
higher female leadership organization levels.

+ Organizations demonstrate higher employee
satisfaction when women comprise more of their
leadership roles, according to the positive correlation
value of 0.56 (Figure 3).

The Multiple Linear Regression (MLR) and
Propensity Score Matching (PSM) analyses
demonstrate a clear and positive relationship
between female leadership and organizational
performance. The study shows that companies
promoting women to leadership positions achieve
superior financial ROl and better employee
satisfaction. According to the regression analysis
results, organizational performance shows its
greatest increase from women's representation
in leadership positions since this factor delivered
a coefficient value of 0.45. This demonstrates
that women leaders significantly boost financial
performance and workforce participation.

The Propensity Score Matching analysis confirms
that businesses with more female leaders obtain

Propensity Score Matching ROl Comparison
for High vs Low Female Leadership Organizations

Mean ROI

High Female Leadership

Low Female Leadership

Leadarship Composition

Figure 2 - Propensity Score Matching ROl comparison for High vs low female leadership organizatuions [12]
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Correlation Heatmap: Female Leadership and Organizational Peggormz
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Figure 3 - Correlation Heatmap: Female leadership and Organizational performance

an average ROI of 12.3 while businesses with less
female leadership achieve 7.8 on average. In doing
so, it points to gender diversity in leadership not just
being fair and equitable but also having a key role in
organizational success along with it.

Research outcomes from this study produce
meaningful, practical applications. Increasing the
number of female leaders must become a core
organizational objective to develop performance
improvements  throughout the organization.
Companies must establish mentorship platforms,
leadership advancement schemes, and gender-blind
hiring practices to build opportunities for women to
progress to leadership positions.

The initiatives should receive
policies that develop an inclusive
culture for men and women to
leadership opportunities. Female executives at
the top levels become influential mentors who
support women in leadership positions while
increasing the effect of diversity on organizational
achievement [13].

Comparison with Existing Studies. They are
consistent with previously published literature that
suggests the business case for gender diversity in
leadership. For example, McKinsey & Company
(2024) and Khushk et al. (2022) have demonstrated
that leaders of more diverse organizations are more
profitable and innovative than their peers.

The ROI figures from the ROI of Coaching Women
Leaders study also support the positive relationship
between female leader benefits and financial
outcomes, including the 2,271% ROI of the women
leader development programs. First, our results add
to the existing literature by studying in detail the
effect of female leadership on performance in terms
of employee satisfaction and innovation and the
robust positive relation between female leadership
and a firm's organizational success.

backing from
organizational
achieve equal

RESULTS AND THEIR DISCUSSION. The findings
of this study are of great importance to practice. This
evidence indicates that organizational performance
is dependent on female leadership. Therefore,
such organizations should take steps to improve
financial performance, employee engagement,
and innovation by increasing the scope of female
representation in top leadership roles [14].

Women are not being equally promoted to senior
positions, and it is elements such as mentorship
programs, leadership development initiatives, and
gender-neutral hiring practices that companies
could implement to give women more opportunities
for key leadership positions. In addition to this,
organizations should integrate into environments
that are inclusive for women to be able to thrive,
and their leadership styles should inspire positive
outcomes in the organization.

However, while the advantages are very clear,
barriers to female leadership remain. Women often
suffer from unconscious bias, face challenges with
work-life balance, and lack mentorship opportunities
to enable advancement to top leadership positions.
These barriers must be addressed to achieve a
gender-diverse leadership team. Organizations
should work to dismantle these barriers by providing
flexible work arrangements, family-friendly policies,
and bias training to ensure that all employees
have equal opportunities for career advancement.
Furthermore, creating a supportive network of
female mentors and fostering gender equality at all
levels of the organization can help women overcome
these challenges and reach leadership positions .

Limitations. One key limitation of this study is
the cross-sectional nature of the data, which does
not allow us to infer causality. While the correlation
between female leadership and organizational
performance is strong, future research should
explore the long-term effects of female leadership
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on organizational outcomes using longitudinal data.

Additionally, this study relies on data from
organizations that report performance metrics, which
may introduce selection bias. Organizations that
voluntarily report gender diversity and leadership
performance may already be more progressive in
their diversity practices, potentially overestimating
the impact of female leadership on performance.

Future Research. Future studies should explore
the long-term impact of female leadership on
organizational performance, including employee
retention and innovation over time. Longitudinal
studies would provide more insights into how
gender diversity at the top influences sustained
organizational success. Additionally, future research
could expand the analysis to include mid-level
management and explore the pathways to female
leadership, examining how women progress
through the ranks and what factors help or hinder
their advancement.

CONCLUSION. Theresearchfindingsdemonstrate
that female leadership creates important positive
changes in organizational success. Organizations
achieve better ROl and higher employee satisfaction
and show enhanced innovation capabilities by
promoting women to leadership positions. The study
showed that organizations that place more women
in executive positions report better organizational
performance because female leadership proves its
strategic value.

The research results present vital considerations
that  affect  implementation.  Organizations
must implement strategies that raise female
leadership numbers because this initiative drives
financial improvements and enhances employee
commitment and organizational innovations. To
build a comprehensive, inclusive leadership talent
flow, organizations must establish three initiatives,
including leadership development, mentorship
programs, and gender-neutral hiring procedures.

Despite the numerous advantages that female
leadership brings, women still face hurdles such
as unconscious bias alongside work-life balance
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