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AHHOTauuA

B crathe mpoaHaM3MpoBaHa MpoOIeMaTHKa XEHCKOTO HACTABHMYECTBA, KOTOPAask B MOCIEAHIE TOIBI CTAHOBUTCS
MIPUOPUTETHOM. DTO 0OOCHOBBIBACTCS MHOTOUMCICHHBIMU TaHHBIMU 10 TIPOLIEHTHOMY TOKA3aTel0 TOJIM KECHIIMH
B PYKOBOJICTBE KOMITAaHMI BO MHOTUX CTpaHax, BKIoyas Poccuto, 1 ero muHaMuKoM 3a mocneanue 15 net. B ocHoBy
CTaThH ITOJI0KEHA METOOIOT S KOMIUIEKCHOTO ITOIX0a ¥ CHCTeMHOTO aHajm3a. TeopeTnuecKoi OCHOBOI CTaThU CTa-
JIM TTYOIMKALIK POCCUIACKKX U 3apYOEXHBIX MCCIeI0BaTe e, OCBSIIEHHBIE MPOOIeMATUKE KEHCKOTO HACTaBHUYE-
CTBa B OTpacyIeBbIX chepax MUPOBOIL M POCCHICKOI SKOHOMUKH. B KauecTBe METOMOB MCCIeIOBAHN)S ObLIN BHIOPAHBI
03HAKOMJICHHE ¢ HOPMATHBHBIMU JTOKYMEHTaMU ¥ TIPaBUTEILCTBEHHBIMH ITIPOTPAMMaMH, METOIBI CPAaBHUTEIBHOTO
aHann3a. B 4nciIo Ncmomb30BaHHBIX METOIOB TAKXKE BOIILTH METOM SKCIIEPTHBIX OLICHOK, HOPMATHBHBII 1 JIOTHYECKUI
MeTombl. [TpoBeneH aHaIu3 Cmocod0B, MEXaHU3MOB, MHCTPYMEHTOB 1 MHBIX aCTIEKTOB aKTyaIM3alluy TPeKa XEHCKOTO
HACTAaBHUYECTBA U €T0 OCOOEHHOCTEH B CHCTEMe POCCHICKOTO MeHekKMeHTa. Ha ocHOBaHMM 0000IIEHUS MOTydeH-
HBIX PEe3y/IbTATOB MCCIEAOBAHUS C(HOPMYIMPOBAHBI OCHOBHbBIC HAIIPABJICHUS PAa3BUTHS XEHCKOTO HACTABHMYECTBA
B OM3HECe, TOCKOPIIOPAIIMSX, O0IIECTBEHHBIX OPTAHU3AIMSX, OPraHaX BIACTH M IPYIuX chepax AesaTebHOCTH, a TaK-
3Ke MpecTaBIeHa CTPYKTYpHAst CXeMa OTJIMIUTETBHBIX YepT XKEeHIMMH-HACTaBHUIL. OTIENBHO pacCMaTPHBAKOTCS 0CO-
OEHHOCTH XEHCKOTO CTUJISI HACTABHMYECTBA M, B YACTHOCTH, POJIEBOE HACTABHMYECTBO. B 3aKiIoueHnM Ha mpuMepe
poccuiickoro denepaabHOTO TMpoeKkTa «KeHIIMHBL; IIKoJIa HaCTaBHUYECTBAa» B ['01 HAYKW M TEXHOJOTHH, a Takxke
CKBO3HOTO TpeHMa «?KEeHIIMHEI B MY:KCKHUX IpodeccrsX. BI30BBI 1 IPEUMYIIECTBa» TaHa aKTyaTM3allns 3assBJICHHON
npobieMaryky. [IpencraBneHHast MHGOPMAILKS TO3BOJIUT OPUEHTHPOBAThCS B CIOKUBIIMXCS HATIPABICHUSIX Pa3BU-
THS KEHCKOTO HACTABHMYECTBA B PA3IMYHBIX chepax pOCCUIICKOI SKOHOMUKH, a TAKKe TIPMHUMATh PaIlMOHATbHBIE
VIIPaBJICHYECKUE PEIICHNUS TIPEICTABUTEIISIM OM3HECa U TOIT-MEHEKMEHTY POCCHICKIX KOMITAHHIA.
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Abstract

The article analyses the problems of female mentoring, which has become a priority in recent years. This is justified
by numerous data on the percentage of women in the management of companies in many countries, including Russia,
and its dynamics over the past 15 years. The article is based on the methodology of an integrated approach and system
analysis. The theoretical basis of the article is the publications of Russian and foreign researchers devoted to the problems
of the female mentoring peculiarities in the world and Russian economy sectoral spheres. Familiarisation with regulatory
documents and government programs, methods of comparative analysis were chosen as research methods. The methods
used also included the method of expert assessments, normative and logical methods. The analysis of methods, mecha-
nisms, tools and other aspects of updating the track of female mentoring and its features in the Russian management
system is carried out. Based on the generalization of the obtained research results, the main directions of the development
of female mentoring in business, state corporations, public organizations, authorities and other spheres of activity are
formulated and a structural diagram of the distinctive features of female mentors is presented. The peculiarities of the fe-
male style of mentoring and, in particular, role-left mentoring are considered separately. In conclusion, using the example
of the Russian federal project “Women: Mentoring School” in the Year of Science and Technology, as well as the cross-
cutting trend “Women in male professions. Challenges and advantages” the actualization of the stated issues is given.
The presented information will allow business representatives and top management of Russian companies to navigate the
established directions in the development of women’s mentoring in various areas of the Russian economy, as well as make
rational management decisions.

Keywords: management, female mentoring, mentor, female leader, male leader, mentoring style, female leadership, Russia,
efficiency
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BBeaeHue / Introduction

Exeronno B iepuon ¢ 2015 r. mo 2020 r. MmexxayHa-
pOIHAs CeTh, BKJIIOUAIOIIAsl pa3InyHble He3aBUCUMbIE
ayJIMTOPCKO-KOHCAJTUHTIOBbIE (DUPMBbI, TIPOBOIMUIA
WCCIENOBAaHUS IUPOKOTO CIIEKTpa BOTIPOCOB, OJTHUM
U3 KOTOPBIX CTAJIO BBISIBJICHUE OCOOEHHOCTE! CTaHOB-
JeHUs U PYHKIIMOHUPOBAHUS XXEHCKOTO JIMAepCTBa U,
B YaCTHOCTH, KOJIMYECTBEHHOTO COOTHOIICHUS MYKUUH
U XeHIIUH B OusHece. [1o mogydyeHHbIM pe3yabTaTam
kommanust Grant Thornton International moarorosuia
aHAJIMTUYECKUIA OTYET 1 OMyOJMKOBaIa ero noj Ha3Ba-
HueM «XKeHuuHbl B 6usHece 2020: myTb K TUAEPCTBY» .
B nokymeHTe oTmeyvasncs (pakT MUPOBOTO JUIAEPCTBA
Poccum 1o ymciy KeHIIMH-pyKoBoauTeneii. B gacr-
HOCTH, B HacTosiiee Bpemsi 6osiee 40 % BbICIIUX yTpaB-
JIECHYECKUX MO3UIIMI 3aHMMAIOT XXeHIIUHBI. Kak oTMme-
yaeT B cBoeM Matepuajie E. HockoBa, mo KoindyecTBy
MO3UIIUI B TOMI-MEHEIXKMEHTE, POCCUSHKHU CTalu JIU-
nepamu, a Poccust Boiiwia B Torn-10 cTpaH ¢ HauOobLen
JI0JIeil >KEHIIMH CPelM BilafesblieB Ou3Heca, KoTopasi
HA TOT Mepuoj cocTapisana 31 %?2.

ITo MHEHMIO 9KCIIEPTOB, TAKOMY MOJOXKEHUIO MOTJIN
MOCITIOCOOCTBOBATH Cleayloline (haKToOphl:

* TeHJEPHOE PABEHCTBO, B YACTHOCTH, MIPU MOJYYSHUU
obpa3oBaHUs U BEIOOpPE TTpodhecCun;

* BO3MOXHOCTb TOJIyYeHUSsI IeByLLIKAMU TEXHUUECKOTO,
MaTeMaTU4ecKoro, MHXXEHEepPHOTo 00pa3oBaHus;

* BBICOKME TTOKA3aTe N KEHCKOTO JIMASPCTBA/PyKOBOI -
CTBa;

* BBICTpaMBAHUE TOJEPAHTHO-TEHAEPHOU KYJIbTYpHI;
* IMPOKOE PaCcCIpOCTPaHEHUE KEHCKOIO HacTaBHUYE-
CTBa U TIpovee.

Poccua — MmupoBoi nuaep No YNCny XeHLWH-
pykoBogutenen / Russia is the world leader
in the number of women managers

IIpoBeneHHBIN aBTOpAaMU aHAJIU3 Pa3IMIHbBIX 3a-
PYOEXHBIX OTYETOB U MEXKIYHAPOMAHBIX PEUTUHIOB
JKEHCKOTO JINJIEPCTBA MO HEKOTOPHIM CTpaHaM MUpa

! Grand Thornton (2020). Women in Business 2020: Putting the Blueprint
into action. Pexxum noctyma: https://www.grantthornton.global /globalassets/1 .-
member-firms/global /insights/women-in-business/2020/women-in-business-2020
report.pdf (mata oopamenus: 07.06.2022). Janee — Grand Thornton.

2 Hockosa E. (BropHuk 7 anp. 2015). Poccust ctana MUpOBBIM JTHAEPOM
10 YMCITy KEeHIUH cpein pyKoBoauTeneit // Poccuiickas rasera. busHec.
Ne 13 (992). C. 12. lanee — Hockosa E.
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BBISIBWJI IIPOLIEHTHYIO JOJIIO XEHIIUH B PyKOBOJCTBE
KommnaHuii (puc. 1)3:4:5:6.7.8,

W3 npencraBieHHBIX Ha PUCYHKE | TaHHBIX CIIEAYET,
YTO, KaK HA CTPAHHO, BOMPOC IMOKa3aTeleit )KeHCKOTo
JIAEPCTBA B TOI-MEHEKMEHTE Pa3BUTHIX CTPAH PEILIacTCsT
HE CTOJIb KapIMHAJIbHO U BCEra MOJIOXUTEIbHO, KaK
3asIBJISIETCS B Pa3IMYHBIX 3apYOeKHBIX AeKJIapalusx
TeHIEPHOT0 paBeHCTBa. B yacTHOCTH, aHaIN3 MO3ULIIA
BCEX CTPaH, OTHOCUTEJIbHO KOTOPHIX IIPOBOAUIOCH
HCCclenoBaHue, IEMOHCTPUPYET CAEAYIONIYIO KapTUHY:
AnoHus UMeeT XyIOILIM mokKa3aTelb — 8 % XeHIIUH
Ton-meHemxepos, Muaua u l'epmanusg — 15% u 14 %
COOTBETCTBEHHO, YTO HEMHOTO JIy4llie, OTHAKO He MPHU-
OaMXaeTcsT U K TpeTu; mopsiaka 32 % HabmogaeTcs
B Apmenuu, ®@panuuu, Isenuu u KOAP; Ha Takue
cTpaHbl, Kak I'py3us, [Toabiia v JIaTBus, IpUXoaUTCS
38%, 37 % 1 36 % XKeHIIMH-PYKOBOINUTEIEN COOTBET-
ctBeHHO. MHbIMU clioBamu, Kak otMedaroT O.B. FOpueHko
n D.B. Kongpatees [2021], B pa3audHBIX TTpodheccro-
HaJIbHBIX cpepax OOJBIIMHCTBA PA3BUTHIX CTPAH A0S

3 McKinsey & Company (2019). Women in the Workplace 2019. Pexum
noctyna: https://wiw-report.s3.amazonaws.com/Women_in_the_
Workplace 2019.pdf (mara obparenus: 13.06.2022). lanee — McKinsey
& Company (2019). Women in the Workplace 2019.

4 World Bank Group (2019). Women, Business and the Law 2019: A Decade
of Reform. Pexxum nocryna: https://openknowledge.worldbank.org/
handle/10986/31327 (nata ooparenust: 01.06.2022). lanee — World Bank
Group. Janee — World Bank Group (2019). Women, Business and the Law
2019: A Decade of Reform.

5 McKinsey & Company (2019). The power of parity: Advancing women’s
equality in Africa. Pexxum moctyna: https://www.mckinsey.com/featured-
insights/gender-equality/the-power-of-parity-advancing-womens-equality-
in-africa (mata ooparenus: 03.06.2022). Tanee — McKinsey & Company
(2019). The power of parity: Advancing women’s equality in Africa.

¢ International Finance Corporation (2019). Board Gender Diversity
in ASEAN. Pexxim nocryma: https://www.ifc.org/wps/wem/connect/21f19cfe-
9cce-4089-bfcl-e4c38767394e/Board_Gender_Diversity_in_ ASEAN.
pdf’MOD=AJPERES (nata ooparuenus: 08.06.2022). Tanee — International
Finance Corporation (2019). Board Gender Diversity in ASEAN.

7 Manterola C. (Wednesday 4 September 2019). Reinforcing the Need for
Diversity in Latin America’s Boardrooms // EgonZehnder. Pexxum poctyma:
https://www.egonzehnder.com/what-we-do/diversity-equity-inclusion/
insights/reinforcing-the-need-for-diversity-in-latin-americas-boardrooms
(mara obparenust: 20.06.2022). Nanee — Manterola C. (Wednesday 4 September
2019). Reinforcing the Need for Diversity in Latin America’s Boardrooms.

8 McKinsey & Company (2020). How the LGBTQ+ community fares
in the workplace. Pexxum moctyma: https://www.mckinsey.com/~/media/
McKinsey/Featured %20Insights/Diversity%20and %20Inclusion/How%20
the%20LGBTQ%20plus%20community%20fares%20in%20the %20workplace/
How-the-LGBTQ-community-fares-in-the-workplace-v4.pdf (nata 06-
pantenusi: 27.06.2022). Tanee — McKinsey & Company (2020). How the
LGBTQ+ community fares in the workplace.
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PYKOBOIUTEIEH-3KEHIINH (QITyKTyUpyeT OOBITHO B TIpenesax
ot 20 % no 38 %. TakuM 06pa3oM, KOJIMIECTBO KEHIIUH
Ha PYKOBOMISIIINX ITOCTaX BO MHOTHX Pa3BUTHIX CTpaHaX
Bapbupyetcst ot 20 % no 40 %.

IIpoueHT skeHIIHH B PYKOBOJACTBE KOMIAHHI /
Percentage of women in company management
Poccus / Russia

I
F/////////////////////////40%
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[ | 38 %
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N N N N N N N N N N o,
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Jlateus / Latvia
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®pannus / France
IR
Apmennsi/ Armenia
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T R %
FOAP / South Africa

[ | 32%
Taunann/ Thailand
D R
Mcnanus / Spain

| | 26 %
Kwuraii / China

F

HMuaus / India

15 %

Tepmanusi/ Germany
14 %

Snonus / Japan
8%

NcTounnkn345678 / Sourcesd 45678

Puc. 1. [Moka3atenb A0MM XEHLLMH B PYKOBOACTBE
KOMMaHUN MUPOBBIX CTPaH

Figure 1. Share of women in the management
of companies in world countries

AHann3 00IIEeMUPOBBIX TEHACHIIUH 3a TTOCAeIHE
10—15 et mo3BoJisieT BLIIBUTH (haKT MOBBILLIEHUS 10U
KeHUnH-pykoBoauteeir ¢ 19 % B 2004 r. 1o 24 %
B 2020 r. (puc. 2). Takue eBpomneiickue cTpaHbl, KaKk
HUcnannsga, @pannus u [onwina, 3a mociaenaue 15 ger
CMOTJIU CEPbE3HO YBEINYUTD JOJIIO XXKEHIIUH, KOTOPhIE
3aHMMAIOT BBICOKME JTOJDKHOCTH B PYKOBOZICTBE, — Ha 16 %,
14 % wn 10 % cootBeTcTBeHHO | MyiraToBa u nip., 2020].
PasBuBaloimecss 5KOHOMUKM MUCTOPUYECKH Bceraa
JIeMOHCTPHPOBAIN BRICOKMIA ITPOLIEHT KEHIIMH-PYKO-
BOIMTENICH B CUCTEME TOII-MEHEIKMEHTa.

[Ipu >TOM HEOOXOIMMO OTMETUTH, UTO HAJIMIECT-
BYIOT 1 0OpaTHBIE TEHASHIIMY OTKJIOHEHUS MHINKATO-
pa IOJN XKEeHITUH-PYKOBOJINTEIICH OT CpeTHEMHUPOBBIX
nokasateneil. Tak, B mocijiegHee BpeMsl CTajla CHUXKAThb-
CsI OJISI KeHIITMH B PYKOBOACTBE KOMIIaHUI A31aTCKO-
Tuxookeanckoro peruoHa. B wactHoctu, B Tannanne
HX JIOJISI YBEPEHHO CHUXKAETCSI, IIPOJEMOHCTPUPOBAB
nokasatesib B 27 % B 2020 1. mpoTtuB 45% B 2011 1.

8

B Kurae pykoBoasime 10JKHOCTU, KOTOPbIE 3aHUMa-
10T XXEeHIIUHBI, COKpaTUJIUCh 10 25 % B 2020 1. MpoTUB
32% B 2007 r. [Mywratosa u ap., 2020].

¢ sasenie Jom
SKEHUIMH B PYKOBOZICTEE KoMaii

Tlokasarens 107H KCHIIMH B
KoMnanHii MUpoBLIX CTpaIt

The g

Share of women in the management
of companies in world countries
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|/|CTOL4HVIKVI9’10’11*12’13’14/ Sourcesg,10,11,12,13,14
Puc. 2. [lunamuka nokasartens JOSIN XEHLIMH B PYKOBOACTBE
KOMMaHUN MUPOBLIX CTPaH

Figure 2. Share of women in the management of companies
in world countries indicator dynamics

OTpacneBas MupoBas U poccuinckas
anddepeHUmayna XKeHWNH-pyKoBoaguTenen /
Sectoral global and Russian differentiation

of women managers

PaccMoTprM oTpaciieBoe pasneieHrne PyKOBOISIIINX
MOJKHOCTEM, KOTOpble 3aHUMAIOT XXEHIIWHBI, B MU-
POBOM U POCCUMCKOM KOHTEKCTE B MPOLIEHTHOM CO-
oTHoieHuU. Ha pucyHke 3, coriacHo pacrnpeneeHUIo
MO OTpacasM, CaMblii BBICOKMI YIEJIbHBIN BEC XKEH-
IIWH-PYKOBOAUTEINICH TIPOCIEKUBAETCsI B 0Opa3oBa-
TenapHOU chepe (45 %), 3npaBooxpaHeHuu (43 %)
U rocTuHUYHOM feje (36 %).

9 McKinsey & Company (2019). Women in the Workplace 2019.

0 World Bank Group (2019). Women, Business and the Law 2019: A Decade
of Reform.

' McKinsey & Company (2019). The power of parity: Advancing women’s
equality in Africa.

12 International Finance Corporation (2019). Board Gender Diversity
in ASEAN.

13 Manterola C. (Wednesday 4 September 2019). Reinforcing the Need
for Diversity in Latin America’s Boardrooms.

14 McKinsey & Company (2020). How the LGBTQ+ community fares

in the workplace.
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Figure 3. Sectoral global and Russian distribution of women managers
B UT-koMnaHusIxX ngras 4acTh TOII-MEHECIKEPOB COCTO- 28 %

WT U3 3KEHIIMH, a B chepe TOOBIIN TTOJIC3HBIX MCKOITAeMbIX
3TOT IIOKa3aTesb SBIsieTcsl HauMeHbInM [KpaliiHoBa,
2018]. CrremyeT OTMETUTBD, YTO B TPATULIMOHHO «MYXKCKIX»
npodecCHsiX KEHIIMHBI PeXe 3aHUMAIOT PYKOBOISIITE
no3uiuu B Poccun.

Takum 006pa3oMm, B LIEJIOM Ha MEXTYHApOIHOM (hoHE
poccuiickasi CUTyallus BBITJISIIUT 00Jiee 0J1aronpusiTHOM.
Bbonee Toro, kak B Poccun, Tak u 3a pyoexkom, eCTb MHO-
ro XEHIIWH, KOTOPbIE CTAHOBSITCS PYKOBOIUTEISIMU,
co3naBasi CBOM COOCTBEHHBIE CTapTalbl (TOYHbIE JTaHHbBIE
[0 3TOMY IIOKa3aTeslo OTCYTCTBYIOT). B aTOM acmekre
MHTepecHasi KOHCUTHAIIMs Obla IojydeHa Mpy orpoce
0 «KEHCKHUX» IPOEKTax IpeAcTaBUTEJIei POCCUIICKOTO
Ou3Heca — MOTEHIMAIbHBIX MHBECTOPOB. PesynbTaThl
HucclienoBaHUs MpuBeaeHbl Ha pucyHke 4. I1o cioBam
MpeAcTaBUTeI OM3Heca, Y HUX OOJIbIIIe TOBepHs K TTPO-
eKTaM, MpeajiaraeMbIM XeHInyuHaMu. [IpuurHamu sBJisi-
[0TCsI HanboJlee TIpUBJIeKaTeIbHbIe SKOHOMUIECKHE TI0-
Ka3aTejiv CTapTaroB M UX COLMAIbHAST HATIPABIEHHOCTD.

15 McKinsey & Company (2019). Women in the Workplace 2019.

16 World Bank Group (2019). Women, Business and the Law 2019: A De-
cade of Reform.

17 Poccrar (2018-2020). Peruonsr Poccun. OCHOBHBIEC XapaKTEPHCTHKH
cyobekroB Poccuiickoit denepaunn: crar. ¢6. M.: Poccrar.

18 Poccuiickuii cOr03 MPOMBIILICHHUKOB U MpeAnpuHuMareneii (2021).
PROun¢py. Maiimxecr Komurera PCIIII no undposoii skoHomuke. M.: U3z-

B0 Poccniickoro coro3a mpOMBIIIICHHUKOB H HpeAnpuHIMareneii. 119 c.

Kakue npoekThl, npeuiaraeMbie
MYAUHHAMH WITH JKEHIHHAMH, Bbr
XOTeJIH ObI NOIEPKATH M B HHX
uHBecTHpOBaTh ? / What projects
proposed by men or women would
you like to support and invest in?

[0 Monosas cocrasasiomas ne nmeer
HHKaKoro 3nauenus /The sexual
component does not matter at all

54 "/r\

10
%

[l Xoren Gbt noiepiKaTh «MysKCKHE»
TPOEKTHI M B HUX HHBECTHPOBATH /
I would like to support “male™
projects and invest in them

Xoten Ol MOAEPKATE (KEHCKHE)
NPOEKTHI U B HUX HHBecTHpoBaTh /I would
like to support “female™ projects and invest
in them

[ Tonxon nomxen Goirs komnaekcHbiM /

The approach should be comprehensive

[osepue K npeanaraembim
VIHBECTULMOHHBIM
npoektam / Trust
in the proposed
investment
projects

[ flosepue K «myxcKim»
npoektam/ Trust in men's
projects

WcTounnk'® / Source’®
Puc. 4. Pe3ynbrathl onpoca npeacraButenein
poccuitckoro 6usHeca 06 OTHOLLEHUM K «KEHCKUM»
U KMYXCKUM» CTapTanam

Figure 4. Survey results on the attitude of Russian business
representatives towards “female” and “male” start-ups

- [loBepuie K <KeHCKUM»
npoektam / Trust in
«women's» projects
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OCco6eHHOCTU XEHCKOro HaCTaBHNYECTBa
B COBpeMeHHbIX ycnosuax / Features
of female mentoring in modern conditions

Poccuiickasi mpakTHKa ITOKa3bIBaeT, YTO B MOCIEAHES
BpeMs Yallle BCEro KEHILIMHbBI BO3IJIABIISIIOT CJIYKObI ITep-
coHana (okoso 27 %). Bce Goubliie CTaHOBUTCS JKEHIIUH
B JIOJDKHOCTU UCTIOTHUTENTbHBIX AUPeKTOpoB (aHr1. CEO —
Chief Executive Officer)/dayHaepoB. DToMy CIiocoOCTBYeT
pa3BUTHE COIMATLHOM MHMPACTPYKTYPHI B BUIEC HATMIMS
Ha phIHKE Pa3HOOOPA3HBIX CUCTEM CAMOOOYUYEHMSI, KYPCOB,
POJIMKOB TI0 HETBOPKUHTY, CITEIIMATU3UPOBAHHBIX 9KC-
TMIEPTOB 1O JIEKTPOHHOI KOMMEPLIMU (aHTJI. e-commerce),
KOTOpBIE TIPEIOCTABISAIOT OeCIIaTHBIE KOHCYIbTAlllH,
YCJIYTH TI0 IIpOrpaMMaM Pa3BUTHSI, MEHTOPCTBO, HACTAB-
HmyecTBo M T.4. [FOpuenko, Konnpatees, 2021]. Mcxons
M3 3TOr0, B JAaHHOM CTaThe MbI HEe OyIeM pacCMaTpUBATh
CXOJICTBA W PA3JIM4MsI, HAIIPUMED, B MY>KCKOM U XKEHCKOM
CTWJIE PYKOBOJCTBA!?, B IpoLieccax NMPUHATHS PELIEHUIA
W IPYTUX YIIPABJIEHYECKUX ACTIEKTaX, TaK KaK OHU UCCIIe-
JIOBAJIMCh B HAIIMX Mpeablaymx padorax [['pores, 1998;
2000] 1 MHOTOUMCIEHHBIX HAyYHbBIX UCCIETOBAHUSIX POC-
CUICKUX U 3apyOeskKHbIX Kouter [AnekceeBa u ap., 2016;
EmenbstHoB u ap., 2003; JIu, 2020; ManyimHa u ap., 2018;
IOmmHa, 2014; Tang et al., 2016], a Gojiee moapoOOHO MPo-
aHaJIM3KMPYEM XKEHCKOe HaCTaBHUYECTBO, KOTOPOE IIOMO-
raeT XXeHIIIMHAM He TOJIbKO B KapbePHOM M OM3HEC-TIPO-
JBIKEHUM, HO U JINYHOM /JIMYHOCTHOM Pa3BUTHUMU.

[IpoGaemaTrKa XXeHCKOro HaCTaBHUYECTBa Ha poC-
CHUICKOM OHTOJIOTMYECKOM I10JIe TYMAaHUTAPHBIX HAyK
ele HeI0OCTaTOYHO IIyOOKO ¥ BCECTOPOHHE IIPOaHaIM -
3upoBaHa. [lepBoHavalbHO U3YYaIUCh MHCTUTYIIUH,
OTHOCSIIIIMECS K MY>XKCKOMY I'eHAepy, Ha OCHOBE KOTO-
pPOTO BBICTPAaMBAJIOCh KapbepHOE MPOJABIKEHUE U Ha-
crtaBHUYeCTBO. I1epBble KcciemoBaTeId 3TOro Borpoca
B 1970—80-e rr. yTBepKnajiu, 4To KeHIIMHAM XapaKTep-
HBI «TUTMeHUYeCcKue» (haKTophl (CollUalbHbIC, YeT0Be-
YeCcKue) B IIporiecce podecCroHaIM3alu, a My>KYUHbI
OTJIMYAIOTCS CKJIOHHOCTBIO K MOTUBUPYIOLIUM (haKTopam,
CpeIy KOTOPBIX CTPEMIICHHUE K KapbePHOMY ITPOABIIKE-
HUIO U TUTIEPOTBETCTBEHHOCTH [ApmcTpoHT, 2012; FOp-
yeHko, KonapateeB, 2021; FOmmuna, 2014; Reznik et al.,
2017]. Kenckas mpodeccuoHaabHast MO3ULIMS HE TIPe/I -
roJjiaraja JUASPCKUX Ka4eCTB, IIPUCYTCTBUSI COPEBHO-
BaTeJbHOCTH, 1IEJIEYCTPEMIIEHHOCTH, aMOUITNO3HOCTH
UM KOHCTPYKTUBHOI1 arpeccuu [Anuzec, 2013; FOpueHko,
Konmpatees, 2021; dunorenosa, 2022; Illexnron, 2003;
Nastase, 2009]. CoBpemeHHast MpakTUKa IeMOHCTPUPYET

19 Ha Bompoc 3KeHCKOIo 1 MY>KCKOTO CTHJIA PYKOBOICTBA MOXHO CMOTDETh
KaK Ha YCJIOBHBIE KOHCTPYKIIMHU, KOTIa €CTh CTEPEOTHIT O KEHCKOM U MyX-
CKOM CTHJISIX, pa3MeLIeHHBIX Kak OyATO Ha pa3HbIX mojtocax. OqHako
MOTOOHBII KOHTUHYYM OTHOCUTEJbHBIN; KEHIIMHBI BOBCE HEO0S3aTETbHO

TIPAKTUKYIOT XEHCKUI CTUJIb PYKOBOJICTBA, & MYXXUMHBI — MYKCKOII.
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00paTHOE: XEHIIUHbBI-PYKOBOAUTEIM TaK K€ YCIICIIHBI,
KaK M UX KOJJIETU-MY>KUMHBI. HammpuMep, B KOHKYPCHOM
nporpamme «JIuaepsl Poccum» npe3uaeHTCKOM T1aT-
dopmbr «Poccust — cTtpaHa Bo3MoxHocTei» B 2020 1.
>KEHIIIMHBI COCTABWJIM YETBEPTh OT OOIIEro Yuciia mooe-
auteneit (58 yenosek)?’. CTepeoTUI O TOM, UTO FEHAED
HUTpaeT MPUOPUTETHYIO POJib, cebs rcuepral. PykoBo-
JIATESIb — 3TO, TIPEXKJIE BCEro, JUIEP, U €ro MoBeAeHNE
BBICTYIIAET CUTHAJIOM K OIIpe/Ie]IEeHHBIM JCHCTBUSIM.

OCHOBHBIE 3TaITbl CTAHOBJICHUST Y Pa3BUTHSI JKEHCKOTO
HacTtaBHUYecTBa B Poccuu npeicraBieHbl Ha pUcCyHKe 3.

CorracHo rociaeTHuM uccieaoBaHusM | KonaparseB
u ap., 2021; Mamonosa, IOpuenko, 2021], THCTUTYT
HacTaBHUYECTBA OOJIbIIIE MOJIb3YETCS CIIPOCOM CpeIu
>keH1MH. Kak mokaspiBaeT aHaau3 pe3yJibTaToB OMpoca
B MEAyYpekIeHUSIX, 3alIpOC HAa HACTAaBHUKA Y XKCHILWH
Boime: 92 % mnipotuB 61 % cpenu myxuuH [FOpueHko,
Kongpatses, 2021]. Ipyrue ucciaenoBaHusl cpead Me-
HEIKEPOB 1 HAYYHBIX COTPYIHUKOB YITIyOJIIOT KaYeCTBO
pe3yJbTaTOB: 0Ka3aJ10Ch, YTO T€ XKEHIIUHBI, KOTOPhIE
Y4acTBOBAJIM B IIpOrpaMMe HaCTaBHUYECTBA, ITPOSIBIISLIN
OoJiblie pediekcuu, Jydlie 0CO3HaBaIM MOCTaBICHHbIE
3aJ1a4¥, KOPPEKTHO OlLIEHMUBAJIM COOCTBEHHbBIC JINYHbBIC
KayecTBa, cj1adble M CUJIbHBIC YePThI, a TAKXKE JOCTUTA-
JIA JIYYIIMX Pe3yJbTaTOB B pabOTe WM MMeIU 00Jiee BhI-
COKYIO CAaMOOIIEHKY HEXEeJI Te, KTO He TTPOXOIMII JaH-
Hble iporpaMMbl [Kamuesa, 2015; IMemxkosa, 2019].

OTMETHM, YTO CPeIu KEHIITMH HACTABHUKOB MEHBIIIE,
yeM cpenu MyxuuH. [lepBble UMeEIOT 3a co00i oduIr-
aJTbHO 3aKPeTUICHHOT0 HacTaBHMKa Ha HOBOM MeCTe pa-
00T1hl. HacTaBHMKM B I1lIe MY>KYMH HE BCEra 3aUHTEpe-
COBaHBI B TOM, YTOOBI BKJIFOUATh HACTABIISIEMYIO COTPY/I-
HUILY B KpYyT OOIIIMX MHTEPecoB U AoBepusi. HacraBHuue-
CTBO Oosiee 2(PPEeKTUBHO NMPU HATUUUU Y BCEX CTOPOH
O0IIMX WHTEPECOB, UIEHTUYHOTO KYJIbTYpPHOTO Kojaa
1 MaHepbl KOMMYHULIMpoBaHus. Elle 6osnee pe3ynbra-
TUBHBIM OHO CTAHOBUTCSI, KOT/Ia JIIOAW B3aMMOIECTBYIOT
B He(pbopMaJIbHOI 0OCTAHOBKE ITOMMMO PAOOUMX MTPAKTHUK.
ZKeH1mHaM cioxKHee OCBOMTD 3TOT HaBBIK BHICTpAUBAHUS
HehOopMaJIbHBIX OTHOLLIEHHIT ¢ HACTABHUKOM, ITOCKOJIBKY
B IAHHOM CJTy4ae MeXJIMYHOCTHAsI TpaHMUIIA MOXKET OBITh
HapylleHa, 1 Jilobast U3 CTOPOH MOXET HeMpaBUIbHO
HMHTEPIPETUPOBATh ITOChUL. I1py 3TOM XKeHIIMHAaM IPOILe
BBICTPAMBaTh OTHOIIIEHUST HAa paboTe C KOJIJIETaMU TOTO
Ke moJsia U ctatyca. OHU OOJIbIIe CTPEeMSATCS ITOMOYb
JIPYTUM XEeHIIMHAM B TIpoliecce aganTtauuu. Ponesas
MOJEJIb KeHIIMH-HACTABHUL BO MHOTOM OCHOBBIBACTCS
Ha TICUXO0JIOTMYECKOH TTO/IIEpsKKe, KOTopast B ajIbHEUIIIeM
TMOMOTaeT BHICTPOUTH OajaHC 1 MapUTeT B pabOTe U JIUY-
HOW XXU3HMU.

20 JTudepoipoccuu.pg. Crimcox nobenuteneit Konkypcea «JIunepst Poccun
2020». Pexxum moctyma: https://munepsipoccun.pd/news_09091 (mata
obpamienus: 02.06.2022).
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Y
( XIX-XX BB. )
e, >
MOIlaCTblpCKl/le H oﬁummu.le HACTABHHIIBI
Hauvaino JKCHCKOMY HaCTaBHUYCCTBY BPoccuu GBLITO MOI0KEHO BCPCJIC MOHACTBIPCKUX

1 06MmMHHBIX HacTaBHuIl BHavase XIX B. [Tog06HbIE OOMMHBI CO3/IABATHCH HETONBKO
110 PELICHUIO I'OCY1apCTBa UM LICPKBH, HOU KaK pe3yjibTar peﬂﬂl‘ﬂoS’HOﬁ []OTpe6H()CTH
M AKTUBHOCTH CaMMX JKCHIIIHH. le/l MOHACTBIPAX OTKPBIBATIUCH GOJ]BHHHH, IKOJTBI
W NIPUIOTHI, 4TO CHOCOGCTBOBMO TIOSABJICHHIO TNIEPBBIX JKEHIIHHHACTABHHIL.

vV v

\ Havano XIX Beka
AOMAaUIHHE YBEPHAHTKH, KJIACCHBIE 1aMbl
CTaHOBJIEHHE KEHCKOT0 HACTABHHYECTBA TAKIKE MOKHO TIPOCIIC/IUTE BGPHSOBQHHI/I

¢ Hayana XIX B.: IOManIHUM BOCTIUTAHHEM JIETEH 3aHUMAICh TYBEPHAHTKH, FUMHA3UAX

OCHOBHBIE BeJIM 00y4eHHe KITACCHBIE IaMbl, BOOS3aHHOCTH KOTOPBIX BXOJIMIIO KYPHPOBaHHE yueObl,
BOCITHTaHHE YUAIIUXCS HOPTaHU3aTOPCKAs JCATEIBHOCTD (IIOIEPKKA MOPSIKA
STAIBI Ha 3aHATHAX, TIPC [ it cyuuTensamu, IIKOMBHOM TOKYMEHTALH).
Osnaxo B 1917 r. I0IKHOCTH KIACCHBIX HACTABHUKOB yTIPA3IHIIIH,
KEHCKOTI'O * * *
HACTABHHYECTBA Iepras nonosnna XX B. (Bkmiouasn 1941-1945 rr.)
B POCCHH H MJIAJIIIHeE P) TeJIn, OPUragupbl H MacTepa

— C pHX0I0M COBETCKOM BJIACTH JKEHIMHbI BCE GOJIBIIE PEKPYTHPOBATHCH
Ha npeanpuaTHs. B nepros Benkoii oTeuecTBEHHON BOIHBI Takke (hOPMHPOBANOCH
JKEHCKOE HACTABHUYECTBO. BATO BpeMs JUIsl KEHIHH BOSHUKINKKOPOTKHE» COLMATLHBIE
JM(THI B IPOM3BOJICTBEHHBIX KOJUIEKTHBAX Thula. OHU OBICTPO OCBaMBAIM paboune
npoecCHH, 3aHHMAITH NPECTHKHBIE TIO3HIIHH CT W, PYKC
JIOIUKHOCTH GPHTajinpOB HMAcTepOB.

! Bropas nonouna XX B.
N L _______
B nocneoeHHsIit iepuos BCBA3KM ¢ HU3KMM 00pa30BaTeIbHBIM HKBATH(UKAIIHOHHBIM
YPOBHEM, JKEHIIHHAM OBLTO TOPA3/I0 CIIOKHEE NPOIBHHYTHCS BIH/KEHEP! H TEXHUKH,
4yeM KaJIpOBBIM PabOUMM-MYKUHHAM.

CocraBneHo aBTopamu No marepuanam uccnepoBaHus

Puc. 5. O1anbl cTaHOBNEHUS XEHCKOro HacTaBHMYecTBa B Poccuu

( 19™-20™ centuries
N L L L L
monastic and community mentors
The beginning of female mentoring in Russia was laid among the monastic and community
mentors in the early 19" century. Such communities were created not only by the decision of the
state or the church, but also as a result of the religious needs and activity of women themselve:

'SR

Hospitals, schools and orphanages were opened at monasteries, which contributed to the
appearance of the first female mentors

( Early 19" century
N C o - SR
home governesses, schnolmlstresses
MAIN The formation of female mentoring can also be traced in educatiomsince the beginning of the 19"
century: governesses were engaged in home education of childrenschoolmistresses taught in
gymnasiums, their duties included supervising studies, educating students and organizing activities
STAGES ¢ q

order in the cl; holding meetings with teachers, maintaining school
documentation). However, in 1917, the position of schoolmistresses was abolished

OF FEMALE
MENTORING | i _ _+_ _ _+_ ______________
’
First half of the 20" century (including 1941-1945)
IN RUSSIA . 4
Stakhanovites, shock workers (udarniks), junior managers, production team leaders
With the advent of Soviet power, women were increasingly recruited to enterprisesDuring
the Great Patriotic War, women's mentoring was also formed. In this period‘short” social
elevators appeared for women m the producuon teams of the rear. They quickly mastered
working ions of Stakhanovites and udarniks, juni
or managers andproductwn team leaders

vV v

( Second half of 20™ century
N -
In the post-war period, due to the low educational qualification level, it was much more
difficult for women to advance into engineers and technicians than for male personnel worke:
~—

Compiled by the authors on the materials of the study

Figure 5. Development of female mentoring in Russia
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Onepupys pe3yabTaTaMyd MHOTOYMCICHHBIX MCCJIE-
noBanuii [ Konaparbes, FOpuenko, 2020; Konnpatbes
u ap., 2021; Kamuena, 2015; INemkosa, 2019; ®uHo-
reHoBa, 2022 |, MOXXHO c()OpMYTMPOBATH OTIININTEIb-
HbIE YepThl XEHIIUH-HAacTaBHUL (puc. 6). OmHako
HEJIb351 HEe YYUTBHIBATh TOTO (haKkTa, YTO yCIieX B Ha-
CTaBHUYECTBE MPUCYII XEHIIUHE JTI0O0T0 BO3pacTa,
cTaxa, UHAUBUIYaTbHO-JIMIYHOCTHBIX OCOOEHHOCTEN,
ouorpacduu, xapakrepa, CEeMEIHOI0 MOJOXEHUS U T.1.
Codepa mesareapHOCTH TakKxke He BiusgeT: M T-TexHO-
JIoTuM, oOpa3oBaHUe, OM3HEC, TIPOU3BOACTBO, MEIU-
IIHA, HayKa U IIpoJee.

-
)
HOHLZy}OTCﬂ YBaK€HHEM 3a CBOU JINACPCKUE KaueCTBaA
U YCHEIIHYIO0 IPO(ECCHOHANIBHYIO IesSTEIILHOCTh

Respected for their leadership qualities
and successful professional activity

T'0TOBBI TOMOYB IPYTHM HKEHILMHAM, HKEJIAIOIMM 3aHUMAThCS
GU3HECOM, M TEM CaMbIM CJIeJIaTh 0OIIECTBEHHO MONE3HOE AeN0
Ready to help other women who want to do business,
and thereby do a socially useful thing

O1inunTe/IbHbIE
4epThl
JKeHIHH-HACTABHHIL
Distinctive I
features
of female mentors

Jlobuminecs ycrexa B npod)eCCHOHANIBHOM JeATENIbHOCTH|
BOIIPEKH BCEM TPYAHOCTSAM U npobiemMam
Those who have achieved success in their professional
activities despite all difficulties and problems

OHBITHBIS, 3aCJTy’)KHBAIOIIUE JIOBEPHUS COBETHYHILBI, FTOTOBBIC NTOACTHUTHCH
CBOMMHM 6M3HCC— unp : UIbHBIMHA OITBITOM,
a rilaBHoE, — CTaTh MOC'IO}"‘IHHMH oﬁpazuanm JUls 1IoJIpakaHus
Experienced, trustworthy advisers, ready to share their business knowledge

and professional skills, experience, and most importantly - to become

worthy role models

CocrasneHo asTopamu nNo marepuanam uccnegosanus / Compiled by the
authors on materials of the study

Puc. 6. OTnnumnTenbHble YepTbl XKEHLLMH-HACTaBHWL,
Figure 6. Distinctive features of female mentors

ITo manHbIM maaTgopmbl «Poccust — cTpaHa BO3-
MOXHOCTEI», cpelu 00IIIero KOJUIeCcTBa JTtoaeit, opu-
LIMAJbHO BKJIIOYEHHBIX B TporpaMMy «HactaBHMuUecCT-
B0-2021» (428 4enoBeK), TOJBKO TPEThS YaCTh IMPUXO-
nuTcsd Ha XeHIIUH — 139 denoBek. B HoOBoM moToke
kypca B 2022 r. u3 214 yyacTHUKOB 92 XEHIIMHBI,
13 KoTopbix 60 HacTasaseMblx 1 30 HacTaBHUL2!. [Tpo-
rpaMMbl HaCTaBHUYECTBA B MpeANPpUHUMATEIbCTBE
10 reHAEPHOMY MPU3HAKY MPEICTaBsIIOT Oojiee coba-
JJAHCUPOBAHHYIO KAPTUHY: KEHIIMHBI U MYXKUYMHBI B HUX
MpeACTaBICHBI B pABHOM MPOIOPIIVU.

HacTtaBHUKOM MOXeT cTaTh J100O0I YyeaoBeK, uMe-
IOIINH KeTaHue U yMeHue o0ydaTh, TOMOTaTh U KOH-
CYJIbTUPOBATh HAYMHAIOIIMX. MHOTHE XEHILIUHbBI B ITPO-
rpaMMbl HACTaBHUUYECTBA TIPUXOIAT U3 COLIMATBLHOTO
MpeANPUHUMATENbCTBA, KOTOPOE CEroJHsI aKTUBHO
pa3BuBaeTcsd B Poccuu u cTajo TpeHJI0M MOCIeIHETO

21 Poccus — Cmpana soszmoocnocmeii. Tiporpamma «HacTaBHUUECTBOY.

Pesxxum noctyna: https://rsv.ru/mentoring/ (nata oopamenus: 02.06.2022).
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BpEMEHM, UTO MOMOTaeT UM B JaibHeleM 3(pheKTUB-
HO BBICTpAMBATh HETBOPKMHT.

PoneBasa mofenb »KeHCKOro HacTaBHMYecTBa /
Role model of female mentoring

Ecnu y XeHIIMHBI ObI1 HAaCTaBHUK (HE3aBUCHUMO
OT I10JIa), IIPOLIEHT IPUBEPKEHHOCTU K mpodeccuu
M YCIIEXOB B Kapbepe Y Hee yBenmamnBaeTcs. PaccMoTpum
MIPEUMYLIECTBA U OTIMYUS XKEHCKOTO HaCTaBHUYECTBA
oT Myxckoro. CoryacHo ucciienoBanusM [ KoHmaparbes,
IOpuenko, 2020; KongparwseB u np., 2021; KamHesa,
2015; IMemkona, 2019], B HaCTABHMYECKHUX TTapax «MyXK-
YUHA-XEHILMHA» CYIIIECTBYIOT HEKOTOPbhIE OTPAaHUYEHMSI:
* BCErIa €CTh PUCK OBITh HEIIPABWILHO ITIOHSTHIM JIpY-
roit cropoHoii. B atux mapax HepopmaabHbIe OTHOIIIE-
HUS BO BHepabouee BpeMsl 3a4acTyi0 He CKJIaIbIBalOT-
cs1. XOTSI OT 9TOTO OHU HE CTAHOBSITCS MEHEee IPYKeCT-
BEHHBIMU, YEM B Iape «KEHIIMHA-XKEHIIUHAY;
* MTapa OJHOTIO IT0Jia, KaK MPaBUIO, UMEET OOJIbIIe
BpPEMEHHU IS B3aUMOIEHCTBUS, IIOCKOJIBKY OHO pac-
MIPOCTPaHSIETCS U Ha COLMAIbHYIO aKTUBHOCTD;
* B COOTHOILLIEHUN KAPBEPHOM, IICUXOCOLIMAIBHOU U PO-
JIeBOM (PYHKIIMIA MY>KYMHBI OTIAIOT IIPEATIOYTeHUE Ka-
PbEPHOMY POCTY, KEHIIIUHBI OOJIbIIIE KOHIIEHTPUPYIOTCS
Ha TICUXO0JIOTMYECKOi1 COCTABIISAIONICH Ipoliecca (puc. 7).

OTJIMYUSA MYKCKOI'O U JKEHCKOI'O
HACTABHHUYECTBA
DIFFERENCES BETWEEN MALE AND FEMALE MENTORING

TUNOB @ YHKIOUHI
FUNCTION TYPES

DyHKIUSA
PoJIeBOi MOzIEIH
Role
model function

JKeHIHHBI /

Women

Tlcnxo-
couyanbHas
Psycho-social

Kapbepras
Career

\ | Myx4nHbI

Men

CocraBneHo aBTopamu no matepvanam uccnegosanus / Compiled by the
authors on the materials of the study

Puc. 7. CTpykTypHas cxema pasnmyumn
MYXCKOTO W XEHCKOro HacTaBHUYeCcTBa

Figure 7. A structural diagram of the differences between
male and female mentoring

KeHckoe HacTaBHUYECTBO CHOCOOCTBYET MPEO0-
JIEHUIO TeHAePHbIX 6apbepoB, hopMUpoBaHUIO IPpdek-
Ta «pe3UJIMEHTHOCTU» B HACTABJISIEMOM, IPYTUMU CJIO-
BaMU, CITOCOOHOCTH BOTIPEKU OOCTOSATEICTBAM TOCTH-
raTh ycriexa He TOJIbKO B paboTe, HO U B CeMEeMHBIX
U nmpodeccuoHalbHbIX Borpocax. CaMu MoaoIeuyHbIe
MOIYEPKUBAIOT, UTO Y HUX MEHBIIIE TIPOSIBIISIETCS] YyBCTBO



U30JISILUU B KOJIJIEKTUBE, CTAHOBUTCS OOJIbIIE YBEPEH -
HOCTU B COOCTBEHHBIX CUJIaX U TIPOUCXOJUT OoJiee Ty-
OoKoe norpyxeHue B pabouuii mpoiiecc.

KeHiHa COOCTBEHHBIM MPUMEPOM 1 MOJIEJIBIO TT0-
BEIEHUS IeMOHCTPUPYET HACTABISIEMbIM MPUMED IS
cienoBaHus, GOPMUPYs MOCHUT K IBUKEHUIO BIIEPE/.
JlaHHas poJieBasi MOZEJIb — 3TO METOJl CO3HATEILHOIO
HayuyeHMsI, KOT/Ia TTOCPEICTBOM KOITMHT-CTPATETNH TIepe-
HMMAIOTCSI IECHHOCTU, TIOJIXO/IbI, TIPUHIIMITBI U BCE TO, UTO
B Oy/1y1lIeM MTOMOTaeT HACTABJISIEMbIM YCTIEITHO PEATU30-
BBIBaTh IMPOEKTHI, TOCTUTATh PYKOBOJSIIIIMX MTO3UIIUIA.

MHorue XeHIIMHBI UHTYUTUBHO CTPEMSITCS CO31aTh
HACTaBHUYECKYIO Mapy OJHOTO T0Jia, B CUJIy TOTO YTO
UM 00euM OT MPUPOIbI XOUETCS HANTU GaaHC MEXTY
paboToii/0n3HecOoM, BRIOpAaHHBIM TTPU3BAHUEM/TIPO-
deccueit U ceMbeil/MMIHOM XK13HBI0. OCOOEHHO BHICOK
3amnpoc B MpearnpuHUMaTeNbCKO cepe. 3agacTyo
Takoe CTpeMJIEHUE MOXKET TaKkKe 00bsICHSATHCS TICUXO-
JIOTUYECKUMU, KYJIbTYPHBIMU U/UJIW PETUTUO3ZHBIMU
yoexneHussMu. Takue oOCTOSITeIbCTBA TPEOYIOT OIpe-
JIeJICHHOTO BHUMAaHUS 1 MPOPabOTKHU.

leHpepHO-cTUNEBbIE 0COGEHHOCTM
HacTaBHunyecTBa / Gender-style features
of mentoring

OnHO3HAYHOIO OTBETa Ha BOIIPOC AuddepeHIImanum
MY>KCKOTO U >KEHCKOTO CTWJISI HACTABHUYECTBA HE Cy-
mecTByeT. [Ipu 3TOM CyILIECTBYIOT peliepHbIe TOYKMU,
O KOTOPBIM MOXHO CYIUTh 00 3TAJTOHHBIX MACKYJIWUH-
HbIX 1 (P€MUHMHHBIX CTUJISIX, OAHAKO Ha MPaKTUKE BCE
0Ka3bIBAETCSI HAMHOTO CJIOXXHEe 1 pa3HOOOpa3Hee.

PaccMoTpuM Te 0OCOOEHHOCTU, KOTOPbIe HE BbI3bI-
BalOT CWJIBHOI'O TMCCOHAHCA U MOTYT OBITh C OOJIbIICH
CTETICHbIO YBEPEHHOCTH COOTHECEHBI C ONPeAeICHHBIM
CTUJIEM HAaCTaBHUYECTBA:

* 3KCHCKUI CTUJIb OTIMYACTCSI MPeobIagaHueM pa3BU-
TOU MHTYULIUU, pehIEKCUN U CTPEMJIEHUEM K KOMaH/I -
HOI paboTe U MapTHEPCTBY;

* JKEHIIMHAa-HACTaBHUK 0oJjiee MpOHULIATeIbHA K MEX-
JIMYHOCTHOMY B3aUMOJICUCTBUIO, TOJEPAHTHA, TEPIUMA;
* MYXXCKOI CTWUJIb UMEET aBTOPUTAPHO-ACIOBbIE aK-
LEHTHI TIPaKTUK, UCITOJb3YeTCS 0O0JIbllle MHCTUTYLIUN
BJIACTU U KOHTPOJIS.

KeHckoe HaCTaBHUYECTBO pacKpbiBaeTcs yepes
TePMUH «MSITKasl CUJIa», YTO O3HAYAeT YMEHUE BBICTPO-
WUTh NPaBUJIbHBIE MEXIMYHOCTHbBIE KOMMYHUKAIIWHU,
BECTU YCIIELIHbIE IEPETOBOPHI CO CTPATETUEH BBIUTPbI-
1l1a JUTST KaXI0il CTOpoHbl. 2ZKeHIMHa-HaCTaBHUK OoJiee
YYTKO MOHUMAET MO3ULIUIO KaXIOTO.

PestoMupyeM cTuieBbie 0COOEHHOCTU KEHCKOTO
HacTaBHUYECTBA:

* OTHOIIIEHME U TepeKMBaHUSI HACTaBISIEMOTO SIBJISI-
FOTCSI UICXOJTHOM TOYKOM MPH YIIPABISIEMOM BO3ICHCTBUM,

YMPABNEHUE T. 10 Ne 3 / 2022. C. 5-15, Ipowes W.B., fonono6osa T.M.

e pa3BHUTasT SMITATHSI TTOMOTAET JaXke MO KOCBEHHBIM
MpU3HaKaM MTOHSATb SMOLUMOHAIBHO-TICUXOJOTTISCKOe
COCTOSTHUE;

* MMO3UTHBHASI MOTUBALIMS MpeodiamacT HaJ METOIOM
«KHYTa»;

* MOXET MCKPEHHE «B3STh IOJ CBOE KPBIJIO», CTaTh
crapiinM, 0oJjiee ONMBITHBIM TOBaPHUILEM U B TO XK€ Bpe-
MSI OCTAaThbCS OYEeHb UICKPEHHNM YeJIOBEKOM, (HaripuMep,
YeCTHO TOBOPUTH O CBOMX MpoOJIeMax U MpoBajax);

* JaeT BO3MOXKXHOCTDb HACTaBJISIEMBIM TIPOSIBIISITE COD-
CTBEHHBIII KpeaTUB U TBOPYECTBO;

* OBICTPO MEPEKJI0YAETCSI U 00JJaJaeT CIOCOOHOCThIO
K MHOT03aJauYHOCTH 3a CUET COBMEIIICHUSI MHOTUX CO-
HUaJTBHBIX POJIEH B KM3HMU,

* IOJTOCPOYHAS CTpATETUsI M OPUEHTALIMS Ha OTCPO-
YeHHOE BO3HarpaxiacHue.

3akntoueHune / Conclusion

ITpoBeneHHbI aHAIM3 TTO3BOJISIET TOBOPUTH O TOM,
YTO TeMa HaCTaBHUYECTBA 1 T€HAECPHOrO CTUJIS B HEM
OYeHb aKTyaJbHa 1 TpeOyeT HaibHelIei mpopaboTKu
B BUII€ TEOPETUUYECKUX U IMIIMPUYECKUX U3bICKAHUIA.
Oco0eHHO B CHJTY TOTO (paKTa, 9TO perpe3eHTaTUBHOCTD
HCCIeI0BaHUI B 00J1aCTU reHaepHol nuddepeHIraumu
SBJSIETCS MPEAMETOM OOJIBIION BHIOOPKYU PECITIOHIEH-
TOB 1JIs1 obecTieyeHUs OObEKTUBHOCTU TTOJTYUSHHBIX
naHHbIX. CaM MHCTUTYT HACTAaBHUYECTBA TAKXKE HYKIa-
eTcs B JajibHelel nmpopaboTke, Tak Kak MHOTHE ac-
MEKThl OTHOILIIEHUI MeXAy HaCTABHMKOM U HACTaBJIsI-
eMBbIM ellie He n3ydeHbl. OCOOEHHO yuuThIBas TOT (hakT,
YTO OHM MOTYT OBITh M OULIMATIBHO 3aKPETIEHHBIMH,
1 Heo(UIIMATBbHO CIOXUBIITUMUCS.

M3yyeHue MaccuBa UccaeqOBaHUM MOKa3bIBaeT, YTO
MYXYWHBI OOJIbIIIe CKJIOHHBI K TIPOSIBIICHUIO Hedop-
MaJIbHBIX CXeM HAaCTaBHMYECTBA, TOTJa KaK >KEHIIMHBI
TIATOTEIOT K YYaCTHIO B ODUIIMAIbHO O0(hOPMIEHHBIX
U TIOAACPKUBAaeMbIX KOMIIAHUEH IporpaMMax HacTaB-
Hu4yecTBa. Takke B cTaThbe MACHTUMUIMPYIOTCS 0CO-
OeHHBbIE YEPThI )KEHCKOTO HAaCTaBHUYECTBA, I1le B OC-
HOBE HAaXOIMTCS MCUXOCOLMaIbHAas poJieBast MOIEb.

HoBblii Tpek nosyuanit cBoe pasputue B DeaepanbHOM
npoekTe MUHUCTEPCTBA HAYKU M BBICILIETO 00pa30BaHUsI
Poccuiickoit @enepanuu «Kenmunsl: 111koaa HacTaB-
HU4YecTBa» B ['0f HayKu U TEXHOJOIU, KOTOPBINA ObLT
aHoHcupoBaH Ha XXV IletepOyprckom MexxayHapoaHOM
9KOHOMUUYECKOM (hopyMe 3aMecTUTeIeM I1aBbl MUHKC-
TepCTBa HayKu U BhICLIETo obpa3oBaHMsl Poccuiickoit
®enepanvu Enenoii dpyxuHuHoii. [1epBblii ce30H Mpo-
eKTa 1ojJ Ha3BaHMeM «2KEeHIIMHBI B MYXXCKUX mpodec-
cusix. BrI30BBI U TIpeMMyIIecTBa» CTapTOBAJ B aripesie
2022 r. B Ou3Hec-HampaBieHUM. B HacToSLIMIT MOMEHT
75 XeHIIUH-TUIEPOB M3 POCCUICKOI OM3HEC-chepHl,
TOCKOpPITOpalyii, O0IIECTBEHHBIX OpraHU3all1ii, OpraHOB
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YMNPABJTIEHUE T. 10 Ne 3 / 2022. TocynapCTBEHHOE M MyHULMNANbHOE yNpaBieHue

BJIACTHU U IPYTUX chep AesTeIbHOCTA TOMOTAIOT BbICTpa-

nBaTh Kapbepy 100 cTyneHTKaM 63 By30B M3 pa3HBIX

pPErMOHOB CTPaHBI22.

22 Munucmepcmea nayku u sviciuezo obpazosanus Poccuiickoii Dedepayuil.
IIpoeKT KEeHCKOTO HACTaBHHYECTBA s CTyaeHTOB « Kenumusr: [llkona Ha-
craBHHYECTBa». Pexxum gocryna: https://minobrnauki.gov.ru/action/proekt

jenschini_shkola nastavnichestva/ (zata obpamienus: 07.06.2022).

ABTODBI CXOMISITCSI B MHEHUHM, YTO pa3BUTUE OPU-
LIMAJIbHO JeKJIapUPyEeMbIX HACTABHUYECKHUX IIPOTPaMM
B TPaAULIMOHHO MYXCKUX cepax u npodeccusix oyaer
CIoco0CTBOBATh 00JIee TApMOHUYHOMY PAa3BUTHIO 3KO-
CHCTEMBbI OM3Heca U 9KOHOMUKM Poccuu B 1iesioM.
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