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MANAGING EMPLOYEES IN ORGANIZATIONS
VIA LEADERSHIP SKILLS

Contemporary challenges facing modern organization force its management to deal with changes,
projects, innovations or start-ups. To maintain competitive advantages, it is important to develop skills
necessary to solve emerging problems. The paper aims to discuss these issues. The authors have attempt-
ed to reveal leadership skills that are primarily needed to manage organizations effectively. This study ap-
plies the significance of soft skills. This study also identifies what skills should be perceived as soft ones.

The purpose of scientific research is to study the degree of awareness concerning the soft skills
concept among Kazakhstani employees. The theory of leadership generalizes the practical experience of
hundreds and thousands of people. Without a theoretical foundation, it is difficult to develop leadership
skills that are in demand today. Modern organizations to improve their effectiveness should focus on
developing leadership skills, in particular soft skills, which are a reflection of the organization’s culture
and strategy. Training of personnel, raising its awareness and implementing a program of leadership ef-
fectiveness are further directions of the research.

Due to the selected survey approach the data are correlational and can be perceived as reliable but
exploratory one. Thus, representative experimental data is needed to confirm the findings.

A cross-sectional survey design with an n=155 employed people working for various organizations
was selected. The research consisted of two stages. The first stage of the research was conducted on the
base of exploratory research design. Secondary data presented in the literature review helped to propose
two hypotheses. The comprehensive analysis of secondary data helped to interpret primary data with
more insight.

The initial prediction was that that low awareness leads to poor performance of any activity where
people interact. Findings taken from online survey showed that the most Kazakhstani respondents (83 %)
are not informed about soft skills and as a result pay less attention to enhance them.

The presented results present an important step toward understanding how Kazakhstani employees
could increase the personal performance via increasing awareness of soft skills.

Within the paper, the discussion focuses on the importance to increase awareness on the soft skills
among Kazakhstani entrepreneurs, businesspersons and employees to expand boundaries of career op-
portunities.

Key words: soft and hard skills, leadership, innovators, start-up, change, project, capability, team.
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Kelu6acLublAbIK, AQFAbIAAP apKbIAbl YIbIMAAPAAFbI KbI3METKEepPAEpAi 6ackapy

3amaHayu YiMbIMHbIH aAAbIHAQ TypFaH Kasipri 3amaHfbl npobAemanap, OHbIH, KeL6aCLIbIAbIFbIH
esrepicrepre, >kobarapra, MHHOBAUMSAApPFa HEMece CTapTanTapFa arHaAAblpyFa MaXOyp eTeaAi.
bacekeAecTik apTbIKWIbIAbIKTAPAbI KOAAQY YiiH naiaa 6oAFaH npobAemMaAapAbl Lielyre KaxerTi
AQFABIAAPABI AAMbITY MaHbI3Abl. OCbl Ky>XKaTTbIH, MakcaTbl OCbl MBCEAEAEPAl TaAKbIAQy. ABTOpPAAp
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€H aAAbIMEH YIbIMAAPAbI TMIMAI 6ackapy ViliH KaXkeTTi Kew6aclublAbIK, AAFAbIAAPAbBI aHbIKTayFa
TbIPbICTbI. ByA 3epTTey >KyMcak AafAbIAAPAbIH, KYHABIABIFBIH MariAaAaHaAbl. byA 3epTTey coHaan-ak,
KAHAQM AQFABIAAPAbI XXYMCaK, Aer KaObIAAQHY KEPEKTIriH aHbIKTalAbl.

3epTTeyAiH MakcaTbl Ka3akCTaHAbIK, KbI3METKEPAEP apaCbIHAA XXYMCAK, AAFAbIAAP TY>KbIPbIMAAMAChI
TypaAbl xabapAapAblk, AeHreiiH 3epTTey GOAbIN TabblAaAbl. JKeTeKLiAiK TeopusiCbl KY3AEreH xaHe
MbIHAQFAH aAAMAAPAbIH  MPaAKTUKAAbIK, TOXIPUOECIH >KMHAKTaMAbl. TEOPUSIAbIK, Herisae OyriHri
TaHAQ TaAarn eTiAeTiH KewbaclbIAbIK, KaCMETTEPAI AAMbITY KMbIH. 3amaHaym YMbIMAAP TUIMAIAIKTI
JKOFapbIAATy YIiH KeLO6aClbIAbIK, AAFAbIAAPAbI AAMbITYFa, aTan anmTKAHAQ, YMbIMHbIH MOAEHUETI
MeH CTpaTerusiCbiH KOPCETETIH aKbIA-Oi AafAbIAApbIHA GaFbiTTaAybl Kepek. Kbi3MeTKepAepAi OKbITY,
OAAPAbIH XabapAapAbIFbIH KeTepy >aHe 6ackapy TMIMAIAITIH apTTbipy 60MbIHLLIA 6aFrAapAaMaHbl XKy3ere
acbIpy 3epTTeYAiH KOCbIMLLA GaFbITTapbl GOAbIN TabblAAAbI.

TaHAQAFaH 3epTTey SAICiHe CyieHe OTbIpPbIN, 3epTTey AepPeKTepiH CEeHIMAI Aern caHayra GoAaAbl,
6ipak, izaey. OcbiAariila, HOTUXKEAEPAT pacTay YiliH OKIAETTi SKCNEPUMEHTTIK AepekTep KaxerT.

OPTYPAI YBIMAAPAQ YKYMbIC iCTEMTIH N = 155 apamMAbl KaMTUTbIH KPOCC-CEKLMSIABIK, 3epTTEYAEP
XKYPri3iAAi. 3epTTey eki keaeHHeH TypAbl. 3epTTeyAiH 6ipiHLIi Ke3eHi canaAbl 3epTTeyAepAiH KanTarama
aKnaparbl HEri3iHAE XXYPri3iAai. OAeOMeTTEPAI LLOAYAQ YCbIHBIAFAH KOCAAKbI AEPEKTEP €Ki rmrnoTesaHbl
YCbIHyFa KemeKkTecTi. KocbIMLLIa AepekTePAI XKaH->KaKTbl TaAAay OaCTarnkbl AEPEKTEPAI XKaKCbl TYCIHYre
KOMEKTECTI.

AAFallkbl 60AXKaMm, TemeH GiAy, apamaap e3apa 9peKkeTTeceTiH Ke3-KeAreH opekeTTiH Hawap
HeTuxKeciHe akeAeai. OHAalH-cayaAHama KOPbITbIHAbICHI GoiibiHILA Ka3akcTaHAaFbl PECMOHAEHTTEPAIH
6acbim 6eAiri (83 %) >kymMcak, AaFAblAap TypaAbl GiIAMENAl >kaHe COHbIH, CaAAapbiHAH OAAPAbIH carnacbiH
»KakcapTyFa a3 Ha3ap ayAapaAbl.

YCbIHbIAFAH HOTUXKEAEP MKEMAT AAFABIAAD TYPaAbl XabapAAPABIKTbl aPTThIPY apPK biAbl Ka3aKCTaHADIK,
KbIBMETKEPAEPAIH, XKEKe OHIMAIAIFIH apTTbipa aAaTbIHAbIFbIH TYCiHY YLUiH MaHbI3Abl KaAam OOAbIM
TaOblAAADI.

TankblAay Ka3akCTaHADIK, KaCiMKepAep, KacinkepAep MeH KbI3MeTKepAep apacbiHAA MaHCaMTbIK,
MYMKIHAIKTEPAIH LLIeKapacbiH KEHEMTY YLLIH )XYMCaK, AAFAbIAAP TYPaAbl XabapAAPAbIKTbl apTTbIPYAbIH
MaHbI3ABIAbIFbIHA Ha3ap ayAapaAbl.

Tyiin ce3aep: MKeMAI >kaHe KaTaA AAfAbIAap, KelOaClbIAbIK, MHHOBATOPAap, iCKe KOocy,
esrepicrep, xxobaaap, kabireTTep, KOMaHAQ.
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VnpaBAeHue NepCoOHAAOM B OpraHU3aumsax vyepe3 AMAEpPCKHUe HaBblKH

CoBpemeHHble MPOOAEMbI, CTOsILLME Tepes COBPEMEHHONM oOpraHM3aumeit, 3acTaBASIOT —ee
PYKOBOACTBO  3aHMMATbCSl M3MEHEHWMSIMM, TMPOEKTaMM, MHHOBALUMSAMM  MAM  cTapTanamu. AAs
NMOAAEP>KAHUS KOHKYPEHTHbIX MPEUMYLLECTB BaXKHO pPa3BMBaTb HaBblkM, HEOOXOAMMbIE AASI PeLleHMst
BO3HMKAOWMX Npob6AeM. Lleablo AQHHOrO AOKYMEHTA SIBASIETCS OOCY>KAEHME 3TWMX BOMPOCOB.
ABTOPbI MOMbITAAUCH BbISIBUTb AMAEPCKME HABbIKM, KOTOPbIE, B MEPBYIO OYepeAb, HEOBXOAMMbI AAS
3hEKTUBHOIO YNpaBAEHMS OpraHM3aumsMu. B 3TOM MCCAEAOBAHUM UCTIOAb3YETCSI 3HAUEHUE MSITKMX
HaBbIKOB. ITO MCCAEAOBAHUE TaKXKe ONMPEAEASET, KaKMe HaBbIKM CAEAYET BOCMPUHUMATD KakK MSATKUE.

LleAb HayuHbIX MCCAEAOBaAHWMIA — M3YUMTb CTEreHb OCBEAOMAEHHOCTM O KOHUEMNUMU MSITKMX
HaBbIKOB CPEAM Ka3axXxCTAaHCKMX COTPYAHMKOB. Teopusi AMaepcTBa 0606LIaeT MNPakTUYECKMA OMblT
COTEH U1 TbICAY AloAeN. be3 TeopeTuyeckor OCHOBbI TPYAHO pasBMBaTb AMAEPCKME KauecTBa, KOTOpble
CEroAHsl MoAb3yloTCcs crpocom. CoBpeMeHHble OpraHM3auuMn AAS MOBbIWEHUS 3PEKTUBHOCTH
AOAXKHbI COCPEAOTOUMTLCS HA Pa3BUTUM AMAEPCKMX HABbIKOB, B YAaCTHOCTM HA YMCTBEHHbIX HaBblKax,
KOTOpblE OTPAXKAIT KYABTYPY M CTpaTermio opraHusaumu. O6yueHue rnepcoHasa, MOBbILEHUE €ro
OCBEAOMAEHHOCTM U peaAmsaums nporpammbl MoBbllLEHNS 3 EKTUBHOCTU PYKOBOACTBA SBASIOTCS
AAAbHENLLIMMM HarNpPaBAEHUSIMU MCCAEAOBAHUIA.

Mcxoas U3 BbIOPAHHOrO MOAXOAQ MCCAEAOBaHMS, AaHHblE OMpoca MOryT BOCMPMHUMATbLCS
Kak HaAeXHble, HO MOMCKOBble. TakMM 00pa3oM, AAS MOATBEPXKAEHMS PE3YAbTAaTOB HEOOXOAMMDI
perpe3eHTaTUBHbIE SKCMEPUMEHTAAbHbIE AQHHbIE.

BbIAM MpoBeAEHbI MornepeyHble UCCAEAOBAHUS C yyacTMem n = 155 yeaoBek, paboTtaiolimx B
pasAMUHbIX OpraHu3aumsx. MccaepoBaHME COCTOSIAO M3 ABYX 3TarnoB. [lepBblil 3Tan MCCAEAOBAHUS
NMPOBOAMACS Ha OCHOBE BTOPUYHOM MH(OPMALIMU KaueCTBEHHbIX MCCAEAOBaHWI. BTOpryUHble AaHHblE,
NpeACTaBAeHHble B 0630pe AMTEpaTypbl, MOMOIAM BbIABUHYTb ABE rMnoTe3bl. BcecTopoHHMin aHaAn3
BTOPMYHbIX AQHHbIX MOMOI MHTEPINPETUPOBATH NEPBUYHbIE AQHHbIE C GOAbLLMM MOHUMAHMEM.
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[TepBOHa4YaAbHbIN MPOrHO3 3aKAKOYAACS B TOM, UTO HM3Kasd MH(POPMMPOBAHHOCTb BEAET K MAOXOM
paboTe AGOI AEITEABHOCTM, B KOTOPOW AIOAM B3aMMOAENCTBYIOT. BbIBOABI, CAEAaHHbIE B XOAE
OHAQMH-0OMPOCA, NMOKa3aAM, YTO OOAbLIMHCTBO pecroHAeHToB 13 KasaxcraHa (83 %) He MHpopMMpPOBaHbI
O MATKMX HaBbIKax M, Kak CAEACTBME, YAEASIOT MEHbLLIE BHUMAHMS MOBbILLEHMIO MX KayeCTBa.

[NoAyUeHHble pe3yAbTaTbl MPEACTABASIOT COOOM BaykKHbIM LA K MOHMMAaHMIO TOr0, KaK KazaxCTaHCKMe
COTPYAHMKM MOTYT MOBbICUTb AUYHYIO MPON3BOANMTEABHOCTb 3a CHET MOBbILLIEHNS OCBEAOMAEHHOCTU O

rMOKMX HaBbIKaX.

B pamkax 06Cy>KAEHUS OCHOBHOE BHMMAaHMWE YAEASIETCSI BaXKHOCTU MOBbILIEHUS OCBEAOMAEHHOCTU
O MSIFKMX HaBblKaX CPEAM Ka3axCTaHCKMX MpPEANpUHMMATEAel, GU3HECMEHOB W COTPYAHWKOB AAS
pacLIMpeHns FpaHUL, BO3MOXKHOCTEN KapbepHOro pocTa.

KatoueBble cAoBa: rvOKMe U >KECTKME HaBblKM, AMAEPCTBO, MHHOBATOPbI, CTapTarn, M3MEHEHMs,

MPOEKT, CMOCOBHOCTM, KOMaHAQ.

Introduction

Contemporary challenges facing modern
organization force its management to deal with
changes, projects, innovations or start-ups. To
maintain competitive advantages, it is important
to develop skills necessary to solve emerging
problems. The paper aims to discuss these issues.
The authors have attempted to reveal leadership
skills that are primarily needed to manage
organizations effectively. This study applies
the significance of soft skills. This study also
identifies what skills should be perceived as soft
ones. In contemporary organizations, it is essential
that managers possess particular skills to lead.
Ideally, a manager should have the necessary
skills at a sufficient level to lead employees of an
organization. Good leadership development should
concentrate on the skills required to deal with
change, implement project or launch start-ups. Any
leadership development program must deal
with how to enhance commitment of employees
to the organization and help to cultivate the
entrepreneurial or participative cultures depending
on the request.

The purpose of scientific research is to study
the degree of awareness concerning the soft skills
concept among Kazakhstani employees. The
theory of leadership generalizes the practical
experience of hundreds and thousands of people.
Without a theoretical foundation, it is difficult to
develop leadership skills that are in demand today.
Contemporary organizations to improve their
effectiveness should focus on developing leadership
skills, in particular soft skills, which are a reflection
of the organization’s culture and strategy. Training
of personnel, raising its awareness and implementing
a program of leadership effectiveness are further
directions of the research.

The test units of the research paper are
Kazakhstani employed people working for various

organizations. The subject of the research paper is
soft skills of employees.

Due to the selected survey approach the data are
correlational and can be perceived as reliable but
exploratory one. Thus, representative experimental
data is needed to confirm the findings.

Materials and Methods

For the data collection, an online survey was
employed, which was distributed among Kazakhstani
employees via Survey Monkey program. The
participants were recruited out of the pool of the
respondents and satisfied certain criteria, such as
being employed with a minimum of three years work.
The research had the preliminary feature and should
be perceived as exploratory one. Online survey was
based on the convenience sample of nonprobability
sampling technique (Malhotra, 2013, Gupta, 2004).
The survey was conducted very fast because
sampling units gave their responses at once. In spite
of these advantages, the convenience sample has
serious limitations. Primarily the resulting sample
was not representative of the target population.
At the same time, the sampling process suffered
from selection bias. Because of these limitations,
it would be difficult to generalize the results of
the research to the population. To overcome these
disadvantages the descriptive or causal research are
needed additionally. Questionnaires were designed
with the target respondents in mind, taking into
account their educational level and experience. The
Russian language used. Pretesting of questions took
place before the survey. In the questionnaire filter,
structured, multiple-choice, dichotomous questions
and Likert scale was used. A cross-sectional survey
design with an n=155 employed people working for
various organizations was selected. The research
consisted of two stages. The first stage of the
research was conducted on the base of exploratory
research design. Secondary data presented in the
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literature review helped to propose two hypotheses.
During conducting research two hypotheses were
proposed. They are:

HI: All kinds of managerial power are realized
due to the level and extension of soft skills.

H2: Soft skills emerge and evolve if they are in
demand.

The comprehensive analysis of secondary data
helped to interpret primary data with more insight.
The initial prediction was that that low awareness
leads to poor performance of any activity where
people interact. Findings taken from online survey
showed that the most Kazakhstani respondents
(83%) are not informed about soft skills and as a
result pay less attention to enhance them.

Literature review

The realization of leadership is possible due
to two components: a suitable environment and
the availability of personal qualities (skills) of the
leader. The suitable environment for the realization
of leadership includes organizational culture and
structure, availability of resources, and delegation of
authority. However, without the leader’s distinctive
interpersonal skills, the presence of external
environment is not enough (Cotrell, 2005, 2008).

According to Blumberg M. (2013) the hardest
job in management is the «first time CEO» and «at
least 75% of first time CEO’s fail.» In fact, human
resources management is a complex and responsible
work. Blumberg M. (2013, p. xxiii) suggests: «Ask
for help from your board and get coaching and
mentoring... And don’t let the fear of failure get in the
way». In this regard, Heath Ch. & Heath D. (2010)
have gave a reasonable answer: «In times of change,
weneed toremind ourselves and others. . .basic truths:
Our brains and our abilities are like muscles. They
can be strengthened with practice...» What should
we do that employees could do everything correctly
and cope with the most difficult problems? What
conditions are necessary for this? Christensen C.M.
(1997, p. 171) in his famous book, «The innovator’s
dilemmay writes «If a manager determined that an
employee was incapable of succeeding at a task,
he or she would either find someone else to do the
job or carefully train the employee to be able to
succeed. Training often works, because individuals
can become skilled at multiple tasks». So, one of
the initial steps to dealing with employees well
is training them. However, there are cases when
training is useless. Especially if the organization
implements changes and project activities. In this
connection, it is necessary to understand the concept
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of an organization’s capabilities. An organization’s
capabilities depends largely on the people who
work in it. According to Christensen (2012), capa-
bilities are factors that determine what a company
can and cannot do and three things can represent the
organization’s capabilities: resources, processes and
priorities. «Together, these capabilities are crucial
in order to assess what a company can and, perhaps
more important, cannot accomplish» (Christensen,
2012, p. 124). If managers understand that an
organization’s capabilities are not suited for a new
task, in these cases they have three options «through
which to create new capabilities» (Christensen,
1997, p. 172). Here Christensen offers more than
radical methods. According to him managers could
do:

— Acquire a different organization whose
processes and values are a close match with the new
task

— Try to change the processes and values of the
current organization

— Separate out an independent organization and
develop within it the new processes and values that
are required to solve the new problem (Christensen,
1997, p. 172).

According to Gardiner (2005), five fundamental
systems in every organization constitute the
underpinnings to develop effective teams. They are
culture, structure, internal economy, methods and
tools, metrics and rewards.

In principle, Gardner and Christensen do not
contradict each other. Many authors insist that ef-
ficiency of leadership primarily depends on culture
and organizational culture (Williams, 2012; Du-
brin, 2006; Clements & Gido, 2011, Muhtarova et
al 2014, Kubaev & Baysholanova 2013, Kappels
2008, Mazur et al 2004).

Therefore, if executives are interested in chang-
ing the situation in organization they have to be
aware of principles of leadership, project and change
management instruments. For example in functional
organizations and organizations of weak matrixes,
the project manager does not have enough power
to make team members do something. As a result,
a project manager tries to influence team members
without any direct authority. Therefore, a project
manager has to use leadership and interpersonal
skills like persuasion, negotiation, and communica-
tion. Project managers often have little formal au-
thority. They «therefore get their authority through
respect for their experience, good track records,
persuasiveness and downright dogged determina-
tion — in short, by influence» (Field & Keller, 2011).
Project managers have the responsibility to satisfy
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the needs: task needs, team needs, and individual
needs. As project management is a critical strategic
discipline, the project manager becomes the link be-
tween the strategy and the team (PMBOK®© Guide,
2008). Projects are tools to grow and survive for
organizations. Projects help ‘to create value in the
form of improved business processes» (PMBOK©
Guide, 2008, p.17). They are necessary in produc-
ing new products and services. Project management
makes it easier for companies to respond to changes
in the environment and to be more competitive. As a
result, the project manager’s role becomes increas-
ingly strategic. Yet, understanding and applying the
knowledge, tools, and techniques on project man-
agement is not enough to do right things. The Guide
to the Project Management Body of Knowledge of
the Project Management Institute insists that in ad-
dition to any area-specific skills and general man-
agement proficiencies required for the project, ef-
fective project management requires that the project
manager possess the following competencies (PM-
BOK®© Guide, 2008).

Knowledge refers to «hard skills» of project
management. Performance refers to «what the
project manager is able to do while applying his or
her project management knowledge» (PMBOKO
Guide, 2008). Personal skills refers to «soft
skills» or «...how the project manager behaves
when performing the project or related activity.
Personal effectiveness encompasses attitudes, core
personality characteristics, and leadership, which
provides the ability to guide the project team while
achieving project objectives and balancing the
project constraints» (PMBOK© Guide, 2008).

Project managers implement work through
the stakeholders of a project. Managing project
effectively require project managers to show «a
balance of ethical, interpersonal, and conceptual
skills that help them analyze situations and interact
appropriately» (PMBOK®© Guide, 2008). Further,
the important soft skills of project managers are
presented. They are team building, motivation,
communication, influencing, decision-making, and
political awareness. The soft skills are particularly
important to project managers. Leading means
influencing people to achieve any organizational
objectives. Leading involves energizing, directing,
persuading others, and creating a vision.

Results and discussion
According to Dubrin (2006), leadership

includes such important interpersonal processes as
motivating, communicating, coaching, and showing

group members how they can reach their goals.
Leadership is a key component of managerial work
because management accomplish through people.
The leadership aspect of management focuses on
inspiring people and bringing about change, whereas
the other three functions (organizing, controlling,
and planning) focus more on maintaining a stable
system (Dubrin, 2006). In essence, the mentioned
interpersonal processes are example of realization
of soft skills. At the same time Dubrin talks about
the environment (stable system) where soft skills
should be realized,

In line with various other scholars (e.g. Sanghera,
2011 and Clements J.P., Gido J., (2011) state that
managing projects effectively takes a multitude of
skills. They suggest all skills of a project manager
to divide into two parts: managerial skills and
interpersonal ones. Managerial skills involve
the next: accounting and financial management,
attention to details, information technology,
negotiation and conflict management, problem
solving, sales and marketing. Interpersonal skills
include communication, influencing, leadership,
networking, and perceptive navigation. In this case,
managerial skills relate with hard skills, in turn
interpersonal ones are associated with soft skills.

Skills to influence the behavior of others relates
to power. Power of managers comes from authority.
Power is delegated to the manager from the upper
level of the organization. It takes place when the
organization expects the realization of its strategies
and projects. If the manager does not have formal
authority, there are other forms of power that he or
she can use (Field & Keller, 2011):

— legitimate power, based on charismatic traits
of a project manager;

— expertise power, based on knowledge;

— affiliative power that arises from being
associated with powerful persons in the organization;

— political awareness gaining from the support
of colleagues and superiors.

Managers or project managers have to use those
kinds of power that are most suited both to their
subordinates and colleagues and to the situation;
having that power and applying it appropriately
allows managers to influence where they cannot
command (Field & Keller 2011). It can be assumed
that all these types of power are realized through
soft skills.

Not only managers or project managers are
interested in high performance. Marketers as Kotler
Ph. and Armstrong G. (2016, p. 305) value using a
team-based new product development approach.
Under this approach, «company departments work
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closely together in cross-functional teams.» As a
result overlapping the steps in the product develop-
ment process takes place. Project managers usually
use overlapping in project management aspects.
Instead of considering the product by departments
in turn, the company can create a team of people
from various departments that deal with the
project (event, change, and product) from start to
finish. There are many examples when such cross-
functional teams are very effective. Why they are so
effective? Is leadership the main reason? Johnson
S. (2010) does not think so and in his book ‘Where
good ideas come from. The natural history of
innovations’ tries to give another argument, basing
on the following example: «When the first market
towns emerged in Italy, they didn’t magically
create some higher-level group consciousness.
They simply widened the pool of minds that could
come up with and share good ideas. This is not the
wisdom of the crowd, but the wisdom of some-
one in the crowd. It’s not that the network itself is
smart; it’s that the individuals get smarter because
they’re connected to the network.»

Harvard Business School Professors Kim Clark
and Steven Wheelwright say about heavyweight and
lightweight teams. The heavyweight team refers to a
group of people «who are pulled out of their func-
tional organizations and placed in a team structure
that allows them to interact over different issues at
a different pace and with different organizational
groups than they habitually could across the bound-
aries of functional organizations. Heavyweight
teams are tools to create new processes, Oor new
ways of working together. In contrast, lightweight
or functional teams are tools to exploit existing pro-
cesses. (2000 cited by Christensen C.M., Raynor
M.E., 2003).

Yet some authors find out other reasons why
companies fail when face changes. Kotter J.P.
(2012) argues that the biggest mistake people make
when trying to change organizations is not having
established a sufficiently high sense of urgency in
employees. This error according to Kotter (2012,
p.4) can become «fatal, because transformations
always fail to achieve their goals, when complacency
levels are high.»

Kawasaki (2015) gives interesting idea concern-
ing how to solve the problem of a shortage of great
employees. He considers that recruiting decisions
should not be based on «irrelevant considerations»
like race, creed, color, sexual orientation, religion,
formal education and work experience. Instead,
Kawasaki (2015, p. 174) makes a focus on the next
three factors as:
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1. Ability of the candidate to perform what the
leader needs.

2. The candidate’s confidence in what he does.

3. The candidate’s trustworthy and commitment.

In fact, Kawasaki puts soft skills in the first
place.

Moreover Kawasaki G. (2015, p. 175) gives an
advice to follow to two theories:

«l. Find the candidate who lacks major
weaknesses (even though he lacks major strengths).

2. Find the candidate who has major strengths
(even though he has major weaknesses).»

Kawasaki (2015) divides all skills into big orga-
nization skills and start-up skills.

Table 1 — Big organization skill and startup skill (Kawasaki,
2015, p. 176)

Big organization skill Startup skill

Sucking up to the boss Being the boss

Generating paper profits Generating cash flow
Establishing a beachhead

Creating products

Beating charges of monopoly

Evolving products

Market research Shipping
Squeezing the distribution Establishing a distribution
channel channel

Kawasaki (2015, p. 177) continues: «startups
take four to five years of long hours at low pay with
incredible highs and depressing lows with the con-
stant fear of running out of money. And this is if
things go well.» Like other authors (Clark K. and
Wheelwright S., 2000, as cited in Christensen C.M.,
Raynor M.E., 2003) Kawasaki (2015, p. 176) dedi-
cates meaningfulness of soft skills presented as
startup skills.

The use of leadership skills is not enough to en-
sure that human resources can fulfill any assigned
task. Managers should take into account other fac-
tors, such as organization structure, culture, strategy,
interest and dedication, and much more. Knapp et al.
(2016, p. 29-37) have suggested recruiting a team
members according to roles and consider that a mix is
good like in the movie «Ocean’s Eleven». According
to the mentioned authors the effective team includes
the decider, finance expert, marketing expert, cus-
tomer expert, tech/logistics expert, and design expert.
Only in such kind of team the «collaborative atmo-
sphere» (Knapp et al. 2016, p. 35) takes place.

Some authors believe that the effectiveness of
performance depends not only on employees, but
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also on executives. Dyer, Gregersen, and Chris-
tensen (2011, p. 5, 27) believe that «entrepreneurs
are somehow different from other executives.» The
authors in their research are focused on innovators,
in particular, innovative entrepreneurs. According
to Kurman (2013, p.17), «If you want innovation to
take place, set it free, and if it comes back to you —
well — it’s not precisely yours, but at least you’ve
succeeded in introducing genuine value to the rest of
the world....» Indeed, the innovators can courage to
innovate and innovators have to possess behavioral
skills as questioning, observing, networking, and

experimenting which lead to associational thinking
and as a result to creating the innovative business
idea. Dyer, Gregersen, and Christensen (2011) are
presenting the innovator’s DNA model for gener-
ating innovative ideas. The model is shown in the
figure 2. Dyer, Gregersen, and Christensen (2011,
p- 27) distinguish innovators as people who actively
engage in discovery skills. As Lafley (2008) de-
clared, «innovation is the central job of every leader
— business unit managers, functional leaders, and
the CEO» (2008, as cited in Dyer, Gregersen, and
Christensen, 2011).

r

Courage to
innovate

eChallenging the
status quo

eTaking risk

(Behavioral skills

eQuestioning
eObserving
eNetworking
eExperimenting

~

€

eAssociational
thinking

ognitive skills

~N

r

Innovative
Business idea

~

\- _/

\_ \_ /

Figure 1 — The innovator’s DNA model for generating innovative ideas
(Dyer, Gregersen, and Christensen, 2011, p. 27)

In accordance with Bessant and Tidd (2015,
p-144), «creativity is also about motivation
and communication.» Nevertheless, successful
entrepreneurs are not just able to come up with
creative idea; they can shape and adapt their
ideas. «They have a strong sense of vision and can
communicate and engage others in sharing that
insight» (Bessant and Tidd, 2015, p.145).

Kerzner and Saladis (2013, p. 41) as professional
project managers suggest focusing on the skills
that help in «Achieving the objectives of a project
and ensuring customer satisfaction». All these
require «a project team that is knowledgeable, has
the necessary skill set, is fully committed to the
project, and is managed by a project manager who
possesses effective organization, communication,
and leadership skills».
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In fact, «some individuals are naturally talented
in doing the right thing at the right time and in the
right way to help their teams succeed»; in other
respects other individuals «require training to
develop their skills in taking action» (Hachman,
2002, p. 224). He suggests the different from other
authors of skills but they are so close to soft skills:

— Envisioning Skill

— Inventive Skill

— Negotiation Skill

— Decision-Making Skill

— Teaching Skill

— Interpersonal Skill

— Implementation Skill.

At the same time, Hachman (2002) states that
training should involve observation of «positive
models» combined with practice and feedback.
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Stone and Heen (2015, p. 45) pay special attention
to feedback because it «helps increase knowledge,
skill, capability, growthy.

Results of the study showed that only 17 % or 26
(10 men and 16 female) respondents are informed
about soft skills. At the same time, 58% of respond-
ents strongly agree and 10 % of respondents agree
that interpersonal (soft) skills are very important for
their career opportunities. After short explanation
concerning soft skills, 95% of respondents answered
that soft skills are demanded at their workplace and
they have to be evolved throughout life. In addition,
majority of the respondents (73 %) accepted that
the power’s exercising depends on the personal
characteristics of the leader or manager.

One of the reasons why this research project
was initiated is the attempt to systematize issues
related to the importance of leadership qualities,
in particular soft skills. The subject of the re-
search is very popular among both academicians
and business community. All authors, regardless
of the professional sphere, note that the modern
world is rapidly changing. To maintain competi-
tiveness, organizations must meet the challenges
of the external environment. However, conven-
tional management is not enough. Leadership and
power through flexible skills are able to deal with
new challenges. Also, most authors note that there
two factors that can make possible to face chang-
es effectively. First, it is fundamental systems;
that is, organization must prepare the ground for
all processes that would take place in the organi-
zation. Second, it is the level of comprehensive
skills of the organization’s leaders. In an ever-
changing world, the development and cultivation
of the company employees’ important skills is an
integral part of the organization’s strategy. How-
ever, it is necessary to distinguish between hard
and soft skills. Not neglecting to develop hard
skills, but pay particular attention to soft skills,

that are dependent on the goals of the organiza-
tion or project.

The practical consequence of the research paper
lies in possibility to solve the problem that is con-
nected with low awareness concerning soft skills
among Kazakhstani employees that leads to a de-
crease in their overall performance and potential
loss of opportunities.

Although the paper is based on the primary stud-
ies in the survey form, there are nevertheless some
limitations on reliability because the survey was
conducted online and therefore the sample is non-
probability, which in itself requires further research
projects.

Conclusion

Contemporary challenges facing modern
organization force its management to deal with
changes, projects, innovations or start-ups. To
maintain competitive advantages, it is important
to develop skills necessary to solve emerging
problems. A cross-sectional survey design with
an n=155 employed people working for various
organizations was selected. Itis important to increase
awareness on the soft skills among Kazakhstani
entrepreneurs, businesspersons and employees to
expand boundaries of career opportunities. The
presented results present an important step toward
understanding how Kazakhstani employees could
increase the personal performance via increasing
awareness of soft skills. During the research project
two hypotheses were proposed. According to the
results of the research the idea, concerning that,
all kinds of managerial power are realized due to
the level and extension of soft skills is confirmed.
The second hypothesis as «Soft skills emerge and
evolve if they are in demand» has been proven too
but because of nonprobability sample the research
project should be continued.
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