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MeToto aocnigy)keHHs «[eHaepHi acnekTn 3a-
NHATOCTI B eHepreTMYHOMY CeKTopi YKpalHu»
6yn0 CTBOPUTU iHDOPMaLiNHO-MEeTOANYHE 3a-
6e3neyeHHs aHanisy reHaepHol 36anaHcoBa-
HOCTI 3aMHATOCTI B eHepreTuli Ta crnaaHyBaTu
N OUIHUTK pe3ynbTaTu peanisauil NPOEKTIB 3
YCYHEHHS reHAepHMX po3puBiB y cdepi npaui Ta
3aMHATOCTI YKpalHCbKOI eHepreTnkn, a Takox
NiABMWMTK AieBICTb 3a0X04EeHHS A0 npodecin-
HOro po3BUTKY MepcoHasny eHepreTUYHuX nia-
NPUEMCTB 3aBASKN 3anpoBaAXXeHHIO reHaep-
HOro niaxoay.

EHepreTMyHuMn cekTop TpaguuinHo Bigirpae
KJ1H0YOBY POJib B eKOHOMILi YKpalHKU. 3a AaHnMu
2018 poky 6e3nocepefHii BHECOK ABOX NPOBIA-
HUX ranysei eHepreTuku («Jo6yBHOI NpoMuUco-
BOCTI i po3p0o6neHHs Kap'epiB» Ta «[locTayaHHsA
efleKTpoeHepril, rasy, napu Ta KOHAULINOBaAHO-
ro NoBiTpsi») y HauioHanbHui BBl cTaHOBMB
6inb- Wwe 9K 9 %, a 65M3bKo 7,6 % 3arasbHOI Yu-
CeJIbHOCTI 3aMHATUX B YKPaIHCbKi €eKOHOMIL
npuvnagana Ha ui ranysi. Tomy ymoBuM peanisauil
NOACBKOro noTeHuiany B LLbOMYy CEKTOpIi 6e3-
nocepeaHbo BMAMBalOTb Ha AOOPO6YT 3HAYHOI
YaCTUHN €KOHOMIYHO aKTUBHOIO HacesieHHs
YKpaiHu, a yepes couiasibHO-eKOHOMIYHY edek-
TUBHICTb 3alMHATOCTI — MaloTb BaroMuin BMAuB
Ha 3aranbHuUi 4O6PO6YT HaceneHHsa YKpaiHu.

XiHKM cTaHOBNATbL 6iNbLiCTb HaceneHHs
YKpaiHu (22 528 292 »iHku Ta 19 455 272 yono-
BiKM 3 YCi€l YNCeNnbHOCTI NOCTINHOIo HaceneH-
HA) Ta GiNbLWICTb Y CKNaAi BiKOBMX KaTeropiu, siki
hopMyHOTb OCHOBY EKOHOMIYHO aKTMBHOIO Hace-
neHHs (13 754 231 yonosik i 14 713 803 »iHKK
BikoM 15-64 poku). MNpu LbOMY reHAepHUiA Nia-
Xif, He iHTerpoBaHo y cdepy npadi Ta 3aUHATOCTI,
LLIO W Hagani 3akpinroe reHaepHi po3pumBU K B
onnari Npauj, Tak i B npodeciiHin camopeanisa-
LiT NpauiBHULUb eHepreTUYHOI ranysi.

LocnigxeHHA 3 OUiHIOBaHHSA IHCTUTYLIMHOIO
noTeHuiany nignpMeMCTB eHepreTUYHOI ranysi
[0 BNpPOBag)XeHHS reHaepHUX Migxoais BUABNSAE
NPUYMHU BUHUKHEHHSA NEBHOro agncbanaHcy, Lo
BM3Ha4ya€e HEPIBHICTb XXIHOK i YOJI0BIKIB Y PO3Mi-
pi onnaTtu npaui, ymoBax npakui, nepcrnekTuBax
Kap'epHOro NpocyBaHHS.

AHaniTM4yHuM 3BIT 3a pe3ynbTaTaMn HajaBa-
TUMETbCSA B PO3MNOPALYKEHHSA 0OCTEXKEHUX EHep-
reTUYHUX KOMMNaHiK, Wo 3MOXYTb BUKOPUCTO-
BYyBaTWU MOro ANsl pO3p06KK reHAepHOT YyTAnBOI

The aim of the survey “Gender aspects of em-
ployment in the energy sector of Ukraine” was
to create information and methodological sup-
port for the analysis of gender balance in ener-
getics, to plane and to evaluate the results of
the implementation of the projects related to the
elimination of gender gaps in the field of labor
and employment of the Ukrainian energy sector.
The current project is also aimed to increase the
effective methods of encouraging the employees
of energy companies for professional develop-
ment via the introduction of gender approach.

The energy sector has traditionally played a
key role in Ukraine’s economy. According to 2018
data, the direct contribution of the two leading
energy sectors (mining and quarrying and sup-
plying electricity, gas, steam and conditioned air)
to national GDP was more than 9%, also these
industries accounted for about 7.6% of total em-
ployment in the Ukrainian economics. Therefore,
the conditions for the realization of human poten-
tial in this sector directly affect the welfare of a
significant part of the economically active popu-
lation of Ukraine, and due to the socio-economic
efficiency of employment they have a significant
impact on the overall welfare of the population
of Ukraine.

Women make up the majority of Ukraine’s pop-
ulation (22,528,292 women and 19,455,272 men
out of the total number of residents) and the ma-
jority in the age categories that form the basis of
the economically active population (13,754,231
men and 14,713,803 women aged 15-64 years
old). At the same time, the gender approach is
not integrated into the sphere of labor and em-
ployment, which further consolidates the gender
gaps both in salaries and in the professional self-
realization of the female employees in energy
industry.

The assessement study of the institutional po-
tential of energy companies to implement gender
approaches reveals the causes of certain imbal-
ance, which determines the inequality of women
and men in wages, working conditions, career
prospects.

The analytical report on the results will be
made available to the surveyed energy compa-
nies, which will be able to use it to develop gen-
der-sensitive policies and the procedures for their
implementation in accordance with international
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NONITUKWN KOMMaHil, npoueayp 1 peanisauii Big-
NnoBiAHO 0,0 BUMOT MiXXHapOAHUX CTaHAapTIiB Ta
HauioHaNbHOro 3aKOHOA4aBCTBa Ta NiABULLEHHSA
eeKTUBHOCTI B3aEMOAIT 3i cTenkxongepamu
KOMMaHil, 3aBAAKM 3anpoBag)KeHHI0 iHCTPYMeH-
TiB 3ano6iraHHs Ta NPOTUAIT FreHAEPHIN aAncKpu-
MiHauil 3rigHO 3 BUMoramu ctaHpaptis ISO Ta
OECD.

na MiHicTepcTBa eHepreTukn YKpaiHu pe-
3yNnbTaTy AOCNiIAXEHHS «[eHAepHi acnekTu 3a-
NHATOCTI B eHepreTMYHOMY CeKTopi YKpalHun»
MOXYTb CNyryBaTu axepenom iHpopmadii npo
HasiBHi NPoO6/1eMN Yy CTAHOBMULLI Pi3HUX npode-
CIMHUMX Tpyn XIiHOK i YOJIOBIKIB Y eHepreTU4Hin
ranysi, reHaepHi po3puBM y 3apobiTHIN nnari,
napamMeTpu reHAepHo 36anaHCcoBaHOI CTPYKTYpH
3aWHATOCTI 1 BUKOPUCTaHHA npaLi B YKpaiHCbKin
eHepreTuui Ta opraHisauinHO-TEXHIYHI YMOBM,
HeobXiAHI ANs BUPIBHIOBAHHA MOXJ/IMBOCTEN
YONOBIKIB i XXiIHOK y cdepi npaui eHepreTuku
YKpaiHu, a TakoXX Npo po3Mipu BTpaT CyCrnisibHOI
e(heKTUBHOCTI 3aHATOCTI B eHepreTuli yepes
BNAMB $HaKTOPIB, WO 0OMEXYOTb AOCATHEHHS
reHAepHoI piBHOCTI B cdepi npaui yKpaiHCbKOl
eHepreTuku.

Y uboMmy 3BITI NpefCTaBIeHO NNLLE HAUBaXXU-
BilLli pe3ynbTaTn LOCNILXKEHHS, a He feTallbHUN
onuc 3axofiB.

3asHayeHi pesynbTaTn JOCNIAXEHHS MalOTb
NPUBEPHYTU yBary NpeAcTaBHUKIB eHEPreTUYHNX
KOMMaHiun, Aep>XaBHUX YCTAHOB i FPOMagCbKnX
opradisauin A0 MOXIMBOCTI OTPUMAHHA COLi-
aNbHO-eKOHOMIYHOro edeKkTy 3aBAsKM Monin-
LLEHHO reHAaepHOI 36a/1aHCOBAHOCTI 3aMHATOCTI
B eHepreTUYHOMY CeKTOopi YKpalHu.

OCHOBHi pe3ynbTaTu reHAepHo
Ae3arperoBaHoro aHanisy puHKy npakwi
B CEKTOpPi eHepreTuku YKpaiHu

Mpouecu po3BUTKY W NOMIMWEHHS CTPYKTY-
Py cucTeMM poboumnx Miclub B eHepreTuui (3a
OpraHisauinHo-TEXHIYHUMKN 1N coLianbHO-eKOo-
HOMIYHMMM XapaKTepucTuKamMm) Ta NpoLecu
BUPIBHIOBaAHHA reHAepHOl CTPYKTYpPU 3anHATO-
CTi NpPSAMO NMOB’si3aHi MiXK CO600: 3MEHLLEHHS
MacLlTabiB CEKTOPY «MepeBaXKHO YONOBIYOI»
3aMHATOCTI 3HAYHOK MIipPOLO NepeTUHAETbCA
3i 3MeHLeHHAM MacLwTabiB «nepudepinHoi»

standards and national legislation and improve
the interaction with stakeholders due to the intro-
duction of tools for prevention and resistance to
gender discrimination, according to the require-
ments of ISO and OECD standards.

For the Ministry of Energy of Ukraine, the re-
sults of the survey “Gender aspects of employ-
ment in the energy sector of Ukraine” can serve
as a source of information about the current prob-
lems in various professional groups of women
and men in the energy sector, gender gaps in sala-
ries, the parameters of gender balance of employ-
ment and use of labor in the Ukrainian energy
sector as well as organizational and technical
conditions necessary to equalize the opportuni-
ties of men and women in the energy sector of
Ukraine. The survey also informs about the scale
of social efficiency loss in the energy industry
due to factors limiting the achievement of gender
equality in the field of Ukrainian energy.

Current report contains the most important re-
sults of the survey rather than detailed measures.

The outlined results of the survey are to draw
the attention of representatives of energy com-
panies, government agencies and NGOs to the
possibility of obtaining a socio-economic effect
by improving the gender balance of employment
in the en ergy sector of Ukraine.

The main results of the gender-
disaggregated analysis of the labor
market in the energy sector of Ukraine

The processes of development and improve-
ment of the structure of the system of jobs in the
energy sector (in terms of organizational, techni-
cal and socio-economic characteristics) and the
processes of equalization of the gender structure
of employment are directly related: the reduction
of the predominantly male employment sector
largely intersects with the reduction of periphe-
ral employment in the workplaces unattractive
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3alHATOCTI — po60TN Ha ManonpuBabIMBUX AN
npauiBHUKIB po60YMX MicLSX, WO € TPaguLiHO
npob6aeMaTUYHUMN ANS1 3aNOBHEHHA KaHAuAa-
TaMu BignoBigHoT KBanidikau,il.

MacwTabu gediunTy npaui B CEKTOPI «4ON0BI-
Yynx» Npodecin 4O3BONATb CTBEPL)KYBATH, LLO
BUTpPaTK, HEOOXiAHI ANs1 YCYHEHHS OOMEXEHD |
nepeLuKoz peanisauii Tpy4OBOro nNoTeHLiany Xi-
HOK B eHepreTuui (3okpemMa y cdepi nepeBaxHo
¢di3nyHOI Npaui) MaTUMyTb BUCOKY OYiKyBaHy
epeKTUBHICTb 3aBAAKM MOM'AKLLEHHIO A5 eHep-
reTUYHUX NiANPUEMCTB NPOBNEMU «XPOHIYHO
npauegediunTHMX» npodecin. BignosigHo, ycy-
HeHHSA QaKTopiB OpraHi3aUiMHO-TEXHIYHMX Ta iH-
CTUTYLiOHaNbHUX OBMEXEHb [OCTYNY XIiHOK A0
3aMHATOCTI Ta ANHAMIYHOI Kap'epu B eHepreTuui
MatoTb BaroMui noTeHuian noninweHHs 3abes-
NeyeHHs NOTpeobun NiANPUEMCTB €HEPreTUKMU B
nepcoHani.

Mo npodeciax 3 LOMiHYBaHHAM XIHOYOI 3au-
HATOCTI KoedilieHT «Hanpyrn» Ha 3apeecTpoBa-
HOMY PUHKY npaui 6inblu HiXX y 2,5 pa3u BULLNIA
3a aHanoriyHnm KoediuieHT Ans ceKTopy npo-
decin 3 gOMiHyBaHHAAIM YOJI0BiIYOl 3aNHATOCTI.
3i 3pocTaHHAM KBanigikauiitHoro piBHs (3okpe-
Ma npu nepexoai Big pobiTHMUYMX npodecin ao
npodecii, Wo BUMaratoTb BULLOT OCBITM) pO3puB
MiXX MOKasHUKaMu Hanpyru puHKy npadi 4n1sa 4yo-
NOBIKIB i XXIHOK cKopo4yeTbcs: Big 1,37 pasu no
cdepi nepeBakHo ¢isnyHoI Npaui, Ao 1,12 pasy
no npodecisx rpynu «daxiBLi».

BiporigHicTb npaueBnawiTyBaHHA Ha PUHKY
npawi B CEKTOpi eHepreTuku s XiHoK cTabinb-
HO HWXK4a, HiXK AJ19 YONOBIKIB Y KOXHil 3 gochi-
IXXeHux rpyn npodecin, a 3i 3poCcTaHHAM KBani-
(dikauinHoro piBHS cnocTepiraroTbCs:

a) 3HMXXEHHS MMOBIPHOCTI NpaLeBawTyBaHHS
i ANS XIHOK, | AnsA YonoB.ikiB (y Mipy 3pocTaH-
HA KBanidikauil npaueaediunTHa KOH'FOHKTY-
pa 3apeecTpoBaHOro pPUHKY npai 3MiHETbCA
npaueHaaMWKOBOLO);

6) 3MEHLLUEHHSI PO3PUBY MiX MOKa3HWKaMMU
BIpOrigHOCTI nNpaueBnaluTyBaHHA A1 XKIHOK i
YONOBIKIB.

for workers and thus traditionally problematic
for filling the vacancies with candidates of the
relevant qualifications.

The scale of the labor shortage in the male oc-
cupations sector suggests that the costs needed
to address the restraints and barriers to the reali-
zation of women'’s labor potential in the energy
sector (particularly in the field of manual labor)
will be highly expected to mitigate the problem
of labor shortage in certain professions. Accord-
ingly, the elimination of organizational, technical
and institutional restraints of women’s access to
employment and dynamic careers in the energy
sector has significant potential to improve the
staffing needs of energy companies.

For occupations dominated by female employ-
ment, the level of tension in the registered labor
market is more than 2.5 times higher than the
similar level for the sector of occupations domi-
nated by male employment. With the increase of
the qualification level (in particular in the tran-
sition from working professions to professions
requiring higher education) the gap between the
indicators of labor market tension for men and
women is reduced: from 1.37 times in the field of
mostly manual labor, to 1.12 times in occupations
for qualified employees.

The probability of employment in the labor mar-
ket in the energy sector for women is consistently
lower than for men in each of the studied occupa-
tion groups; and with the increase of the qualifica-
tion level there are:

a) decrease in the probability of employment
for both women and men (as the qualification
increases, labor shortages in the registered labor
market are replaced by redundancies);

b) reducing the gap between the probability of
employment for women and men.
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OCHOBHI pe3ynbTtaTu reHaepHoi
XapaKTepucTUKK npodeciiHoi oCcBiTH
y cepi eHepreTuku

[eHaepHWUn ancbanaHc B eHepreTUYHin ranysi
6epe CBOI BUTOKM 3i CTEPEOTUMNHMUX YABMNEHDb NPO
Te, W0 YONOBIKM BiNbLlU CXMbHI A0 TOYHUX HAYK
i TOMY M 6inblle NigxoaaTb npodecii Ta cnevwi-
anbHOCTI eHepreTU4Hoi chepu, AKi BUMararoTb
BUCOKOI KBanidikauii. PesynbtaTu gocniaxen-
HA NiTBEPAXKYHOTb 36epeXeHHs1 CTepeoTun-
HOCTI BUGOpPY npodecii, npy ToMy Lo 34006yBavi
MMATO matoTb binblle 6aXKaHHA NpautoBaT 3a
cneuianbHICTIO B eHEepreTuYHin cdepi, HiX CTy-
neHTn 3BO.

3aknaan 060x piBHIB He 3abe3neyyroTb iHTe-
pecu piByat y fo3Binni (ryprkax, CTyAeHTCbKUX
Kny6ax, COPTUBHUX CEKLIISIX); HIXTO 3 y4aCHULb
pocnigxkeHHa B 3BO He NpoXXMBae B rypTOXMUT-
Kax OCBITHiX 3aKfafi., W0 € 03HAKOK BiCYTHO-
CTi BiguyTTs 6€3neKku, BignoBigHO, MOXe CTpu-
MyBaTK 6aXkaHHSA fiB4yaT obMpaTu cneuianbHOCTI
eHepreTU4Hol ranysi.

Po3B'a3aHHA reHaepHUXx npobnemM notpedye
KOHLEeNTyasbHOro BU3Ha4YeHHs, POpMyBaHHS i
peanisauil reHaepHOI NONITUKN AK OCHOBW reH-
OEepHOI KyNbTypu Ta pO3BUTKY CoLlia/IbHO-€KOHO-
MIYHOI aKTUBHOCTI XIHOK i YONOBIKIB, LLLO aKTya-
Ni3ye BXe Ha HaNbIMXKYMIM Yac BUKOHAHHSA TaKuMX
pekoMeHpaLin:

a) NpoBOAUTM PO3’'AICHIOBaNbHY po60oTYy cepen
YYHIB i MOnogi wopao sBubopy npodecii 6e3 re-
AEpHUX CTepeoTmniB, 3 ypaxyBaHHAM NOTPeoO i
MOXXJIUBOCTEN PUHKY MpaL;

6) NpoBOAMTM iHOPMaL,iiHO-PO3'ACHIOBASIb-
Hy po60TYy WOoAO0 Nnonynapmuaauii iHXeHepHoro
npo@into HaBYaHHA cepej AiByart, B T. Y. Npo-
BeAeHHA iHhopMaLiNnHNUX KaMmnaHiin CTOCOBHO
NiABULLEHHA 3aLiKaBNeHOCTI XiHOK Yy BU6Opi
criedianbHOCTEN, AKi TpagULINHO BBaXkatoTbCA
«4ONOBIYNMNY;,

B) BAOCKOHANMUTK 36ip CTaTUCTUYHUX AaHUX
LLIOA0 HaBYaHHA XIHOK | YONOBIKIB Yy 3aknagax
npodeciiHoi (MpodeciiHo-TeXHIYHOT) OCBITH Ta
3aksiagax BMLOI OCBIiTK, B T. Y. 3a cneyiajibHOC-
TAMU/HanNpssMaMn HaBYaHHS, BIKOM Ta MicLieM
NPOXXNBaHHS,

) BUBYMTU NOMNUT cepep AiBYaT Ha iHXKEHepHi
cneuianbHOCTI Ta BU3HAYUTWN NOTpPebdy y CTBO-
PeHHi BigNoBiAHNX YMOB AN iX nepebyBaHHSA

The main results of the gender
characteristics of vocational education
in the field of energy

Gender imbalances in the energy sector derive
from stereotypes that men are better at STEM dis-
ciplines and therefore professions in the energy
sector that require high qualifications are more
suitable for them. The results of the survey con-
firm the prevelance of stereotypes in the choice
of profession, although vocational education ap-
plicants are more willing to work in the energy
field than students of higher education.

Institutions of both levels do not provide for
the interests of girls in extra-curricular activities
(student clubs, sports sections); none of the sur-
vey paricipants live in dormitories of educational
institutions, which is a sign of a lack of sense of
security, which, respectively, can restrain the de-
sire of girls to choose occupations in the energy
sector.

Solving gender issues requires the concep-
tual definition, formation and implementation
of gender policy as a basis for gender culture
and the development of socio-economic activi-
ty of women and men, which actualizes in the
near future the implementation of the following
recommendations:

a) to counsel students and young people on the
choice of profession without gender stereotypes,
taking into account the demands and opportuni-
ties of the labor market;

b) to popularize engineering profile of educa-
tion among girls, including information cam-
paigns concerning increase of interest of women
in a choice of professions traditionally referred to
as «male»;

c) to improve the collection of statistical data
on the education of women and men in voca-
tional (technical) education institutions and
higher education institutions, including those
concerning occupations / fields of study, age
and residence;

d) to study the demand for occupation in en-
gineering among girls and to establish the need
for creating appropriate conditions for their
study in educational institutions, in particular
for the education of boys and girls from urban
settlements and rural areas, ensuring equal liv-
ing conditions taking into account the needs of
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y HaBYasibHUX 3aKsagax, 30KpemMa LWoA0 HaB-
YaHHS XJ0MuiB Ta giByaT 3 MiCbKUX NOCeNneHb
Ta CiNbCbKOI MiCLLeBOCTIi, 3a6e3Me4YeHHs PiBHUX
YMOB MNPOXMBaHHSA 3 ypaxyBaHHAM NoTped Ans
XNonuiB i giByaTt y rypToXXuTkKax 3aknagis, a Ta-
KOX 3abe3neyeHHs f03Binna (rypTku, CTy4eHT-
CbKi Kny6u, CNOPTUBHI CeKLii TOLLO), siki 6 3a40-
BOJIbHANN iHTepecH i aisyar, i xonuis.

OCHOBHi pe3ynbTaTu aHanisy

iHCTVITyu,iOHaJ'IbHVIX ymoB

3abe3neyeHHs reHAepHOoI PiBHOCTI

Ha I'IiAI'IpVIeMCTBaX €HepreTuku

YKpaiHu

HopmaTtnBHo-npaBoBe 3a6e3MneyYeHHss JOTpU-
MaHHSA BCTAHOBJIEHUX MiXKHapoAHUMM 3060B'A-
3aHHAMM YKpaiHu NpuHUMNiB i NpaBu 3a6es-
NneyvyeHHs piBHUX MpaB i MOX/INBOCTEN JOCTYNy
[0 BilbHO 06paHoi Ta NPOAYKTUBHOI 3aMHATOCTI
y chepi eHepreTrku goci cnabo opieHToBaHe Ha
cneundiyHi 0bMeXKeHHs Ta nepeLuKoaun ans 3an-
HATOCTI XIHOK, L0 3YMOBJ1€HI TEXHOJTOTYHUMHU
M opraHisauinHMMmn oco6nMBOCTSIMU NMPOLECIB
npaui B eHepreTuui. Taka cuTyauis CIPUYMHSAE
poO3puMB MiXX (OpManbHUMN HOPMaMKU Ta roc-
noaapCbKUMK nNpakTUKamu, Wo BignoBigaroTb
OfHa OAHIN nuwe 3a GopManbHUMM O3HaAKaMMU
(HasiBHiCTb HOpMMU), ane He 3a peasibHUM pecypc-
HUM 3a6e3MneYyeHHAM il BUKOHaHHA B 0COBINBUX
yMoBax rasnysi ta 3 ypaxyBaHHAM crieuudivyHumx
NoTpeb XIiHOK, AKi MalOTb 3anuTaHi B eHepreTuui
npodecinHo-kBanigikalivHi XxapakTePUCTUKMU.

Bucoka nutoma Bara npauiBHuUKIB 3 BEJIMKUM
[AOCBIZJOM pO60TH B KOMMaHIl MigBULLYE LiHHICTb
AaHUX, ofepXXyBaHUX Yy npoueci onnuTyBaHHS.
Mo-nepLue, OCKiNbKKU CBIQYUTD, LLLO PECMOHAEHTH
MatoTb AOCBIA nNepebyBaHHA Ha Pi3HUX PiBHAX
ynpaB/iHCbKOI iepapxil, Bi4noBiAHO, 06i3HaHi Npo
cneyunodiky BnacTuBmx iM yMOB pearnisadil Tpyao-
BOro NOTeHLjiany XiHoK i Yonogikis. [Mo-gpyre, 60
CTaBJIEHHA [0 reHAepHOI NpobneMaTuKy npaw,is-
HUKIB 3 BE/IMKMM AOCBiAOM po60oTh hopMyBanocs
3HAYHOKO MIpOIO B Yacu, Konu TpaguuinHa Kynb-
Typa ynpaBniHHsA 3arasioM He nepegbaydana ¢op-
MasnibHUX BUMOTI [0 BUSIB/IEHHS Ta PO3B'A3aHHSA
reHAepHUX NpobsieM i NPiopMTETHOI yBaru Ao HUX:
cepa reHaepHUX BiAHOCKH BBaXkanacs «6e3npo-
671eEMHOLO», @ NPUBEPHEHHSA CneLiasibHOI yBaru fo
1X po3rnsay T/iyMaymnniocs K HegouisibHe.

boys and girls in dormitories, as well as provid-
ing leisure activities (student clubs, sports sec-
tions, etc.) that would satisfy the interests of
both girls and boys.

The main results of the analysis of
institutional conditions for ensuring
gender equality at energy enterprises
of Ukraine

Regulatory and legal compliance with the prin-
ciples and rules established by international ob-
ligations of Ukraine to ensure equal rights and
opportunities for access to freely chosen and pro-
ductive employment in the energy sector is still
poorly focused on specific restrictions and obsta-
cles to women’s employment due to tech- nologi-
cal and organizational features of labor processes
in energetics. This situation causes a gap between
formal norms and economic prac- tices that corre-
spond to each other only on formal grounds (exist-
ing norms), but not on the real resource provision
of its implementation in the specific conditions of
the industry and taking into account the specific
needs of women who have the required profes-
sional qualifications in energy field.

The high share of employees with vast expe-
rience in the company increases the value of
data obtained during the survey. First, because
it shows that respondents have experience of
working at different levels of the management
hierarchy are thus aware of the specifics of their
inherent conditions for the realization of the labor
potential of women and men. Secondly, because
the attitude to gender issues of employees with
vast experience was formed mainly at a time
when the traditional culture of management did
not provide formal requirements for identifying
and addressing gender issues and prioritizing
them: the field of gender relations was consid-
ered “problem-free”, and drawing special atten-
tion to their consideration was interpreted as
impractical.

The “traditional culture of management”
on gender issues can be understood as the
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g «TpaguuinHO KyNbTYPOK ynpaBiHHA»
LLOAO reHAEePHUX NPobaeM MOXHa po3yMiTu
CNPUNHATTSA NONITUKN 3a6e3MneYeHHs reHaepHol
PiBHOCTI SIK gyKepersia 3poCTaHHsA Hanpyrun ta no-
CWJIEHHA HaBaHTaXeHHs Ha MpauiBHUKIB Yyepes
OOTPUMaHHA [OAAaTKOBUX HOPM i pernameHTiB
noBefiHKN y BUPOOGHMYOMY CepenoBULLi, a He
MOXXJIMBOCTI YCYHEHHsA 6ap’epiB AN pO3BUTKY
nepcoHany Ta nigBuLeHHA ePpeKTUBHOCTI BU-
KOpPUCTaHHSA NHOACbKOro noTeHLiany KoMnai.

10 BHYTPILLHIX YAHHUKIB TpaHCdOopMaLiii TaKo-
ro CTaBJ/IEHHA MU BiAHOCMMO 3pOCTaHHA aKTUB-
HOCTi 3aMHATUX B eHepreTuLi XiHOK i YONOBIKIB,
AKi pPO3YMIiOTb BaXX/IMBICTb YCYHEHHSA reHAEePHUX
6ap’epiB i nepewKkoa Ansa peanisauii 1I0ACLKOro
noTeHUiany B eHepreTuui Ta B6a4atoTb y BUpIB-
HIOBaHHI reHOEePHUX MOXXJIMBOCTEN AXeEpeso
AN NoninweHHs AKOCTi TPYA0BOro XUTTA Nep-
COHasy eHepreTUYHMX NigNnPUEMCTB He3anexHo
Big cTaTi.

[ig 30BHIWHIMW YUHHUKAMU MU PO3YMIEMO
3arocTpeHHs ABox rpyn npo6nem. MNo-nepue,
npo6semMa XpoHi4yHO «npauenediunTHUX» crne-
LiasibHOCTEN, WOAO SAKNX CNOCTepiraeTbca Tpu-
Ba/iMM nepiof 3anoBHEHHSA «BIAKPUTUX BaKaH-
Cin». AKLLO cepef, TaKMUX BaKaHCi NeBHa YacTka
€ MeHL AOCTYMNHO A/ XIHOK (3 opraHisauii-
HO-TEXHIYHMUX UM IHLIMUX NPUUYUNH), TO YCYHEHHS
nepeLKog ANs XiHoYol 3aiHATOCTI (30KpeMa Ye-
pes yCyHeHHs (haKTopiB LLKiANMBOCTI M BaXKKOCTI
TPYZAOBUX MPOLECIB) MOXE CYyTTEBO PO3LUNPUTH
KOO NpeTeHAEHTIB Ha 3aMiLLleHHS BiIbHUX pO60-
YmMxX MicuUb i NONINWKTK 3a6e3neYeHicTb Kagpamu
NigNPUEMCTB EHEPreTUKMU.

[Mo-apyre, npouecu iHTerpauil ykpalHCbKOT
eHepreTnkn o E€BPONENCbKOl eHepreTuy-
HOI CMiIbHOTH, WO BMMarawTb cTaHfapTu-
3auil nigxoaiB A0 ynpaBniHHA NepcoHanoMm
3 €BPONEenCbKMMN KpaiHaMu, fie CTaBJIeHHA
00 reHaepHol piBHOCTI, IHCTUTYLiOHaNbHe Ta
opraHisauinHo-eKOHOMIiYHe 3abe3neyeHHs pe-
anisauil npuHUMNiB pPiBHUX MOXXJINBOCTEN ANA
XXIHOK | YONOBIKIB CYTTEBO BifpPI3HAETbCA Bif
TpaAuLin BiTYN3HAHOIO Bi3HecYy.

Te, WO NPUHLUNU «iHKJTFO3UBHOCTI» Ta «FeH-
[EepHOI pIBHOCTi» He yBiNWAN B N'ATIPKY npio-
PUTETHUX ANA GINbLWOCTI ONUTAHUX KEPIBHUKIB
eHepreTMYHMX NiaANpPUEMCTB, Bifobpaxkae 30pi-
E€HTOBAHICTb KepiBHULTBA Ha PO3B’A3aHHA MO-
TOYHUX 3aBAaHb — TUX, Bif AKX 6e3nocepeaHbo

perception of gender equality policy as a source
of increasing tension and increasing the workload
on employees through compliance with additional
norms and regulations of behavior in the work en-
vironment, rather than removing barriers to staff
develop- ment and improving the efficiency of the
com- pany’s human resources.

Among the internal factors of transformation
of this attitude we include the growing activity
of women and men employed in energetics who
understand the importance of removing gender
barriers and obstacles to the realization of human
potential in energy field and see gender equality
as a source for improving the quality of working
life of the staff of energy companies regardless
of gender.

By external factors we mean the aggravation
of two groups of problems. First, the problem
of chronically “labor-deficient” jobs, for which
there is a long period of filling “open vacancies”.
If among such vacancies a certain share is less
ac- cessible to women (because of organiza-
tional, technical or other reasons), the removal
of barri- ers to women'’s employment (in particular
through the elimination of harmful factors and
the severity of labor processes) can significantly
expand the number of applicants for vacancies
and improve staffing of energy companies.

Secondly, the processes of integration of
Ukrainian energetics into the European Energy
Community, which require standardization of ap-
proaches to staff management with European
countries, where the attitude to gender equality,
institutional and organizational and economic
support for equal opportunities for women and
men differs significantly from local business
traditions.

The fact that the principles of inclusiveness and
gender equality are not included in the top five pri-
orities for most of the surveyed managers of en-
ergy companies, reflects the management’s focus
on solving current problems — those that directly
affect the economic and social performance of
companies. This is a classical problem described
in detail in the literature on strategic management,
the problem of distribution of managerial atten-
tion in favor of those tasks and isssues which
have immediate negative consequences when be-
ing unsolved. To attract the attention of manage-
ment, it is also important that the negative impact
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3anexartb rocrnofapcbki Ta cycninbHi pesynbra-
TWU AiSsNbHOCTI KOMNaHiKn. Lle knacu4Ha Ta AoK-
nagHo onucaHa B fiTtepaTypi 3i cTpaTeriyHoro
ynpaBfiHHA npobriemMa «po3noainy ynpasiiH-
CbKOI yBarn» Ha KOpUCTb TUX 3aBAaHb i Npobnem,
HeraTMBHI HaCNiAKN «HEPO3B'A3aHHSA» IKUX NPO-
ABNAIOTbCA BiApasy. [1na npMBepHeHHs yBaru
KepiBHMLTBA BaXXIMBO TakKOXK, LLLO6 HEFrAaTUBHUN
BMIMB Npo6aeMu nerko ikcyBaBcs Yepes AnHa-
MIKY TUX MOKa3HUKIB AiASIbHOCTI KOMMNaHiu, Yns
LiHHICTb BM3HaHa Ta He NigfaeTbCA CYMHiBaMm
y KonekTusi. [MpupoaHo, Wo npsami 3arposn gns
36epeXkeHHs ba)kaHUX PO3MIpiB AOXOAIB, pUNKK
HEBUKOHaHHSA 3060B’'AA3aHb nepes KOHTpareH-
TaMu NpuBepTaroTb Binblle yBarn (OTPUMYHOTb
BULLY NPIOPUTETHICTb), HIXX 3aBAaHHS, WO Ma-
FOTb, MOXX/IMBO, HE MEHLU PYNHIBHI, NpoTe BiA-
harneHi Hacnigku, a LiHHICTb NOKasHUKIB, Yyepes
ANHaMIKY SIKUX NPOABASETHCA Mipa IX po3B’'A3aH-
HS1, He CMPUNMAETbCA KONEKTUBOM OAHO3HAYHO.

Came B Takin 0CO6IMBOCTI MOTOYHOrO CTaHy
reHgepHoil npobnemMaTtukm B eHepreTuui Bb6a-
4alTbCA NPUYNHU HEBUCOKOI NPIOPUTETHOCTI
3aBAaHb 3ab6e3neyeHHs reHAepHOol PiBHOCTI
ANs ONUTAHUX KepiBHUKIB. MNpobnemu 3abes-
NneYyeHHA PiBHUX MOXJIMBOCTEN A1 XKIHOK i Yo-
NOBIKiB, No-NepLle, NPOABNATLCA He Bigpasy.
BoHu Hanexatb A0 knacy npobsem, Lo MarTb
«HAKOMUYUTU KPUTUYHY Macy», 06 BUSBUTUCSA
[OCTaTHbO BMPasHO A1 NMPUBEPHEHHS yrpas-
niHcbKol yBaru. [o-apyre, iXHii BNAne onocepen-
KOBaHWM LiJIOK HU3KOKO NPOoLECiB | AoAaTKOBUX
napamMeTpiB, WO «NPUXOBYHOTb» NEPBUHHI aXe-
pena Herapaspgis, LO3BONAKOTb «MPUNUCyBaTU»
HacnigKn reHaepHUX NPo6seM iHLIUM YNHHUKAM
| LWyKaTW LWAAXM TX YCYHEHHSA 32 MeXXaMU reHaep-
HUX BiAHOCUH.

Bupa)xeHe He[OOUIHIOBAHHSA Ba)XJINBOCTI
npo6semM reHaepHoi piBHOCTI, BUSBNeHe AOCHi-
OXXEHHAM, CBiAYNTb NPO Te, WO KepiBHULTBO
He B6avyae NpssMOro 3B'A3KY MiX NpobnemMa-
MW 3abe3neyeHHss KOMMaHii KBanipikoBaHMMM
npauiBHMKaMN 1 TUMU OBMEXEHHAMMU, LLO MNe-
peLLKOaKatoTb BUKOPUCTaAHHIO MOBHOK Mipoto
TPYAOBOro NoOTeHLUiany XiHOK B eHepreTuLi.
BianoBigHoO, came B TOMY, W06 OBGr'pyHTYyBaTH
HEMOXX/IMBICTb YCYHEHHS1 KagpoBOil NpobaemMu
KOMMaHii 6e3 npuaineHHsa HanexHol yBaru 3a-
6e3neyeHHIo reHaepHOI PiBHOCTI, MU B6aYaeMO
BaXX/INBMM 3aBAaHHA MOLUNMPEHHSA OfEepPXXaHUX

of the problem could be easily recorded via the
dynamics of those indicators of companies the
value of which is recognized and not questioned
in the team. Obviously, the direct threats to main-
taining the desired amount of income, the risks of
default to counterparties attract more attention
(receive higher priority) than tasks that may have
not less destructive, but long-term consequences,
and the value of indicators via the dynamics of
which the measure of their decision is revealed,
is not perceived by collective unambiguously.

It is the very concern of the current state of
gender issues in the energy sector which is con-
sidered to be the reasons for the low priority of
gender equality tasks among the interviewed
managers. The problems of ensuring equal op-
portunities for women and men, first, do not ap-
pear immediately. They belong to the class of
problems that must accumulate criti cal mass to
be clear enough to attract managerial attention.
Secondly, their influence is mediated by a number
of processes and additional parameters that con-
ceal the primary sources of problems and allow to
attribute the consequences of gender problems
to other factors and look for ways to eliminate
them beyond gender relations.

The underestimation of the importance of gen-
der equality revealed within the survey suggests
that management does not notice a direct link
between the company’s ability to provide skilled
workers and the constraints that prevent women
from reaching their full potential in the energy
sector. Accordingly, in order to justify the impos-
sibility of eliminating the problem of meeting the
company’s human resources needs without pay-
ing due attention to ensuring gender equality, it
is important to distribute the results of the cur-
rent survey. It is crucial to remove organizational,
technical and institutional barriers to women'’s
employment in the large segment of predomi-
nantly male labor not only in the context of hu-
man rights, but also in the context of identifying
reserves for energy companies and strengthening
their resilience to current challenges and threats.

GENDER ASPECTS OF EMPLOYMENT IN THE ENERGY SECTOR OF UKRAINE 9



pesynbTtaTiB. Cnig yCyHYyTW opraHisauinHo-Tex-
HIYHI Ta IHCTUTYLiOHaNbHI Nepewkogn AN 3aKn-
HATOCTI XXiIHOK Y MacLUTabHOMY CEerMeHTi «nepe-
Ba)XXHO YOJIOBIYOI Npaui» He NuLe B KOHTEKCTI
3abe3neyvyeHHs nNpasB NKOAMHWN, @ N Y KOHTEKCTI
BU3HAYeHHS pe3epBiB PO3BUTKY eHepreTUuYHUX
KOMTMMaHIN i NOCUNEeHHA Tl pe3UCTEHTHOCTI A0 CY-
YaCHMUX BUKJIMKIB i 3arpos.

OCHOBHi pe3ynbTaTu [OCNIf)KEHHS
XapaKTepuUCTUK TPYAO0BOI Kap'epu
YXIHOK i YONOBIKiB B eHepreTuui

XapaKTepucTuKK 3anacy 1u posnoginy nwoa-
CbKOro Kanitasy XiHOK i YOJ10BIiKiB B eHepreTuui
CyTTEBO AMdepeHuinoBaHi. CepeaHil OCBITHIN pi-
BEHb XIHOK B eHepreTuli AeLLlo HMKYMN 3a aHa-
NOTiYHUM NOKa3HUK A8 YONOBIKIB; MpU LbOMY
cepep XiHOK 3HaYyHO 6iNnblua YacTKa TUX, XTO Mae
HenpodinbHy LWOAO0 CBOET NOTOYHOI pO60TM OCBI-
Ty, HDX cepef, YonoBiKiB. Lle cBigunTb BogHOYac
i NpO BINbLINIK «CcepeaHin KoedilieHT Bigaadi»
BifZL OCBITM AN YONOBIKIB, i NPO GiNbLUy afanTMB-
HICTb i FTHYYKICTb XIHOK, AKLLO NOPIBHATU 3 4YOJ10-
Bikamu, y Nobya0Bi TPAEKTOPII TPYAOBOI Kap'epu.

AK pNna XIiHOK, TaK i ANSA YONOBIKiB, OCBIiTa B
eHepreTuui He Bigirpae poni «BupiwanbHOro
ApanBepa» AMHaAMIYHOro Kap'epHOro NnpocyBaH-
Hsi. BoHa BUCTYMae «HeobXigHOo, ane HegocTaT-
HbOI YMOBOKO» BEPTUKaNbHOI NpodeciinHol Mo-
6iNIbHOCTI, LLIO CTBOPHOE XOPCTKIilli 0OMEXKEHHS
Kap'epHOro 3poCTaHHs A5 XIHOK, HiXK /19 40No-
BiKiB. [111 )XiHOK nepebyBaHHS Ha LWOCTOMY Ta

CbOMOMY piBHSAX npodecinHo-kBanidikayinHol

iepapxii NpaKTUYHO HEPO3PUBHO MOB'A3aHO 3 Ha-
SIBHICTIO MOBHOI BULLIOI OCBITK, a A1 YONOBIKIB
BUHATKM 3 LbOr0 NpaBuia CTarTbCs BiNbLU HiX
yABiui yacTiwe. HaBegeHe CBig4YMTb Npo BULLY
Baromictb popmMasnbHuX paKTopiB BiANOBIAHOCTI
BMMOram nocaam sk AeTepMiHaHTU Kap'epHOro
3pOCTaHHSA ANs XIHOK, HiXK AJ151 YONOBIKIB.
Ctpareria TpygoBoOIl noBefiHKKW, 3aCHOBaHa
Ha 36epe)KeHHi TpMBanux TPyAOBUX BiHOCUH
3 poboToaaBLEM, NOLWMPEHilIa cepes XiHOK
(cepepHint cTax IXHbOI pO60TU Ha OAHOMY MiA-
NPUEMCTBI GiNbLUNIA), ane NPUHOCUTDL IM MeHLLY
BiAAavy K WoA0 Kap'epHOro 3pocTaHHs (ce-
pefHsa KinbKicTb NpongeHnx npodgecinHo-KBa-
nigikauinHmx piBHIB AN15 XXIHOK MeHLa, HiXX Ana
YOJI0BIKIB), TaK i W00 PO3MipiB oniaTu npatd

The main results of the study of the
characteristics of the working careers
of women and men in energetics

The characteristics of the stock and distribu-
tion of human capital of women and men in the
energy sector are significantly differentiated.
The average educational level of women in energy
is slightly lower than that of men; at the same
time, a much higher share of those who have non-
major education in relation to their current job
than among men. This indicates both a higher
average rate of productivity of education for men
and a greater adaptability and flexibility of women
compared to men in building a career path.

For both women and men, education in energe-
tics does not play the role of a decisive driver of
dynamic career promotion. It is a necessary but
insufficient condition for vertical occupational
mobility, which creates stricter career restrictions
for women than for men. For women, the sixth
and seventh levels of the professional qualifica-
tion hierarchy is almost inextricably linked to the
availability of higher education, and for men ex-
ceptions to this rule are more than twice as com-
mon. The above indicates a higher importance
of formal factors of compliance with the require-
ments of the position as determinants of career
growth for women than for men.

The strategy of labor behavior based on main-
taining a long-term employment relationship with
the employer is more common among women
(the average work experience in one company is
longer), but brings them less reward in terms of
career growth (the average number of completed
professional levels for women is lower than for
men), and in terms of wages (the average salary
of women is lower than men, both for all respon-
dents and within groups where men and women
have the same work experience). Accordingly,
the length of work experience at the enterprise
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(cepepHs 3apobiTHa niaTa XiHOK HMX4a 3a Yo-
NOBIYY AK MO BCIX peCrnoHAeHTax, TakK i B Mexax
rpyn, Ae 4YonoBiKN N XiHKM MarTb O4HaKOBUN
cTax). BignoBiAHO, NOAOBXEHHSI CTaXy po6oTH
Ha NigNPUEMCTBI CynpOBOAKYETbCA HEBENTUKUM
3pOCTaHHAM 3apo6ITHOI NIaTU AK A XKIHOK,
TakK i 4719 YONOBIKIB, MPOTe 1 aMniTyAa, | TeMnu
TaKoro 3poCTaHHSA AN XIHOK HUXKYI.

AGCONIOTHI MacLlTaby NpUMMaHHS XIHOK Ha
po60TY B eHepreTuui CyTTeBO NOCTYNatoTbCA
MacwTabam npunmMaHHs 4onoeikis. Mpu ybomy
PU3NKWK, NOB’'A3aHi 3i CTAPiHHAM i AOCATHEHHAM
BEPXHbOI MeXi Npaue3aaTHOCTI, 6iNbLOK Mi-
pOtO BNacTuBi XiHkaM. Tak, Ana KomMmneHcawil
BMAMBY NPUMUHEHHSA 3aUHATOCTI XIHOK nepeja-
MEHCINHOro BiKy MaclTabu NpMAMaHHS XiHOK
MarTb CTAHOBUTU 6M3bKO 28 % YMCENBHOCTI
3alHATMX 3a HaMBNMXKYI N'ATb pOKiB. IHaKLWwe
YUCENbHICTb XIHOK, 3aMHATUX Ha 06CTEXEHUX
niANpueMCTBax, CKOpovyBaTUMETbLCS, LLIO HaBiTb
3a CTanocCTi YNCesNIbHOCTI YOsI0BIKIB 3yMOBJIHOBa-
TUMe 3MEHLLEHHS YaCTKM XIHOK Y YACENIbHOCTI
nepcoHary Ta B CK/ai 3anacis /II0ACbKOro Ka-
niTany NignpPUEMCTB eHepreTUKu.

BianoBigHO, MiHiManbHO HEOBXiAHWUI pPiYHUNA
KoedilieHT 06iry 3 NpMAMaHHSA, NOTPIOGHUI NnLLe
AN 36epeXXeHHs IOACbKOro Kanitany XiHOK Ha
nignpueMcTBax eHepreTuku, CTaHOBUTb BIN3bKO
5 %. ®akTnyHMn KoedilieHT 06iry 3 NpunMaH-
HS (3rigHO 3 YaCTKOM XiHOK-PeCcnoHAEHTIB,
NPUAHATUX 3a OCTaHHI N'ATb POKiB) — 6/M3b-
KO 2 %. OTXXe, 36epeXXeHHs1 AOCATHYTUX TeMNIB
NPUNMaHHSA XXiHOK Ha po6oTy nignpMeMcTBaMu
eHepreTuku (ctanictb KoedilieHTy 06iry 3 npu-
IMaHHS) 3yMOBJItOBaTMME CKOPOYEHHSI 3anacis
NOACbKOro Kanitany XiHOK B eHepreTuLi.

KiHKW, TpyoOBUM LINAX AKMUX PO3MNOYMHAETLCA
3 HMXKYMX KBanidikauinHMX piBHIB, MatoTb 3HaAY-
HO TipLi NepcnekTUBM Kap'€pHOro 3poCcTaHHs,
HIDXX YOT0BIKW. AKLLO AN19 YONOBIKIB TpuBarne re-
pebyBaHHA Ha HMXXYNX PiBHAX NpodecinHO-KBa-
nidikauinHol iepapxii HeTUNoOBe, TO cepeaHin
NOKa3HUK TPMBANOCTi pObOTU XiHOK NepeBu-
LLIyE NOJIOBMHY OYiKyBaHOI TPMBasnoCTi TPyL40BO-
rO XUTTA TUMOBOIr0o YKPalHCbKOro HamnMaHoro
npauiBHuKa.

XiHKaM ansa [JocArHeHHs NEBHOMO Kap'epHo-
ro piBHA 34e€6iNbLOro HeOOXiAHUI TPUBANILLNIA
NPOMDKOK 4acy, HiX YonosikamMm. ToMy MeHLla
«cepefHs WBUAKICTb» NPOCYBaHHA Kap'€epHUMMU

is accompanied by a small increase in wages for
both women and men, but the amplitude and rate
of such growth for women is lower.

The absolute scale of employing women in
the energy sector is significantly lower than the
scale of employing men. At the same time, the
risks associated with aging and reaching the up-
per limit of working capacity are more common
among women. Thus, to compensate for the im-
pact of the termination of employment of women
of pre-retirement age, the scale of employment
of women should be about 28% of the number of
employed over the next five years. Otherwise, the
number of women em- ployed in the surveyed en-
terprises will decrease, which, even with the sus-
tainable number of men, will lead to a decrease in
the share of women in the number of staff and in
the human capital reserves of energy enterprises.

Accordingly, the minimum required annual em-
ployment rate, required only for the preservation
of women'’s human capital in energy companies,
is about 5%. The actual employment rate (ac-
cording to the share of female respondents em-
ployed in the last five years) is about 2%. Thus,
maintaining the achieved rate of employment of
women by energy companies (sustainable em-
ployment rate) wil cause a reduction in human
capital reserves of women in the energy sector.

Women whose careers start at lower skill levels
have much worse career prospects than men. If
for men a long tenure at the lower levels of the
professional qualification hierarchy is not typical,
the average length of work experience for women
exceeds half of the life expectancy of a typical
Ukrainian em ployee.

Women usually need a longer period of time to
reach a certain career level than men. Therefore,
the lower average speed of career promotion for
women compared to men requires explanation
and localization of its causes in the process of a
profound study of regulatory conditions, decision-
making procedures in the field of staff reserve for-
mation and behavioral stereotypes which may af-
fect the comparative career dynamics of women
and men.

Among women, there is also a larger share of
those respondents who have a negative career
dynamics and those who have not improved their
position in the professional qualification hierarchy
of the enterprise during their work.
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cxoAamu Ans XIHOK Y MOPiBHAHHI 3 YOsT0BIKaMu
npoueci NornM6eHOro AOCNIAXKEHHN perynsaTop-
HUX YMOB, NpoLeAYyp YXBaNeHHs pilleHb y cdepi
(hopMyBaHHA KaApOBOro pes3epBy Ta CTepeoTu-
niB NoBeAiHKMU, LLLO MOXKYTb BMNJMBaTN Ha nopis-
HANbHY AMHAMIKY Kap'€pHOro 3pOCTaHHSA XIHOK
i YONOBIKIB.

Cepep XXiHOK TaKOX 6inblua YacTKa TUX pec-
NMOHAEHTIB, AIKi MatlOTb HEraTUBHY Kap'epHy Au-
HaMiKy, Ta TUX, XTO He MONIMnLye CBOK MO3ULLito
B npodecinHo-kBanidikauinHin iepapxii nianpu-
€MCTBA 3a 4Yac poboTH.

I.ns XIHOK BifICYTHICTb BULLOI OCBITU BUCTYMNae
3HAYHO YXOPCTKILLMM 0OMEXEHHAM Kap'epHOro
3pOCTaHHS, HiXX ANnAa YyonosikiB. Lle npsme cBig-
YeHHS TOro, WO 3a pPiBHMX popManbHUX nepe-
AYMOB Kap'epHOro 3pOCTaHHSA YOJI0BIiKM MakoTb

3HaA4YHO NiNWi MOXXJIMBOCTI ANA BEepPTUKaANIbHOI

npodecinHoi MOBGINbHOCTI Yepes fito Hepopma-
Ni3oBaHUX IHCTUTYTIB BiAOGOPY: NpaBu, HOPM,
npoueayp, CTepeoTuniB MUCNEHHS, AKi 36iNb-
LUYIOTb BipOrigHICTb Kap'€pHOro 3poCTaHHA Ans
YOJI0BIKIB Y NOPIBHAHHI 3 XXiHKaMM.

JKiHKWN B eHepreTuui MatoTb BIiAHOCHO PiBHi
YMOBW 3 YONIOBiKaMu W,O0A0 NigBULLEHHA KBani-

dikauii Ta cknagHoCTi pob60TU B MeXax NeBHOI

npodecinHoI rpynun Ta BTpa4aroTb TaKy PiBHICTb
Yy NMUTAHHSAX Kap'€pHOro 3pOCTaHHS, WO CTOCY-
OTbCA Nepexony MiX npodecinHo-kBanidika-
LinHUMKM rpynamu: Big pobiTHMKIB — A0 NiHiR-
HOro KepiBHULTBA NEPBMHHUMU BUPOOHUYNMHU
KonekTMBaMu; gani Ao nocag TEXHIYHUX CIyX-
60BUiB i paxiBuiB, a Bif LbOro piBHsA — A0 nocag,
npo@decioHanie MONOALWIMX i CTapwmx KBanigi-
KauinHux piBHIB. CTOCOBHO X KepiBHUX nocap,
i nocap TonMeHeO)KepCbKOro piBHA NpoBefeHi
po3paxyHKu 003BONSAKOTb KOHCTATyBaTW BEJIUKY
MMOBIPHICTb HAasiBHOCTI «CK/SIHOI CTesi», WO CyT-
TEBO 3MEHLYE BiporigHicTb 06inMaHHsA nocaau
BMCOKOIO PiBHA XIiHKOO, AKLLO MOpPIBHIOBATH 3
YOJIOBIKOM.

LLlono OCHOBHUX pesynbTaTiB aHanisy reHaep-
HUX BIiAMIHHOCTEW onsiaTu npaui B eHepreTuLi
YKpaiHu, no BMbipui 3adikcoBaHO reHAepHUN
po3puB B onnaTi npaui 3 396,6 rpH, abo 18,6 %
3apo6iTHOI NnaTK YONOBIKIB, WO B YMOBax Ao-
CUTb BUCOKOI CTaHAapTmn3aulil onnaTtu npaui B

eHepreTuui CBIiAYNTb NPO HaABHICTb CKNagHol

CUCTEMM YNHHUKIB, IKi 0OMEXXYIOTb MOX/TMBOCTI

For women, the lack of higher education is a
much stricter restriction on career growth than
for men. This is direct evidence that under equal
formal preconditions for career growth men have
much better opportunities for vertical profes-
sional mobility through informal selection insti-
tutions: rules, norms, procedures, stereotypes
of thinking that increase the likelihood of career
growth for men compared to women.

Women in the energy sector have relatively
equal conditions with men in terms of training
and elaboration of work within a certain profes-
sional group and lose such equality in career is-
sues related to the transition between profes-
sional qualifications groups: from workers to line
management of primary production teams; then
to the positions of technical staff and specialists,
and from this level to the positions of profession-
als of junior and senior qualification levels. With
regard to management positions and top-level po-
sitions, the calculations suggest a high probabil-
ity of having a “glass ceiling”, which significantly
reduces the chance of a high-level position held
by a woman compared to a man.

Regarding the main results of the analysis of
gender dif ferences in wages in the energy sector
of Ukraine, tthe sample showed a gender pay gap
of 3,396.6 UAH, or 18.6% of men’s wages, which
with a rather high standardization of wages in the
energy sector indicates a complex system of fac-
tors that limit women'’s ability to realize their po-
tential through high-paying work at the surveyed
energy companies.

The leading factor in the gender pay gap is the
unequal access of women and men to the char-
acteristics needed to increase wages. In particu-
lar, the inequality of the distribution of the total
number of female and male respondents between
qualification levels (average qualification level of
women 5.1 versus 5.8 for men) together with differ-
ences in education and experience cause 2,156.3
UAH of the absolute size of the pay gap (11.96%
men’s salaries and 63.5% of the total gender gap).

Unequal level of remuneration of women and
men, who have similar characteristics of the
elaboration of their work (work at the same level
in the qualification hierarchy of companies), ex-
perience and education, causes 1240.3 UAH ab-
solute gap in wages (6.9% of men'’s salaries and
36,5% of the size of the entire gender gap).
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XXIHOK LLoAo peanisayil cBOro TpygoBoro no-
TeHUiany Yyepes BMCOKOOMa4yyBaHy poboTy Ha
06CTEXEHUX NignpuemMcTBax eHepreTuku. lNMpo-
BiAHUM YMHHUKOM reHZepHOro po3puBy onnartu
npaui BUCTynatoTb PakTopu HEOAHAKOBOro A0-
CTYNYy XIiHOK i YONOBIKIB [0 OTPMMaHHSA O3HaK,
HeobXiAHMX AN NiaBULLLEHHSA PO3MIpiB 3apna-
TW. 30KpeMa, HEPIBHICTb po3nopginy saranbHol
YMCENbHOCTI PEeCrnoHAEHTIB XIHOK i YONOBIKIB
MK KBanidikauiiHumMu piBHAMYK (cepepHin KBa-
nidikauinHUn piBeHb XiHOK 5,1 npoTu 5,8 y Yono-
BiKiB) pa3oMm 3 BigMiHHOCTSIMW OCBITU 1 fOCBIay
3yMOBNOKOTb 2 156,3 rpH abCoNOTHOrO po3Mi-
py pospuBy B onnarti npaui (11,96 % 3apnnatu
yosnoBikiB i 63,5 % ycboro po3mipy dbakTU4HO
3adikcoBaHOro reHaepHoro po3pmay). HeoaHa-
KOBWW piBEeHb Onsiatu npawi XXIiHOK i YOOBIKIB,
SIKi MalOTb aHasnoriyHi xapakTepucTUKKU cknag-
HOCTi BUKOHYBaHOI po60TH (MpautotoTb Ha of-
HOMY piBHi y KBanidikauiiHin iepapxii KoMna-
Hiln), poceiay n ociTk, 3ymoBntoe 1 240,3 rpH
abcontoTHoro po3puBy B onnati npaui (6,9 %
3apnnaTtu 4yonosikiB i 36,5 % po3Mipy BCbOro
reHiepHoro po3puBy). BignosigHo, npoBeaeHi
pO3paxyHKW A03BOJIAOTb CTBEPAXYBATH, WO
HepiBHICTb MOXX/INBOCTEWN pearsisayil TpyL0oBoro
noTeHLjiany XiHOK i YONOBIKIB B eHepreTuu,i npo-
SABNSAETbCA 3HAYHO BiNbLLOK MiPOHO B 0OMEXEH-
Hi 4OCTYyny XiHOK A0 6iNbLU BUCOKOOMN/Ia4yBaHNX
NO3ULIN, HXX Y 3aHMXXEHHI onsiaTh B NOPIBHAHHI
3 YOoJI0BiKaMu, LLO MpauooTb Ha aHanoriyHnx
noauuiax. Ocepeakun GopMyBaHHSA reHAEPHOro
poO3pu1BY Yepes Heo4HaKOBY onJsiaTy npadi XXiHOK
i YONOBIKiB, IKi MalOTb aHaNOriYHi 03HaKK A0cC-
BiAy, KBanidikauii Ta CKNnagHOCTi BUKOHYBaAHOI
po60TK, NoKanisyrTbca 3aebinbworo Ha lV Ta Vil
KBanigpikauinHMx piBHAX. Apyrun, TpeTin, N'aTun i
LocTunin npodecinHo-kBanidikauirHi piBHi pazom
[atoTb CYKYMHe 3HaYEeHHS 3Ba)KeHOro reHaepHo-
ro pospuey nuwe -157,0 (To6To nuwe 651M3bKo
12,7 % 3arasibHOro 3yMoBJIEHOr0O HEOAHaKOBOO
Bif4a4qor0 aHasnoriyHMx napameTpis fOCBIAY W
OCBIiTM reHAepHoOro pospuey). BignosigHo, oce-
peakamu dbopMyBaHHS HEPIBHUX YMOB onaTu
npawi woAao XiHOK i YoNoBIKiB cTana rpyna no-
cap TexHiyHMx cnyx6oBuLiB (IV piBeHb) Ta rpyna
MeHeaKepcbKux i kepiBHux nocag (VIl piseHb).
OT)Xe, nepeBa)Ha YacTKa reHAepHoOro po3puay
B onnarTi (2 156,3 rpH abCoNIOTHOMO PO3Mipy Pos3-
puBYy, a6o 63,5 % Ooro po3Mipy) NOSICHIOETHCS

Accordingly, the calculations suggest that the
inequality of opportunities for women and men to
work in the energy sector is much more limited in
restricting women'’s access to higher-paying posi-
tions than in lower pay compared to men working
in similar positions.

The centers of gender gap formation due to
unequal remuneration of women and men, who
have similar characteristics of experience, quali-
fications and elaboration of work, are localized
mostly at the IV and VII qualification levels. The
second, third, fifth and sixth professional qualifi-
cation levels together give the total value of the
weighted gender gap only -157.0 (i.e. only about
12.7% of the total gender gap caused by the un-
equal impact of similar parameters of experience
and education).

Accordingly, a group of technical staff positions
(level 1V) and a group of managerial positions
(level VII) became the centers for the formation
of unequal pay conditions for women and men.

Thus, the predominant share of the gender pay
gap (2,156.3 UAH in the absolute size of the gap,
or 63.5% of its size) is not due to differences in
pay for similar qualifications, experience and
elaboration of work, but differences in the dis-
tribution of the total number of women and men
between jobs (positions) of different qualification
levels and between groups with different levels of
education and experience.

The decrease of inequality in the payment of
similar characteristics of qualifications, expe-
rience and elaboration of work with the increase
of the experience of employees indicates that
the problem of gender inequality is more com-
mon in the segment of peripheral employment.
As qualifications and experience grow as well
as employee values for employers, the problem
of gender pay inequality is becoming less and
less apparent. However, the number of women
reaching in their careers the level where there is
hardly any gender pay inequality is less than the
corresponding number of men.
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He BiAMIHHOCTAMMW B onnaTi npawi aHanoriyHmx
03Hak KBanidikaLil, LocBigy 1 CKNagHOCTI BUKO-
HyBaHOI po60TH, @ caMe BifMiHHOCTAMU pPO3Mno-
Ainy 3aranbHOI YUCEsIbHOCTI XIHOK i YOMOBIKIB
Mi>K po604MMM MicLsIMK (Mocagamm) pisHUX KBa-
nidikauinHMx piBHIB Ta MiDXX rpynamu 3 pisHum
piBHEM OCBITU 1 goceigy. MocnabneHHs HepiB-
HOCTI B onnaTi aHanoriyHMx xapakTepucTuk KBa-
nidikauil, foceigy Ta CKnagHoOCTi BUKOHYBaHOI
po60TK B Mipy 3pOCTaHHA AOCBIAY NpaLiBHUKIB
CBigYMTb Npo Te, Wo npobnema reHgepHol He-
PIBHOCTI 6inblle BNacTMBa CerMeHTy «nepude-
PifHOI» 3aNHATOCTI. 3i 3pocTaHHAM KBanidikauil
“ poceigy (BignoBigHO — WiHHOCTI NpauiBHUKIB
AN po6oToaaBLiB) Npobrema reHaepHol Hepis-
HOCTI onnaTu NPoABNAETbLCA BCe MeHLwe. [TpoTe
YMCESIbHICTb XIHOK, WO JOCAralTb Yy CBOEMY
Kap'epHOMY 3pOCTaHHi piBHSA, e reHAepHa HepiB-
HICTb B onnaTi NpaKTUYHO He CMnoCTepiraeTbCs,
MeHLUa 3a BiANOBiAHY YMCENbHICTb YONOBIKIB.
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