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SOCIAL AND PSYCHOLOGICAL CAUSES OF GENDER
INEQUALITY IN PRESENT-DAY FEMALE CAREER DEVELOPMENT

Y ecmammi aemopom axmyanizyemocs numanus 2eHOepHoOi pigHOCMI AK HE0OXiIOHOI YMOBU
odocsicHenHs Hcinkamu Kkap 'epu. Ilpobremu 2eHdepHoi pieHocmi po3210ar0mvcs Kpizo RPUMY 6UA8Y
2eHOepHOI HepieHocmi ma i 6NIUBY HA MOJICIUBOCMI Kap €pHO20 po3eumky wcinkamu. IIpo-
AHANLI308AHO OCHOBHI NOKA3HUKU 2eHOEePHOI HepieHocmi Y cghepi 3aliHAmocmi: 2eHoepHa cespeaayis
npayi, eghexm «CKIAHOI cmeniy, HepisHicmb 8 oOnami npayi; NOO0BIUHA 3AUHAMICIb HCIHOK (CiM s
ma poboma); 2eHOepHi cmepeomunu, 2eHOepHi 0OMA2aAHHA MA HACUTLCMBO. 3anpONOHOBAHO OC-
HOBHI WIAXU NOOOJIAHHS 2eHOepHOi HepigHocmi ) chepi 3atinamocmi. npagoge ma ceHoepHe npo-
CEIMHUYMBO, NOOOJAHHA 2eHOEPHUX CMepeomunie, po3sUmox npogecitinux KomnemeHmHocmeu
ocobucmocmi, peanizayis NOAMUKU 2eHOepHOI pieHOCMI 8 YCIX cghepax JisinbHOCMI.

Knrouogi cnosa: cendepna nepisnicmo, cenoepna cecpe2ayis, 2eHOEPHI CmMepeomunu, 2eH-
O0epHi 00MA2anHs Mma HACUILCMBO, KAp 'EPHULL PO3BUMOK.

The article actualize the issue of gender equality as a precondition for successful female
career pursuit. We study issues of gender equality in the light of gender inequality manifestation
and its influence on female career opportunities. We have analyzed primary indicators of gender
inequality with regard to employment, such as gender segregation, glass ceiling effect, gap in
wages, dual employment of women (family and work), gender stereotypes, gender-based harass-
ment and violence. We suggest primary ways to reduce gender inequality with regard to emp-
loyment, such as legal and gender-sensitive education, challenging gender stereotypes, developing
personal expertise, implementing gender equality policy into various sectors.

Keywords: gender inequality, gender segregation, gender stereotypes, gender-based ha-
rassment and violence.

While nowadays women tend to receive further or higher education, join the
labor market and pursue a career, findings of social research conducted in Ukraine,
Europe and throughout the world reveal gender inequality in regard to employment.
Gender gap shows unequal achievements of men and women in the labor market, as
well as limited access of women to rights and assets worldwide. Not a single country
in the world has managed to bridge the gender gap.

Some researchers point out that gender inequality in the labor market, Ukrainian
labor market in particular, was not caused by pure economic reasons, but rather social or
social and psychological factors, based on gender stereotypes with regard to male and
female career opportunities and expertise, as well as their standards of behaviour,
motives and values. Gender inequality has negative effect on professional fulfillment
and slows economic growth of both a person and the state as a whole.

Gender inequality manifestations may effect both men and women. However,
researchers typically point out violations of professional self-fulfillment opportunities
and gender-based discrimination at the workplace particularly in relation to women.
Therefore, attention should be paid to indicators of gender inequality in career pursuit
and their impact on female career development [7].

Issues of gender inequality at the workplace have been widely addressed by
Ukrainian and foreign sociologists, economists, psychologists. For example, issues of
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gender inequality in the Ukrainian labour market have been explored by V. Vasiuta,
K. Voznyi, N. Herasymenko, T. Martseniuk, O. Shestakovskyi and other researchers. A
number of papers are concerned with the gender aspect of career pursuit (1. Dembytska,
L.M. Karamushka, M. O. Miroshnychenko, L. E. Orban-Lembryk, V. M. Safonova,
H. V. Turetska, Ya.l. Shkurko, L. Pochubet and V. Chyker). The issues of gender-based
discrimination, harassment and violence, gender stereotypes, in particular in the labor
market, have been addressed by T. Hovorun, O. Kikinedzhi, T. Martsyniuk, I. Malkina-
Pykh, M. Tkalych, D. Greenberg, F. Hutagalung, H. Samuels.

O. Bodnarenko, O. Derkach, A., A. Husieva, L. Karamushka, V. Kazmirenko,
V. Pochubet, V. Chyker, Tkach and other researchers have made significant
contributions to recent efforts to explore psychological aspects of career pursuit.
L. Karamushka, T. Zaichykova, V. Ivkin, O. Kredentser, O. Miroshnychenko, O. Fil
have addressed the issue of gender-sensitive aspects of career development.

Although the issue of gender inequality has been receiving much attention
from present-day researchers, the necessity to study the influence of indicators of
gender inequality on female career development opportunities is becoming relative.

The aim of this paper is to analyze primary social and psychological causes of
gender inequality at the workplace and their impact on present-day female career
development.

According to EIGE, in 2015, Gender Equality Index for Europe is 52.9.
According to World Economic Forum, in 2015, Ukraine ranked the 67th among 142
countries, deteriorating its 2014 rate by 11 points from ranking the 56th [7].

Key indicators of gender equality are financial independence and career
prospects, education, health level, as well as political rights and opportunities. These
findings prove topicality of the study of gender inequality manifestation with regard
to employment, as well as finding ways to reduce it [7].

In most cases, when it comes to gender inequality, attention is drawn to gender
segregation in employment. Gender segregation refers to distribution of men and
women in certain occupational structures or sectors [2; 4; 5].

For example, the following fields of activity are considered female-dominated:
education, medicine, human resource management, art, entertainment, mass media,
service industry (beauty shops, fitness centers), elderly care and child care, diverse
fields of trade, agriculture. The following fields of activity have been labeled as male:
law enforcement agencies, IT technologies, crisis management, raw materials extrac-
tion, manufacturing, construction, repair work [1; 2; 13].

The same trend is observed when men and women choose their major in college.

Glass ceiling effect is a manifestation of gender segregation. It manifests itself
in a set of rules and practices which set up barriers for promoting women to top
management [2; 5] .

In Ukraine, top manager and senior executive positions in various sectors are
occupied by men mostly. Even if working in female-dominated sectors, men often
hold senior positions.

According to the expert and analytical center for the International HR Portal
HeadHunter Ukraine, men apply for leadership positions more often than women.
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Most women are in charge of businesses in such spheres as fitness and beauty, art and
media, science and education, tourism, commerce, and marketing. But even in these
areas, women represent less than half of all managers. The smallest percentage of wo-
men work in such economy segments as raw materials extraction, crisis management,
IT technologies, manufacturing, real estate and construction. Most male-dominated
are managerial positions in raw materials extraction,manufacturing, construction,
crisis management and IT technologies. In these areas, men make a successful career
much more often than women [3].
We have analyzed possible barriers to female promotion in management [9]:

e Prevailing gender stereotypes which result in gender-based discrimination, as
well as wrongheaded view of female professional competence, etc.;

e gender roles attitudes. It is common in the society that employees of the organi-
zation usually have certain expectations about the behaviour of female
managers;

e double standards as to men and women exercising their managerial skills.
Autocratic leadership style is considered effective for men in management,
while for women it is unacceptable (“backbiter»);

e Wwomen in management usually have to work more and harder to prove their
expertise;

o workers do not always accept a female manager as a source of responsibility
and power, they are not ready to work under direction of a woman (men in
particular);

e gender pay gap.

In this day and age women rarely get lower wages just because of their gender
identity.

Gender inequality is manifested not only in levels and spheres of male and fe-
male employment, but also in wages, employment opportunities, and unemployment.

Rate of remuneration for men and women is affected by a number of indirect fac-
tors, associated with gender stereotypes, gender roles attitudes at the workplace, sectors
of employment and full-time work opportunities. Major such factors include [1]:

e person’s educational background and acquired skills (people without secondary
or tertiary education find it hard to get a permanent job with a good salary);

e experience and occupational attainment;

e fields of activity. Female employment appears to be concentrated in highly
qualified jobs that require brain work and creative operation, but yield lower
salaries as they are mostly in the public sector. Men are mostly either emp-
loyed in blue-collar jobs or hold managerial positions at different levels (often
senior), or in the field of cutting-edge technology or other areas with high
standard of wages;

e promotion opportunities (it is a well-known fact that wages are higher in ma-
nagerial positions. Moreover, men are known to dominate in top management);

o female «double workload» (in a family) when a woman spends efforts and time
not only for her career, but also for child-rearing and household, which may be
a limiting factor for her career development;
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e gender stereotypes and biases related to female career opportunities and career
paths;

o full-time or part-time work opportunities;

e conventional approaches to performance assessment geared towards demands
of jobs dominated by men;

o field of activity and general business conditions of the company;

e working conditions (harmful conditions are not recommended for women).

We find that for highly paid jobs, gender pay gap is bigger than for low-paid.

It is worth noting that the issue of gender pay gap in our society, although not
of a pronounced nature, can indirectly manifest itself through a number of factors.

The data show that male and female educational background influences their
employment. The research reveals that the highest level of employment is among
people with higher educational attainments. This connection is more straightforward
among women. Men tend to show fast employment growth if they have senior se-
condary education, while women achieve a higher level of employment if they attain
higher education. It is worth noting that persons with higher educational attainments
show the minimum gender gap in terms of employment [1].

European researchers point out that educational background affects job search
opportunities [12]. Among other things, they find that gender aspect is important
when men and women look for a job to correspond to their educational background
and skills [11].

The problem people with senior secondary and higher education encounter is
that the labor market in Ukraine is characterized by a conflict between skill level and
job or branch requirements. That is, a population group with higher education work in
the profession they have not trained in or their level of education goes beyond job
requirements. In other words, employees do not use their professional capacity to the
full. This applies to both men and women [1; 11].

Low-qualified women find it extremely difficult to get access to well-paid jobs.
The data show that women are generally more inclined to engage in unstable jobs
than men, regardless of their educational background [8].

Analyzing conditions of individual career development, it is also worth
mentioning general cultural traditions that dominate our society. Thus, a present-day
woman, pursuing her career, must be competent, flexible and competitive on a par
with men. At the same time, the image of a woman as a family hearth keeper, mother,
who rears the future generation, is preserved. We can say that present-day women
tend to be multitasking: they are busy building a successful career, doing household
chores, providing childcare and maintaining relations with their partner [6].

Household chores done by women are viewed as unpaid work, «double
workload». Therefore, special attention should be paid to sharing household chores,
childcare and opportunities for women to pursue their career.

In our society, it is still believed that the spouse with higher income (i.e. bread-
winner of the family, and this is most often the husband) does little or no household
chores, and the one whose financial contribution to the family budget is much
smaller, does daily chores to make up for it. Thus, household chores are done as if in
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exchange for financial support, and the intra-family burden sharing is perceived as
fair and rather reasonable [1].

Childbearing can affect full-time work opportunities, career progression, hi-
ring, especially for managerial positions. According to EIGE, female employment has
a strong connection to childcare. In most EU member states, increasing number of
children reduces female employment.

On top of that, when hiring staff, some employers consider marital and parental
status of women, thus, possibility of sick and maternity leaves in the future. These are
factors determining undesirable company employee.

In general, a long career break for women to have children and take care of
them in the early years of life not only results in reduction of actual earnings, but also
has long-term negative consequences for career progression, leading to limited
expertise, obsolete knowledge and skills in our present-day dynamic world of work,
thus limiting the prospects for further professional fulfillment.

In an effort to be a good mother and wife, a woman can spend less time pur-
suing her career. This may cause an inner conflict between career goals, aspirations
and family obligations. However, if a woman can balance maternity leave and
employment, then the childcare period gives her a chance to try a new business, new
career opportunities, thus contributing to professional self-fulfillment.

Therefore, it is absolutely necessary to create favorable environment for wo-
men to be able to balance their career and family commitments. We mean both con-
sidering this issue when developing company’s organizational culture and ability to
come to an arrangement with the partner, family burden sharing.

Gender-based harassment and violence are symptoms of gender inequality.

Gender-based harassment is viewed as a bias towards men and women due to
their gender identity. This concept is wider than sexual harassment and is much more
common in the sphere of employment.

Belief that it is women who should brew coffee at the workplace, as well as do
the washing-up after refreshment breaks illustrates gender-based harassment of wo-
men in workplace relations. A male employee is placed in charge of an important
project only because senior executives think that it is man’s job to take up big
challenges and women cannot cope with them. Gender-based harassment is part and
parcel of gender-based violence.

Gender-based violence or violence against women (according to EIGE) is
understood as a violation of human rights and a form of discrimination against
women and means all acts of gender-based violence. It results in, or is likely to result
in, physical, sexual, psychological or economic harm or suffering.

Sexual harassment at the workplace is more common than sexual abuse. Sexual
harassment refers to acts of a sexual nature, either verbal (threats, intimidation,
insults, offensive comments) or physical (touching, patting, etc.), that humiliate or
offend people having working, official or financial relationship with the offender. It
should be noted that sexual harassment can occur not only in vertical professional
relationship (between supervisor and subordinate), but also in horizontal (between
employees at the same level of career ladder), sometimes between the employee and
the client [10].
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With regard to employment, gender-based violence is used as leverage over
employee’s decision-making, their career development, employment opportunities,
remuneration rate and economic security in general.

Gender-based harassment and violence should be treated seriously not only
because the victims suffer, but they also contribute to unfavorable social and
psychological climate among personnel, which has negative effect on the
productivity.

Gender-based harassment and violence can be disguised and people do not
always recognize that they have fallen victim to gender-based discrimination. Low
awareness of gender equality, reliance on gender stereotypes shape an attitude to
manifestations of gender-based persecution as to a common phenomenon without
suspecting any violation of personal dignity based on their gender identity.

We have already mentioned that gender stereotypes provide a basis for gender
inequality, gender-based discrimination, harassment and violence.

The following are the most commonly encountered stereotypes that effect
attitudes about gender roles in the society and career:

the main purpose of women is childbearing and parenting, as well as
homemaking, therefore, women should confine their self-fulfillment to these spheres;

woman’s successful career is not her own achievement, but influence of some
kinship, financial means, her husband’s position, etc.;

women are better at special activities, and thus should work in certain economy
sectors (gender segregation in employment);

women are more emotional, less competent than men, therefore, they cannot
always tackle job tasks well;

the main purpose of men is to defend his household, family, homeland, as well
as breadwinning, career and power structures, therefore, it is men who should pursue
career and work in governmental agencies.

Gender stereotypes can have different manifestations. As you can see, they
form a biased attitude towards women and their professional competencies, thus
creating challenging environment for female career development, urging women to
make greater efforts to prove their professional knowledge, skills and expertise.

As you can see, gender segregation, unequal opportunities for integration into
managerial roles, gender pay gap, double employment of women, gender-based ha-
rassment and violence, gender stereotypes serve as social phenomena which account
for gender inequality and set up external barriers to female career development.

At the same time, these phenomena are often interiorized to become internal
factors for women, thus, causing stress, imbalance between professional and hou-
sehold roles, diffidence, generating low level of motivation to succeed, raising doubts
about possible career development and imposing restrictions in various fields of self-
fulfillment.

We have outlined primary ways to reduce gender inequality with regard to
employment, namely:

» challenging gender stereotypes (public awareness campaign aimed at iden-
tifying and studying gender stereotypes of a certain community; analyzing
one’s own gender stereotypes, examining their sources, etc.);
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» developing wider concepts and beliefs with regard to gender-sensitive issues in
the workplace;

 understanding signs and limits of gender-based harassment and violence, their
prevention and avoidance;

» developing effective coping strategies for pressure;

 balancing work, family and private life by women;

» developing psychological characteristics and personality features essential for
one’s occupation, which can contribute to professional development of a
person, acknowledgment of their expertise irrespective of gender identity;

» developing harmonious personality (personal growth trainings), self-education
and lifelong learning;

 practical trainings for successful career, coaching;

» public legal education (awareness of laws on gender-sensitive issues in the
labor market);

* implementing and abiding by gender equality policies in various sectors,
fostering organizational culture based on gender equality.

Based on the analysis of literature on gender-related issues, we have arrived at
the following conclusions. Gender segregation, glass ceiling effect, gap in wages,
dual employment of women (family and work), gender stereotypes, gender-based
harassment and violence are indicative of gender inequality at the workplace. These
indicators are viewed as social and psychological factors limiting female career de-
velopment. We suggest primary ways to reduce gender inequality with regard to emp-
loyment, such as legal and gender-sensitive education, challenging gender stereo-
types, developing personal expertise, implementing gender equality policy into va-
rious sectors.

Future research could study public opinion on gender inequality manife-
station, gender-based discrimination, harassment and violence in Ukrainian organiza-
tions, as well as determine the drivers for present-day female career progression.
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OCOBJIMBOCTI CTABJEHHSA CTYJAEHTCBKOI MOJIO/I
10 TIOTIOHOITAJITHHA

YV cmammi penpezenmosano pesynbmamu npo6eoeHo2o aemopamu eMnipuiHo2o O0Cii-
00iCeHHs npobieMUu CMagieHHs CmyO0eHmMCcbKoi Mono0i 0o miomiononaninua. OOIpyHmosano meope-
MUKO-MeMOO0I02I4HY OCHO8Y OOCHIONACEHHS, NPOAHANIZ08AHO PiGeHb NOWUPEHHSA MIOMIOHONANIHHA
8 CMYOeHmCcbKOMY cepedouwi ma OKpemi acnekmu CmagienHs Mol00i 00 NANIHHA | Kypyis, u-
3HAYEHO COYIANbHO-NCUXONO2IYHI YUHHUKU MIOMIOHONANIHHA. 3a pe3yibmamamu npoeeoeH020
00CNI0NCEHHS BU3HAYEHO OCHOBHI HANPAMU KOPeKYiliHo-npogitakmuunoi pobomu wooo 3anodi-
2aHHS PO3BUMKY ) MOJIOOT CXUTIbHOCE 00 MIOMIOHONANIHHA MA POPMYBAHHA YIHHICHO20 CIMABIeHHS
00 300p08 s 1l 300P0B020 CHOCOOY HCUMMIAL.

Knwuogi cnosa: cmasnenns, cmagienns 00 mimOHONANIHHA, 3G1€HCHICIG 8I0 HIKOMUHY,
YIHHICHe cmasieHHs 00 300P08 51, 300PO8ULL CHOCIO HCUMML

The article presents the results of an empirical study on the problem of the young students’
attitudes toward tobacco smoking. The theoretical and methodological basis of the research has
been substantiated, the level of tobacco use among students and some aspects of young people’s
attitudes towards smoking and smokers have been analyzed, and the social and psychological
factors of tobacco smoking have been determined. According to the results of the study, the main
directions of corrective and preventive work have been identified in order to prevent the deve-
lopment of the tobacco use among young people and to promote a good attitude to health and
healthy lifestyles.

Keywords: attitude, attitude toward tobacco smoking, nicotine dependence, good attitude to
health, healthy lifestyle.

AKTyaJIbHICTh AochaifxkeHHs. [lommpenHs B MOJOAIKHOMY CEpEIOBHIII
3BUYKHU TIOTIOHOTIATIHHS € JOCUTh CEPUO3HOI0 COIIATBHOIO Ta TICUXOJIOTIYHOK MTPO0-
nemoro. [lonpu te, mo HuHI 6araTbMa oPiriiHIME 1 HeoMIIHHUMHI KaHAJIaMH TPaHC-
711l MacoBoi 1H(poOpMaIlii CUCTEMAaTHYHO MOIIUPIOIOTHCS MMOBIIOMIICHHS MPO IIKIij-
JUBUN BIUTUB HIKOTHUHY, BCE K TaKW 0arato MOJIOJUX JIFOJAEH CKENTHYHO CTaBISATHCS
710 TAaKUX MECHUJIKIB 1 MOYMHAIOTH MAJTUTH 1€ 3 MAJIITKOBOTO a00 IOHAIILKOTO BIKY.
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