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FACTORS OF THE GENDER WAGE GAP
AT UKRAINIAN ENERGY ENTERPRISES

Abstract. Using the results of the sample survey, conducted among the energy companies
during the fourth quartal of 2020 within the grant, provided by ESP USAID we have obtained new
empirical evidence of size and factors of the gender wage gap in Ukrainian energetics and about
spreading of that phenomenon among different professions groups. As the main factors,
determining the size of wage were considered the educational level (four groups were identified),
length of service in the company (five groups were identified), and respondent’s position /
workplace in the company’s qualification hierarchy (eight groups were identified).

The results obtained evidences, that leading factor in the gender pay gap in Ukrainian
energetics is the unequal access of women and men to gaining the characteristics necessary for
increasing wages. In particular, the disparity in the distribution of the total number of female and
male respondents between the qualification levels (the average qualification level of women is 4.8
vs. 5.4 for men).

Gender gap formation through unequal remuneration of labour of women and men who have
similar characteristics of experience, qualifications and complexity of the work is localized in the
lower qualification levels (from the 2nd to the 4th), and through inequality of access to high-paying
work is manifested in the absence of women at the highest (8th) qualification level, a clear
predominance of men at the 7th qualification level and a noticeable predominance at the third
qualification level, which in terms of payment outscores both the 5th and 6th qualification levels.
Accordingly, the leading factor in the gender pay gap is the predominance of men at the three
highest paid qualification levels.

Localization of differences in remuneration of similar characteristics of qualifications,
experience and complexity of work at lower levels of the qualification hierarchy, as well as the
weakening of such inequality as the experience of employees increases, indicates that the problem
of gender inequality is more inherent in the segment of «peripheral» employment. As the skills and
experience grow (respectively, the value of employees to employers), the problem of gender pay
inequality becomes less noticeable. However, the number of women who reach a level in their
career growth where gender pay inequality is almost not observed is less than the number of men.

Keywords: gender wage gap, unexplained part of gender wage gap, professions groups,
inequality of access to high-paying work, energetics.
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GAKTOPU I'EHAEPHOI'O PO3PUBY B OILJIATI ITPALIX
HA MIAMPUEMCTBAX EHEPTETUKU YKPATHU

AHoTanig. Ha r1pyHTI pe3ynbraTiB BHOIPKOBOTO OOCTEKEHHs, IPOBEIEHOIO Cepel
NpaliBHUKIB YKPaiHCHKUX €HEPreTUYHUX KOMIIaHii mpotaroM yerBeproro keaptaimy 2020 poky
B paMkax rpanty, HagaHoro ESP USAID, omineHo po3mipu i ()akTOpu TE€HAEPHOIO pPO3PHUBY
B 3apO0iTHIN TUIATI B YKpaTHCHKiil €HepreTUlll Ta MOIMUPEHHS bOTO SBUILA Cepel PI3HUX Mpodeciid.
OCHOBHUMH JeTepMiHAaHTAaMH pO3MIpiB 3apoOiTHOI IJIaTH PO3IJSAATUCH OCBITHIA pIBEHb
(pecrionieHTH OYyJIM PO3JiJCHI HA YOTUPU TPYIHU 32 IIUM KPUTEPIEM), CTaK POOOTH HA MiAIPHEMCTBI
(’sTh TpymH) 1 MO3MIIS pecrloHAeHTa y KBamidikaliiHid iepapxii kommanii (yci pecHOHICHTH
11eHTU(IKOBaHI 3a HAJEKHICTIO 710 OJJHOTO 3 BOCBMU KBali(iKalliifHUX PiBHIB).

OTtpumani pe3ynpTaTd CBiAYaTh MPO TE, IO MPOBIAHUM YHMHHUKOM T€HIEPHOTO PO3PUBY
B OIUIATI Ipalli B yKpaiHChKIA €HEPreTHlll € HEPIBHOMIPHHUNA JTOCTYT JKIHOK 1 YOJIOBIKIB 10 HAOyTTs
XapaKTePUCTHK, MOTPIOHUX JJIs 30UIBIIEHHS 3apo0iTHOT TUIaTH. 30KpeMa, HEepIBHICTh y PO3MOILT
3arajibHOi KIJBKOCTI PECTIOHJIEHTIB KIHOYOI 1 YOJIOBIHOI cTaTi MK KBamiikallifHUMHU PiBHAMH
(cepenHiii piBeHb KBaJTi(hiKaIlii )kKiHOK CTAHOBHTH 4,8 IPOTH 5,4 1T YOJIOBIKIB).

YacTka reHAepHOro pO3pUBY, OOYMOBJIEHA HEOJHAKOBOIO OIIATOK aHAJOTIYHOI Mpall
JKIHOK 1 4YOJIOBIKIB (BIIMIHHOCTI B OIUIaTI KIHOK 1 YOJIOBIKIB, $KI MalOTh aHaJOTI4HI
XapaKTepUCTUKU JOCBiAY, KBami(ikamii Ta CKJIAAHOCTI pOOOTH) JIOKAMI3ZYEThCS HA HIDKUYUX
kBaniikamiiiaux piBHAX (3 II mo 1V). Yactka po3puBy, 00yMOBIEHOTO HEPIBHICTIO JOCTYIY IO
BHCOKOOIUIAUyBaHOI Ipalli, MpOSABIAETbCS Y BIACYTHOCTI JKIHOK Ha HaiBumomy (VIII)
KBaJTi(piKaIiiHOMY piBHI, SIBHIM nepeBa3i 4osoBikiB Ha VII kBami¢ikamiiiHoMy piBHI Ta HIOMITHOMY
NEepPEeBaKEHHI Ha TPETbOMY KBaji(iKaliifHOMY pIiBHI, MPAI[IBHUKUA SKOTO OJEPKYHOTh OUIbLIY
KOMIIEHCAIlif0, HDXK 3aiHaTi Ha V Ta VI kBamidikamiiaux piBHAX. BiamoBigHO, MPOBiIHUM
YUHHUKOM TEHIEPHOT0 PO3pUBY B OIUIATI Mpalll € NepeBa’kaHHS YOJIOBIKIB Ha TPbOX HaMOLIbII
BHCOKOOIJIauyBaHUX KBali(PiKalIiHUX PIBHSX.

Jlokamizaiisi BIAMIHHOCTEH B OIUIATI AHAJIOTIYHOI MpaIll KIHOK 1 YOJOBIKIB Ha HUKYHX
piBHSAX KBasi(iKamiiHOI iepapxii, a TAaKOXK OCIA0JIIEHHS TaKOi HEPIBHOCTI 31 301IBIICHHSM JOCBiTY
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NpaliBHUKIB CBIYUTH NP0 Te€, L0 MpobiieMa TeHAEpHOI HEpiBHOCTI Oifblie MpUTaMaHHA
CErMEHTOBI «Iepu(epiiHO» 3alHATOCTI. Y MIpy 3pocTaHHs KBajidikamii Ta T0CBiAy (B1ANOBIIHO,
IIHHOCTI MpAaliBHUKIB JJisi poOOTOAABIs) mMpoljemMa TreHJepHOI HEpIBHOCTI B OIUIATI Mpali cTae
MeHII NOoMiTHOI0. OJIHAK YHMCETBHICTh XKIHOK, Kl JOCSTaloTh TOrO PiBHS Kap €PHOTO 3pOCTAHHSA,
KOJIM TeHJIepHA HEPIBHICTh MaIkKe HE CITOCTEPITae€ThCs, CyTTEBO MEHIIIA 32 YHCEIbHICTh YOJIOBIKIB.

Knrouoei cnoea: rennepHuii po3puB B OIUIATI Mpalll, HEMOSCHEHAa YacTKa TE€HIEPHOIO
po3puBy, mpodeciitHo-kBamidiKaliiHI TPYNH, HEPIBHICTH JTOCTYITY JO BUCOKOOIUIaYyBaHOi poOOTH,
€HepreTHKa.

®dopmya: 0; puc: 3; Tadm.: 1; 6i67.: 15.

Introduction. A large-scale reduction in the number of economically active population is a
common problem for both energy and other sectors of economic activity in Ukraine. The severity of
this problem for business in Ukraine has traditionally been mitigated by stagnation of national
production scales and the possibility of labor replacement by capital. However, the development of
the industry, the implementation of projects which aim to expand the scale of production, and the
qualitative improvement of the organizational and technical level, are extremely difficult under such
conditions. A significant part of the surveyed managers of energy enterprises points out the lack of
staff with competencies, which are critical for the energy sector, as an important factor limiting the
choice of business strategies for the development and adaptation to new challenges. At the same
time, the presence of large-scale «traditionally male» employment segments at the enterprises is
perceived by most managers «as a fact of lifey, and not as opportunity to improve the enterprise
provision with qualified personnel.

The implementation of such opportunities requires careful «structuring» of the labor sphere
in the energy sector, highlighting and evaluating certain aspects of gender inequality in the industry.
In particular, understanding the scale and causes of gender-based inequality in salaries is important
to assess the expected impact of equalizing the ability of women and men to realize their work
potential in energy sector.

Accordingly, this article is devoted to improving analytical and methodological support for
assessing the consequences of implementing programs and policies to equalize employment and
career opportunities in the energy sector for women and men. We expect that its results will be
useful for business representatives — allowing them to more accurately understand the mechanism
of influence of the gender approach in personnel management on the volume and structure of labor
costs. Also, the results of the study will help developers of regulatory policies and sectoral
development programs to clarify the scale and distribution among beneficiary groups of the
expected socio-economic effect of eliminating factors of labor discrimination against women in the
energy sector.

Problem analysis and problem statement. In the literature on gender issues, the pay gap
between men and women is divided into two qualitatively different components. The first is the so-
called «explained» component of the pay gap. This is the component of the gender gap that is
caused by differences inherent in the «male» and «female» populations of employees, on the basis
of qualifications or work performed.

The second component is the «unexplained» component of the gender gap, which expresses
the disparity between women and men in the labor market. The allocation of the second component
is based on the fact that the functional relationship between salary factors (characteristics of human
capital and work performed) and the amount of remuneration is reflected by different coefficients
for women and men. It is the second component that can be interpreted as a sign of discrimination
against a certain socio-demographic group regarding the possibilities of realizing their economic
potential as an employee. Its significant impact is the basis for further research and clarification of
the institutional conditions and factors of occurrence of such a difference and justification of the
expediency of using the term «discrimination» in relation to a certain set of specific cases of
unequal returns on investments in human capital for women and men [2].

To a certain extent, the regularity of the existence of such a «discriminatory» component of
the gender pay gap is justified by the concept of G. Becker, who assumes that maximizing employer
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satisfaction is achieved by making suboptimal (from the point of view of production needs) choice
of the performer in the process of external hiring or promotion [1].

Accordingly, the difference between the salaries of women and men due to such reasons
should manifest itself even if their qualifications and experience are identical and if they perform
identical work.

In turn, the «explained» component of the gender pay gap cannot be interpreted as «free
from inequality» between socio-demographic groups. It may also contain a component of inequality
of access of women and men to certain educational resources or career opportunities, and a
component of inequality of preferences inherent in women and men regarding the forms of
realization of their economic potential.

Thus, the «bonding and selection» models [9; 13], which in the context of strategic decisions
on investing in human capital, justify that employers will consider women of fertile age less
inclined to permanent employment and prefer to hire men for those jobs that involve highly
specialized training. The idea that women of fertile age are more prone to shifts in working life and,
respectively, prefer to invest in universal skills (which retain value in the event of a change of
workplace), rather than in special ones (focused on a specific enterprise) can find empirical
confirmation in different returns from tenure for women and men: «lower returns to tenure for
women could be due to employer discrimination based on rational expectations about women’s
attachment to jobs. For example, if employers engage in statistical discrimination then the
perception of women as “less” stable workers could lead employers to systematically not hire
women into jobs with opportunities of specific training or learning» [11].

In particular, despite the fact that back in the 80s of the XX century in developed countries,
women minimized the gap in the educational level, and since the beginning of the XXI century,
they mainly have an educational level higher than average [5], women are much less represented in
technical and engineer professions then men [12]). A similar situation is typical in Ukraine, where
women have a higher educational level than men, but engineering and technical professions
traditionally remain «male» (State Statistics Service of Ukraine, 2019) and others postsoviet
countries [10].

We took into account three leading factors of salary amounts, two of which reflect the
characteristics of respondents (education and work experience in an energy company) and one —
the work they perform (position / workplace in the qualification hierarchy of the enterprise) as it
was proposed in many works devoted to similar issues [3; 8; 14].

Methodology. To distinguish groups based on the complexity of the work performed, the
international standard for classification of professions ISCO-08 was used, adapted to the specifics
of domestic reference books of professional and qualification characteristics of professions.

To distinguish groups by level of education — the National Classification of educational
levels, which is the basis for statistical labour reporting of enterprises.

Identification of groups by length of service — based on the hypothesis of the sensitivity of
the level of payment to the five-year difference in the length of service at the enterprise, which was
confirmed by the answers of respondents in the questionnaires.

According to the first characteristic (level of education), four groups are distinguished:
1) basic secondary education, 2) vocational and technical education; 3) basic (bachelor’s level)
higher education; 4) full (master’s level) higher education.

According to the second characteristic (length of service in the company), five groups were
distinguished: 1) length of service in the company (length of service) < 5 years; 2) 5 <= length of
service < 10; 3) 10 <= length of service < 15; 4) 15 <= length of service < 20; 5) 20 <= length of
service;

According to the third characteristic (the respondent’s position / workplace in the company’s
qualification hierarchy), eight groups were identified: 1) simple jobs that do not require
qualifications; 2) qualified workers with tools, machine and mechanism operators; 3) linear
management of production processes; 4) technical employees; 5) specialists and professionals of
initial qualification levels; 6) professionals of higher qualification levels; 7) managers and senior
managers; 8) top management of the company.
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This division has a significant drawback: it is not sensitive to the differentiation of
qualifications within the same qualification level (for example, an engineer of category I or II; a
worker of category Il or VI will fall into the same group). In the future, we plan to improve this
classification to ensure sensitivity to changes in positions within a particular professional group.

Research results. The gender-disaggregated distribution of the number of respondents who
indicated the amount of salary (N = 158) between qualification levels and the average salary levels
for these levels is shown in Table.

Table
Gender pay gap: general and qualification levels
Qualification level
2 | 3 ] 4 | s ] 6 | 1 1 8 | |total
Women
Number
of employees 8 7 4 28 22 4 0 73
Average salary 8750 19285.71 10000 12700.75 | 16562.32 | 22187.5 - 14434.8
Men
Number
of employees 4 11 3 25 21 17 4 85

Average salary 12187.5 20340.9 20416.7 13424.5 16785.3 23014.7 | 23750 17742.4
«women / meny

balance 71.8 94.8 49.0 94.6 98.7 96.4 - 81.4
All respondents
Number
of employees 12 18 7 53 43 21 4 158
Average salary 9895.8 19930.6 14464.3 13042.2 16671.2 | 22857.1 | 23750 16214.2
Gender gap -28.2 -5.2 -51.0 -54 -1.3 -3.6 - -18.6
Share
of respondents
of the relevant
qualification
group in the total
number 7.6 11.4 4.4 33.5 27.2 13.3 2.5 100

Source: developed by authors.

The actual average monthly salary of 158 respondents (employees of Ukrainian energy
companies who indicated their current salary in the questionnaires) is UAH 16,214, including UAH
14,434 for 73 female respondents and UAH 17,742 for 85 male respondents. Accordingly, the
average salary of women is 89.0% of the average salary for the sample and 81.4% of the salary of
men. The gender gap is 18.6%.

The size of the gender gap is significantly differentiated by the levels of the qualification
hierarchy of the surveyed enterprises (Fig. ).

The sample did not include representatives of the simplest professions (jobs that do not
require qualifications). At the 2nd qualification level (skilled workers with tools, operators of
machines and mechanisms), there is a relatively high gender gap — 28.2%. At the third
qualification level (linear management of production processes), the gender gap is reduced to 5.2%,
and at the fourth level (technical employees) it reaches its maximum value — 51.0%. However, this
qualification level accounts for only 4.5% of the total number of respondents, so the overall impact
of this large discrepancy on the aggregated gender gap is small. More significant for determining
the overall gender gap is the Sth level (specialists and professionals of lower skill levels) and 6th
(professionals of higher skill levels) qualification levels, which account for 33.5% and 27.2% of the
total number of respondents, respectively. However, within these qualification levels, the gender
gap is 5.4% at the fifth level and 1.3% at the sixth. Finally, at the seventh qualification level
(management and managers), which accounts for 13.3% of respondents, the gender gap is 3.6%.
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Fig. 1.The average salary of women and men and general by the levels
of the qualification hierarchy of the surveyed enterprises

The eighth qualification level (top management of energy companies) is represented only by
men, whose number is 2.5% of the number of respondents, and the salary is UAH 23,750, which is
33.9% higher than the average salary for men and 46.5% higher than the average salary for all
qualification levels for women and men of respondents.

The hypothesis that a significant gender gap in the remuneration of respondents of the 2nd
qualification level (skilled workers) is due to the higher involvement of male respondents in work in
difficult and harmful conditions was considered. The high share of surcharges and allowances that
compensate for extreme working conditions is a distinctive feature of the remuneration system in
Ukraine, especially in the public sector and, according to the results of interviews with employees,
is fully inherent in the surveyed energy enterprises.

However, in fact, according to the results of the survey, it was revealed that both in terms of
the presence of factors of severity and harmfulness of work, and in terms of the share of the non-
tariff part of wages (which includes compensation surcharges for severity and harmful working
conditions), women outnumber men.

In particular, among women, the percentage of respondent-workers who indicated the
presence of factors of severity and harmfulness of work in the workplace is close to 100. And
among men — close to 66.

The average share of the tariff salary for men employed at the 2nd qualification level is
about 70%, and for women is less than 50%, which suggests a greater impact of surcharges for the
severity and harmful working conditions on the salaries of women of the corresponding
qualification level.

Rather high gender gap is formed as differences in the salaries of women and men employed
at the same levels of the qualification hierarchy of the surveyed energy companies (mainly at the
2nd, 3rd and 4th levels) and due to differences in the distribution of women and men between the
qualification levels (in particular, the absence of women at the 8th level, with the highest salary).

In particular, the differences in the distribution of female and male respondents by
qualification levels are generally manifested in a higher average qualification level of male
respondents than women: the average for respondents of both sexes is 5.11, for men — 5.35, and
for women — 4.84.
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Women predominate at the lower (2nd) qualification level (Fig. 2), and men — on the two
highest.

top management of energy companies |
management and managers )
professionals of higher skill levels i

specialists and professionals of lower i
skill levels
linear management of production [
processes

skilled workers with tools, operators )

of machines and mechanisms

jobs that do not require qualifications

o
(%
=
o
=
v
N
o

25 30

® men E  women

Fig. 2. Number of women and men at the qualification levels
of the surveyed enterprises

However, the sample of qualification levels «specialists and professionals of lower
qualification levels» and «professionals of higher qualification levels» are dominated by women.

A similar pattern is observed if we consider the specific weights of representatives of different
qualification levels in the total number of female and male respondents (Fig. 3)

top management of energy
companies r

management and managers

professionals of higher skill ;
levels

specialists and professionals 3

of lower skill levels I men

linear management i
of production processes

I women

skilled workers with
tools, operators of machines
and mechanisms :

rq'”'|'

jobs that do not require

qualifications 0,0 100 200 30,0 40,0 50,0

% of the number of the relevant group of respondents

Fig. 3. Distribution of the number of female and male respondents
between qualification levels
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Accordingly, despite the relatively high standardization of remuneration in the energy sector
(the system of individual contracts has a minimal distribution, and typical, industry, state, uniform
tariffs and prices, official salaries and wage rates prevail among the tools of the organization of
remuneration), significant differences in the remuneration of women and men are caused by both
differences in the distribution of these categories of respondents between jobs of different
qualification levels, and differences in the remuneration of women and men employed at the same
qualification levels.

At the same time, if at lower qualification levels the gender gap is more affected by
differences in the remuneration of women and men employed at the same qualification level, then
with the growth of the position of employees in the hierarchy of the enterprise, the predominance of
men at higher qualification levels has a greater impact on the gender gap.

Conclusions. 1. In the sample, a gender pay gap of UAH 3307.6, or 18.6% of men’s wages,
was recorded, which in the conditions of a fairly high standardization of wages in the energy sector
indicates the presence of a complex system of factors that limit the ability of women to realize their
labor potential through high-paying work at the surveyed energy enterprises.

2. The leading factor in the gender pay gap is the unequal access of women and men to
gaining the characteristics necessary for increasing wages. In particular, the disparity in the
distribution of the total number of female and male respondents between the qualification levels
(the average qualification level of women is 4.8 vs. 5.4 for men), together with differences in
education and experience, cause UAH 2265 of the absolute wage gap (12.8% of men’s salaries and
68.5% of the total size of the actually recorded gender gap).

The unequal level of remuneration of women and men who have similar characteristics of
the complexity of the work (they work at the same level in the qualification hierarchy of
companies), experience and education causes UAH 1043 of the absolute wage gap (5.9% of men’s
salaries and 31.5% of the total gender gap).

Accordingly, the calculations suggest that the inequality of opportunities for realizing the
labor potential of women and men in the energy sector manifests itself to a much greater extent in
restricting women’s access to higher-paid positions than in underestimating wages compared to men
working in similar positions.

3. Gender gap formation through unequal remuneration of labour of women and men who
have similar characteristics of experience, qualifications and complexity of the work is localized in
the lower qualification levels (from the 2nd to the 4th), and through inequality of access to high-
paying work is manifested in the absence of women at the highest (8th) qualification level, a clear
predominance of men at the 7th qualification level and a noticeable predominance at the third
qualification level, which in terms of payment outscores both the 5th and 6th qualification levels.
Accordingly, the leading factor in the gender pay gap is the predominance of men at the three
highest paid qualification levels.

4. Localization of differences in remuneration of similar characteristics of qualifications,
experience and complexity of work at lower levels of the qualification hierarchy, as well as the
weakening of such inequality as the experience of employees increases, indicates that the problem
of gender inequality is more inherent in the segment of «peripheral» employment. As the skills and
experience grow (respectively, the value of employees to employers), the problem of gender pay
inequality becomes less noticeable. However, the number of women who reach a level in their
career growth where gender pay inequality is almost not observed is less than the number of men.
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