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Gender equality is a fundamental right and a critical factor in the convergence of Ukraine with the global
leaders in economic development, science, education and culture. The Government of Ukraine shares the belief
that gender equality is one of the preconditions for its sustainable development as a democratic society.

The Economic and Social Committee of the United Nations defined Gender Mainstreaming as the process
of assessing the implications for women and men of any planned action, including legislation, policies or pro�
grammes, in any area and at all levels. It is a strategy for making the concerns and experiences of women as
well as men an integral part of the design, implementation, monitoring and evaluation of policies and pro�
grammes in all political, economic and societal spheres, so that women and men benefit equally, and inequal�
ity is not perpetuated. Gender mainstreaming includes gender�specific activities and affirmative action when�
ever women or men are in a particularly disadvantageous position. The ultimate goal of mainstreaming is to
achieve gender equality. 

Over the last few years, significant progress has been made in developing and strengthening national
mechanisms for gender equality in Ukraine, in line with the country's constitutional and legal commitments
at the national and international level. The remaining challenge is to maintain the progress already made in
gender transformation despite the financial crisis and the limits imposed by the government on socially ori�
ented policies.

This study finds that despite the fact that the Ukrainian gender gap in employment rate is lower than the
EU average and that Ukrainian women experience lower unemployment than men, the Ukrainian labour mar�
ket is characterized by pronounced inequalities between men and women. Major inequalities can be wit�
nessed in the significant gender gap in employment rates in the child�bearing (24�29 years) and pre�retire�
ment (over 50 years old) age groups; pronounced labour market segregation (both horizontal and vertical);
a high gender wage gap; unequal sharing of regular paid work and unpaid domestic work; a high share of
women in precarious jobs; and gender gaps in unemployment coverage due to men's lower propensity to
register with the PES, resulting in unequal unemployment benefits and participation in active labour market
programmes.

As the key state agency responsible for effectively matching supply and demand in the labour market,
the PES is called on to take a proactive stance in promoting equal access to quality employment for women
and men and in redressing existing inequalities in employment and occupation. Achieving gender equality
has been one of the priorities of the PES since 2001, and a number of new arrangements furthering the gen�
der equality agenda � including gender information corners, gender clubs and places for temporary child
supervision � have been introduced and implemented in the base employment centres, in addition to the PES'
traditional active labour market policy measures.

A sociological survey of PES specialists, employers and jobseekers conducted in March�April 2010 finds
that the PES of Ukraine performs relatively well in promoting equality of treatment between men and women.
A majority of the jobseekers and employers surveyed believe that the PES services are provided equally to
men and women. Over half of jobseekers are satisfied with how the PES services take account of specific
men's and women's needs. In the opinion of surveyed jobseekers from three regions of Ukraine, the PES
does everything possible to make things equally fair for men and women, and almost no one had experienced
gender discrimination with the PES. Instead, the factors most likely to limit women's access to better remu�
nerated, more prestigious jobs and reinforce existing inequalities are employer discrimination and gender
stereotypes.  
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The PES can only deal with part of the complex issue of gender inequality in the labour market, in par�
ticular when matching registered jobseekers to available vacancies and providing them with various active
labour market measures. However, by effective use of the latter � such as by encouraging individuals to par�
ticipate in non�traditional occupations and skills through career guidance and effectively cooperating with
employers to reduce discriminatory practices in recruitment and at the workplace, for instance � the PES can
contribute to the breaking down of gender stereotypes and help prevent gender discrimination.

Despite the considerable progress made by the PES in promoting gender equality in the labour market
there remain a number of challenges faced by the PES that need to be addressed for its further improvement
in terms of achieving gender equality. These include:

• the manual on promoting gender equality in employment centres, written in 2004, has not been
updated to include the subsequent changes in national gender policies and programmes; 

• illustrations on leaflets published and distributed by the PES showing women in traditional
female occupations and men in traditional male occupations reinforce gender stereotypes and
can thus indirectly perpetuate gender segregation in jobs; 

• most active labour market policy measures are formulated in gender�neutral terms and are not
targeted at the most disadvantaged gender in the labour market, i.e. women;

• "the policies and documents on ensuring equal rights and opportunities for women and men
developed in Ukraine are not fully integrated into the legislation regulating the PES and other
related documents; 

• several specific measures that may have a gender impact have not yet been assessed;

• the PES is not always dealing with discriminatory employers effectively, and often unwittingly
engages in the process of gender discrimination in recruitment for the sake of employers;

• a monitoring and evaluation system, aimed at measuring the impact of the various services pro�
moting gender equality and eliminating existing inequalities in the labour market provided to the
unemployed, has not yet been introduced;

• while the gender equality approach implemented in the PES provides for equality of treatment of
men and women, it does not always result in equal outcomes. This approach is based on the ILO
principle of inclusivity, but is criticized as it does not effectively address the differences in needs,
skills and experiences of men and women and does not reduce existing disadvantages. It should
be complemented by positive actions that create conditions more likely to result in equal out�
comes in employment and training opportunities.

Taking into account best practice cases for gender mainstreaming and following a dual and comple�
mentary approach to gender mainstreaming, a number of key steps are recommended to mainstream gen�
der equality within PES activities and programmes in Ukraine. The study holds that the PES should strive
towards the following goals:
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• break down gender stereotyping and gender segregation in vocational training and work;

• work with employers to ensure gender�neutral recruitment and selection processes;

• provide specific, well�targeted activation measures for disadvantaged women;

• prepare a gender equality plan, develop gender equality indicators, and set up an assessment
and monitoring system for the plan in the future.

Finally, recommendations are made to the Ukrainian authorities and institutions to reach the goal of gen�
der mainstreaming in the labour market, including to the Verkhovna Rada of Ukraine, the Government (in par�
ticular the Ministry for Family, Youth and Sports, with which is responsible for the main responsibility for the
gender strategy development and implementation in Ukraine is placed), the State Department for Supervision
over Labour Legislation Observance, the Research Institute of Social and Labour Relations in Luhansk
(responsible for modifying the National classification of professions), the State Statistics Committee, and the
social partners.
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Since gaining its independence, Ukraine has established the core elements of a legal and institu�
tional framework for developing a gender sensitive culture, promoting gender equality and addressing
gender�based discrimination.

The fundamentals of gender equality are secured in the Constitution of Ukraine, which was adopt�
ed in 1996. The principles of equal gender treatment and special protection for working women are also
enshrined in the Labour Code of Ukraine, which was adopted in 1971 and continues to be in force. 

At the international level, Ukraine has signed core international documents with regard to gender
equality. In particular, the country has ratified the UN Convention on the Elimination of All Forms of
Discrimination against Women and the Optional Protocol thereto, the ILO Equal Remuneration
Convention, 1951 (No. 100), the Discrimination (Employment and Occupation) Convention, 1958 (No.
111) and the Workers with Family Responsibilities Convention, 1981 (No. 156). By doing this, Ukraine
has undertaken to guarantee equality, development and justice in the country, being guided by the ideas
of social and gender equality.1 Ukraine has also signed the Beijing Declaration and Platform for Action
on gender equality and women's empowerment (1995) and the UN Millennium Declaration (2000). Thus
by doing so it has also undertaken the responsibility of reaching the Millennium Development Goals
(MDG) by 2015, and one of the six goals is on gender equality.2

Gender issues have become increasingly important in national and community dialogue since
Ukraine declared its intention to integrate into the global community. There has been a strong commit�
ment by the Ukrainian government to pursue an inclusive policy agenda on gender equality, and this is
reflected in the growing body of related legislation since 2005. Important milestones in shaping public
gender equality policy in Ukraine include:

• he Presidential Decree No. 1135 On Improvement of Activity of National and Regional Executive
Power Bodies on Ensuring Equal Rights and Opportunities of Men and Women (signed on 26
July 2005);

• The Law of Ukraine On Ensuring Equal Rights and Opportunities for Women and Men (in force
since 1 January 2006);

• The State Programme for Ensuring Gender Equality in Ukrainian Society up to 2010 approved by
the Decree of the Cabinet of Ministers of Ukraine on 27 December 2006;

• The Decree of the Cabinet of Ministers of Ukraine adopted on 16 May 2007 On Preparation and
Conduction of the Year of Gender Equality;

• The Inter�Agency Council on Family, Gender Equality, Demographic Development and Human
Trafficking Prevention was formed and its main tasks and duties were specified according to the
Decree of the Cabinet of Ministers on 5 September 2007.3
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1 http://www.undp.org.ua/files/en_11592EOWR_prodoc_eng.pdf.

2 In order to support the Ukrainian Government in achieving the MDG targets and indicators and raise public awareness of the MDGs in Ukraine,
the UNDP Ukrainian Millennium Development Goals Project (MDGP) has been launched in February 2004 and it will last till the end of 2014. See more
at http://undp.org.ua/en/projects�list�all/38�prosperity�poverty�reduction�and�mdgs�/624�millennium�development�goals�project.

3 See UNDP (2007a) and other publications of UNDP at http://gender.undp.org.ua for a comprehensive analysis of the Ukrainian legislation on
ensuring gender equality and the related issues.
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In accordance with the aforementioned laws and related legal acts, an administrative mechanism for
gender processes has been launched in the legislative and executive branches, and a gender component
has been incorporated into the main systems of the country. The main responsibility for the gender strat�
egy development and implementation is placed on the Ministry for Family, Youth and Sports. However, all
ministries are to establish gender working groups and develop their respective action plans for ensuring
gender equality in their relevant sector of activity, according to the State Programme (see Figure A.1 in
the Annex illustrating an institutional setting on gender equality in Ukraine). During 2007�2009, such gen�
der working groups were established in eleven ministries (including in the Ministry of Labour and Social
Policy) and three state authorities, and eight authorities out of these elaborated their gender action plans
and subsequently started to implement them.4 However, according to the analysis conducted by experts
of the UNDP Equal Opportunities and Women's Rights in Ukraine Programme at the beginning of 2009,
five of the eight groups should continue to improve the quality of their action plans, which remain declar�
ative to a large extent. They propose actions that are beyond the competence of the working group, con�
tain broad and general formulations without providing indicators for measuring success, and they lack
financing due to the  Government's decision to limit budgets for socially oriented projects in the financial
crisis (UNDP, 2010, p. 30). 

Overall, the UNDP experts identified the following as the main weaknesses of the national gender
machinery in Ukraine:

• weak ownership and co�ordination of the Ministry for Family, Youth and Sports, cited by the
majority of the ministries as the main factor hindering the effective implementation of the State
Programme for Ensuring Gender Equality in Ukrainian Society up to 2010;

• absence of a clear definition of tasks and responsibilities for the working groups, which causes
confusion and passivity among some of the working groups and, consequently, uneven levels of
progress;

• improper focus of the ministries on inputs and activities rather than results or outputs in plan�
ning, practice and procedure;

• lack of properly designed indicators to measure the progress and effectiveness of intervention
(UNDP, 2009b, pp. 14�15).

At the regional level, the mechanism for ensuring gender development envisages implementation of
regional gender programmes developed by the respective departments of State Oblast Administrations
and adopted by Oblast Councils. Responsibility for implementation of these programmes rests on region�
al executive bodies, in particular oblast and rayon departments for family, youth and sports (see Figure
A.1 in Annex). In order to coordinate the activities for ensuring implementation of the oblast gender pro�
grammes, Coordination Councils on Gender have been created in all oblasts (UNDP, 2009b). Although all
oblasts developed regional programmes on ensuring gender equality by the end of 2009, most of them
are inadequate or not implementable, as they merely copy the text from the State Programme on
Ensuring Gender Equality in Ukrainian Society up to 2010 and fail to take into account their regional con�
texts (UNDP, 2010, p. 34). This situation is mainly due to a shortage of local experts with the requisite
experience in gender policy, inadequate financing of gender mainstreaming initiatives at the oblast level,
and existing conflicts between State Oblast Administrations and Oblast Councils which affect the effi�
ciency of co�operation between the different authorities and the allocation of financial resources from
local budgets (UNDP, 2009b, pp. 28, 42).
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http://www.undp.org.ua/files/en_11336ukraine_beijing_15.pdf.



To conclude, Ukraine has achieved considerable progress in developing and strengthening national
mechanisms of gender equality in line with its constitutional and legal commitments at the national and
international level.5 However, the remaining challenge is to maintain the progress already made in gender
transformation despite the financial crisis and governmental limits on socially oriented policies. There
remains a need to incorporate the principles of gender equality into the laws governing labour and employ�
ment relations. Following the experience of developed countries, Ukraine needs to change the focus of
employment legislation and policy from protective regulations for female workers to the implementation of
gender policies that will actually lead to the achievement of de facto gender equality. In this context it is
vital to develop a long�term strategy for modernization of the labour market, making it both competitive and
able to protect employees of both sexes, to decrease the gender pay gap, and to improve work and family
reconciliation in Ukraine (UNDP, 2010).
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5 Significant achievements of Ukraine towards gender equality goal have been made due to technical and financial support of international
organisations. In particular, the UNDP in Ukraine together with the European Union and the Ministry of Ukraine for Family, Youth and Sports is
currently implementing mentioned above Equal Opportunities and Women's Rights in Ukraine Programme (started on 15 September 2008). The
project is based on the experience and results gained during previous phases such as Equal Opportunities Programme "Ukraine: A route to equal�
ity" (the first phase of which was implemented with the support of SIDA in 2003�2006 and the second one has been implemented since 2006).
The International Labour Office and the European Union launched a new Project "Gender Equality in the World of Work" on 23 April 2009. Gender
issues in Ukraine have also received some attention from the USAID (Nails, 2001), the World Bank (Dudwick et al, 2002) and Human Rights
Watch (2003).



2.1. Employment trends 

During the period of economic growth in Ukraine (2001�2008), the employment rate rose significant�
ly for men aged 15�70 years (from 59.9 to 65.2 per cent), whereas it increased to a lesser extent for
women (from 51.5 to 54 per cent) 6.  This smaller increase is attributed to the smaller increase in the num�
ber of employed females (3.3 per cent versus 6.6 per cent for males), as well as to a smaller decrease in
the number of economically inactive females (1.1 per cent versus 9.6 per cent) and the size of the female
population aged 15�70 years (1.4 per cent versus 2.1 per cent). These trends can be attributed to the
opposing tendencies of male and female labour force participation during the observed period: male
labour force participation rate increased from 67.5 to 69.8 per cent whereas female labour force partici�
pation rate decreased from 57.7 per cent to 57.5 per cent. Besides, men continue to face higher mortali�
ty rates across the lifespan, particularly in the working age 7. Explanations of the stagnation in women's
labour force participation since 2001 include the following: (i) economic growth has raised men's incomes
(including the remittances of migrant workers) to the point that some married women opted out of the
labour force; and (ii) in view of the lack of adequate childcare facilities and flexible work arrangements for
employees with family responsibilities, as well as the very generous child birth grants given to all women
who gave birth since April 2005, many women choose to stay home for several years. Although the
hypothesis of weak labour demand and curtailed access to jobs for women appears not to be proven in
Ukraine as a whole (ETF, 2009), it may be used as an additional explanation for low and decreasing female
labour force participation in rural areas and depressed regions. Finally, one could suggest that the exist�
ing mismatch of workers' skills to the level of education required for their job (World Bank, 2009) may also
lead to lower employment and labour force participation of women through the discouraged�worker effect.
However, this may contribute more to the gender wage gap and to the significant number of overqualified
or underqualified employed persons rather than to the lower employment rate per se 8. 

As a result, the gap between male and female employment rates widened until 2008 (Figure 2.1). But
even with this increase, Ukraine's gender gap in 2008 (11.2 percentage points) remained lower than the
EU average (13.7 percentage points) 9. The economic and financial crisis that emerged in Ukraine in the
fourth quarter of 2008 and hit all sectors of the economy contributed to a decrease in both male and
female employment rates. However, as in many other countries, the employment rate decreased more rap�
idly for men because it was the male�dominated sectors (construction, manufacturing, real estate and
business activities) that were immediately affected at the beginning of the downturn. Despite a slight
increase in the number of wage employees in the female�dominated public sectors such as education,
health care and social work between 2008 and 2009, female employment rates decreased overall, reflect�
ing an extension of the crisis to other, more gender�mixed sectors. 

8

6 It is worth noting that the age band used in Ukraine for measuring all labour market indicators (15�70 years) is based on the LFS first
implemented in 1995 and differs from the standard age band used in most EU and OECD countries (15�64 years). It is usually used alongside
bands of working age according to Ukrainian legislation, which are 15�54 years for women and 15�59 for men. To make international compari�
son possible, the State Statistics Committee of Ukraine has been publishing selected indicators for the population aged 15�64 years since 2008.  

7 In 2008, overall male and female mortality rates are 18.2 and 14.8 ‰ respectively. The male to female mortality ratio exhibits a sharp
increase at adolescence, reaching 3.34 in the 20�24 year age range, and then persists at the level over 3 up to age under 55, with an overall
peak at 3.39 in the 45�49 age range (estimates are based on data presented in UNDP, 2009a). 

8 According to the People's Social and Economic Security Survey conducted by the State Statistics Committee of Ukraine in 2006, a high�
er proportion of men (10.1%) are overeducated for their job compared with women (7.9%), while under�education became more common
among women (2.7%) than men (2.2.%). 

9 Percentage point is a unit of measure to describe changes (or gaps) in indicators measured in per cent
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Figure 2.1. Gender gap in employment rates, 2004�2009

Source : State Statistics Committee (LFS data), own calculations.

Note : Calculated as the difference between male and female employment rates (persons of the corresponding age
group employed as a percentage of the total population of the same age), in percentage points. A positive gap indicates
a higher employment rate for men than women.

Analysis of the gender�specific differences in employment rates by age groups (Figure 2.2) reveals
that the largest difference is among 25�29 and 50�59 year olds. The difference in the 25�29 age group
(15 percentage points on average during 2004�2009) is mainly attributed to the postponed first entry
of young women to the labour market or some break in their professional activity, if already started,
due to the traditional responsibilities of unpaid domestic labour and care work. In view of the poten�
tial difficulties in combining these responsibilities with professional activity, many women start par�
ticipating in the labour force and building their career after 30. This hypothesis is supported by the
data on labour force participation. For instance, in 2009 female labour force participation rate in the
30�39 age group was 7.6 pp higher than in the 25�29 age group (79.9 versus 72.3 per cent) 10. The
corresponding labour force participation rates for men were 89.9 and 88.6 per cent in comparison (dif�
ference of 1.3 pp). Hence, parenthood seems to have little adverse effect on employment and labour
force participation of Ukrainian men. With regards to the 50�59 year�olds, the gender gap is mainly
due to the lower levels of female participation in general and the lower statutory retirement age for
women.

9

10 Female employment rates in the 25�29 and 30�39 age groups are 65.2 and 74.2 per cent, respectively.



Figure 2.2. Gender gap in employment rates, by age group, 2004, 2008 and 2009

Source : State Statistics Committee (LFS data), own calculations.

Note : Calculated as the difference between male and female employment rates (persons of the corresponding age
group employed as a percentage of the total population of the same age), in percentage points. A positive gap indicates
a higher employment rate for men than for women.

It is also interesting to look at the development of employment rates by age group since 2004 (Figure
2.2): while the situation remained almost unchanged for the 30�39 age group and the oldest group (60�70),
it gradually improved in favour of women for the 40�49 age group. At the same time, the gender gap notice�
ably increased between 2004 and 2008 for the remaining age groups but then narrowed in 2009 due to a
sharp reduction in employment rates of men during the crisis.

Like in many developed countries, there is a positive correlation between the level of education and
labour market participation in Ukraine: the higher the educational attainment (excluding basic higher educa�
tion), the higher the labour force participation and employment rates, and this finding holds true for both
sexes. University�educated persons benefit from completing higher education not only because they have the
highest employment rates (77 per cent among males and 71.6 per cent among females in 2009). They are
also the only group which has experienced steady growth in absolute terms since 2004, despite the economic
and financial crisis. Individuals with other educational backgrounds, in particular males with incomplete high�
er and compete general secondary education, were severely hit by the crisis in 2009.

Women are on average better educated than men in Ukraine. In 2007, women comprised 53 per cent of
all economically active persons with tertiary education, and the share of highly educated females in the labour
force is 4.6 percentage points higher than the corresponding share of males (ETF, 2009). Moreover, there
was a particularly large increase in the number of university graduates in the economically active population
between 2004 and 2007, and 70 per cent of this increase was driven by females. An increase of 20.5 per cent
in the number of employed women with complete higher education between 2004 and 2009 (versus 10 per
cent for men) suggests that a university degree seems to improve labour market outcomes for women.
However, these results should be interpreted with caution as they take into account neither the quality of held
jobs nor the level of education required at these jobs. Better employment outcomes of better educated
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females may be not only due to utilization of their higher skills at high�skill jobs but also due to crowding out
of less educated people from their middle� and low�skill jobs. In order to analyse these issues further
research based on individual�level data is required.

As figure 2.3 shows, the largest difference in employment rates by education level is among workers with
complete general secondary education, while the lowest one is among the persons with primary general edu�
cation or no formal education.

Figure 2.3. Gender gap in employment rates, by education level, 2004, 2008 and 2009

Source : State Statistics Committee (LFS data), own calculations.

Note : Calculated as the difference between male and female employment rates for persons aged 15�70 years (per�
sons of the corresponding education group employed as a percentage of the total population of the same education),
in percentage points. A positive gap indicates a higher employment rate for men than women. National classifications
of education levels are used.

Analysis of total employment by employment status and gender suggests that women dominate among
own�account workers (52.9 per cent in 2008), while men dominate in other categories, namely as wage earn�
ers (52.5 per cent), employers (66.7 per cent) and unpaid family helpers (52.3 per cent). Self�employed
women in Ukraine are concentrated within a narrow range of traditional female activities with low productiv�
ity, profitability and returns. These include the selling of manufactured goods (49 per cent of all self�
employed women), subsistence agriculture, the selling of home�cooked food, cleaning, ironing, hairdress�
ing, cosmetic and spa services, tutoring, translation services, baby�sitting and nursing (Gerasimenko, 2008,
p. 108). Most of these activities are also in the informal economy: according to the LFS data in 2008, 85.1
per cent of women who were not wage earners generated their income in the informal economy (for com�
parison, the similar share among men was 75 per cent). This suggests that female self�employed workers in
the informal economy tend to be clustered towards the lower end of the informal occupational spectrum.
Besides, more women are likely to work from home than men, which can reinforce the invisibility and mar�
ginalization of female work and therefore limit the scope of collective organising around remunerated activ�
ities (Chant and Pedwell, 2008).
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As regards total employment in the informal economy, women represent on average 48 per cent of the
total number of workers in the informal economy during 2004�2009 (see Table 2.1). Relevant literature
acknowledges that employment in the informal economy provides employment opportunities to certain
groups of women which may not otherwise be available, and enables women to exercise a degree of choice,
autonomy and flexibility with respect to balancing productive (market) and reproductive (home care) roles
(Chant and Pedwell, 2008; Maloney, 2004; ILO, 2002). However, given the generous maternity leave rules
and protective employment legislation in Ukraine, most Ukrainian women still prefer the security and better
working conditions offered by the formal economy to the flexibility offered by the informal one. Only women
whose opportunities in the formal economy are extremely scarce are likely to decide to move to the informal
economy, typically as self�employed workers (Pignatti, 2010) 11. 

Over�representation of men in the informal economy in Ukraine is mainly explained by the higher eco�
nomic activity of men, the failure of the formal economy to create sufficient numbers of jobs with decent
working conditions to absorb displaced workers from the downsized male�dominated industrial sectors
(push effect), and the higher propensity of men to take riskier but often better rewarded jobs available in the
informal economy (pull effect) (ETF, 2009; Lehmann et al., 2005).12

Table 2.1.
Employment in the informal economy by gender, 2004�2009

2004 2005 2006 2007 2008 2009

Share in the informal economy  
(% of total employment in the informal economy)

Women 47,4 49,4 48,6 48,6 47,3 47,1

Men 52,6 50,6 51,4 51,4 52,7 52,9

Informality rate (% of total employment in the corresponding gender group)

Women 18,6 21,7 22,4 22,3 21,3 21,1

Men 20,2 21,2 22,2 22,3 22,2 23,1

Source : State Statistics Committee (LFS data).

Table 2.1 also shows a slight decrease in the informality of women's work since 2006, mainly due to
reductions in agricultural informal employment, which is one of the main destinations of female workers
living in rural areas. At the same time, the gap in women's and men's representation in informal work is
increasing, partly due to the greater informalization of men's work since 2000 in such sectors as con�
struction (although it downsized slightly in 2009 due to the crisis), transport and other non�agricultural
sectors.

Our discussion now turns to occupational segregation. The Duncan index of dissimilarity (ID), the most
widely used index to measure horizontal occupational segregation calculated by Swanson in 2005 for 29
countries, is used here to illustrate the level of segregation in Ukraine and compare it to other transition
economies. The estimated ID in Ukraine means that 54.9 per cent of men or women would have to change
jobs so that the percentage of all males would be equal to the percentage of all females in each occupation.
It tends to be higher than in Poland (51 per cent) and Slovenia (54 per cent), but lower than in Bulgaria (55.1
per cent), Hungary (56.7 per cent), Czech Republic (60.9 per cent), Estonia (62.7 per cent), and Slovakia
(62.8 per cent). This suggests that horizontal segregation is considerable in Ukraine, but lower than in most

12

11 According to the LFS data in 2008, about 23.2% of women in the informal sector were wage earners while the rest (76.8%) were self�
employed and unpaid family helpers.

12 For comparison, the share of wage earners among men employed in the informal sector in 2008 was 43%.



transition economies. Swanson (2005) examines the effects on segregation of per capita GNP, women's
labour force participation, the urban population as a percentage of total population, the infant mortality rate,
and various measures of educational attainment. Although the regression results are fairly weak, the author
concludes that horizontal gender segregation appears to be positively related to some indicators of economic
development such as women's labour force participation and per capita GDP, but negatively related to oth�
ers (urban population and the infant mortality rate). Nevertheless, the real reasons behind differences in gen�
der segregation between Ukraine and the other transition countries remain largely unexplored. 

Employed women tend to be concentrated in sectors of the economy traditionally populated by
women 13. In fact, two thirds of all working women are concentrated in public sectors like education, health
and public administration (46.1 per cent) as well as in manufacturing, predominantly food and light industry
(20.2 per cent). Likewise, almost half of all working men are concentrated in mining and manufacturing (36
per cent) and transport and communication (11.2 per cent). As Figure 2.4 indicates, women dominate in
seven out of 14 specified sectors, from 51.6 per cent in trade and repair and 82.9 per cent in health care and
social work. This figure also shows that the average wage is higher in female�dominated financial interme�
diation and public administration than in all other sectors, suggesting that there is no strong correlation
between the women's share in a sector and the average wage in that sector as might be expected. Female
staff employees are concentrated in low�paid sectors as well as in high�paid sectors, and both women and
men are likely to be in low�paid employment.

Figure 2.4. The segregation of female staff employment by sector versus average sectoral wage, December 2008

Source : State Statistics Committee (data on female share in total staff employment on 31 December 2008 pub�
lished in "Labour of Ukraine in 2008", Table 3.4; data on average monthly wages by sector in December 2008 available
at:  http://www.ukrstat.gov.ua).

Note : Data does not cover employees of small enterprises and those employed by entrepreneurs�physical persons.

13

13 Here we use data on staff employment in the formal sector (based on statistical reporting of medium and large enterprises) due to the
absence of LFS data on employment by sectors and gender. 



Finally, we need to look at vertical segregation, or the concentration of women in certain levels of the
professional hierarchy. One common way of measuring vertical segregation is to observe the extent to which
high�level decision�making occupations are feminised. Figure 2.5 indicates that women continue to pre�
dominate in the lowest echelon of the career ladder and continue to be strongly under�represented in top
management. Access to tertiary and post�secondary non�tertiary professional education for Ukrainian
women facilitates their access to white�collar jobs in occupational groups such as professionals, technicians,
associate professionals, clerks and skilled service workers. However, even when women attain senior posi�
tions because of their qualifications, they do not necessarily experience the same working conditions, pay
level or prospects for advancement that men do.

Figure 2.5. Distribution of men and women by occupational group, 2009

Source : State Statistics Committee (LFS data), own calculations.

Note : Occupational groups are defined according to the ISCO (International standard classification of occupa�
tions).

2.2. Unemployment trends, transition probabilities 
between labour market states and ALMPs

Ukrainian LFS data on unemployment rates defined according to the ILO methodology indicate that men
experienced higher unemployment (both in absolute numbers and rates) during the whole period of eco�
nomic growth in Ukraine (2001�2008), even though the gender gap in the unemployment rate was lower than
one percentage point. In 2009, this gap widened to three percentage points as men who tended to be con�
centrated in those industries most sensitive to the business cycle (particularly manufacturing, construction,
real estate and business activities) were hit hard by the economic crisis (Figure 2.6). This is arguably evi�
dence of the countercyclical nature of the female�male unemployment rate differential, observed in many
other countries. As a result, the pool of all unemployed has become more heavily composed of men (59.8
per cent), and this marks a dramatic increase from 2008, when men accounted for about 54 per cent of the
unemployed.
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The ETF study (2009) attributed the relatively stronger position of Ukrainian women in terms of lower
unemployment rates during 2001�2008 to the fast growth of female�dominated industries such as trade,
hotels and restaurants, individual services, food processing, light industry and subsistence agriculture. It also
noted the very stable employment in public sectors with traditionally high shares of female employment, and
the generally lower requirements of women with respect to wages and job characteristics. The lower inci�
dence of unemployment among women compared to men also reflects the lower labour force participation
of women to some extent.

Figure 2.6. Gender gap in unemployment rates, 2004�2009

Source : State Statistics Committee (LFS data), own calculations.

Note : Calculated as the difference between male and female unemployment rates (persons of the corresponding
age group unemployed as a percentage of the labour force of the same age), in percentage points. A positive gap indi�
cates a higher unemployment rate for men than women.

Similar arguments hold true for the period of economic crisis in 2009, when female�dominated indus�
tries did not grow faster but rather declined slower than traditional male�dominated industries. Concerning
the influence of labour market demand on labour force participation and female unemployment, modern
labour economic theory predicts two observed effects (Sapsford and Tzannatos, 1993). On the one hand,
there is the added worker effect, according to which additional household members (principally wives) enter
the labour market in order to compensate for the lost income of the main breadwinners (principally hus�
bands) who are made redundant or are experiencing a reduction in hours worked. On the other hand, the dis�
couraged worker effect suggests that when decent work is scarce many unemployed persons withdraw from
the labour force, concluding that their job search effort is not worthwhile, while others who would otherwise
enter the labour force do not bother to do so. Analysis of aggregated data on changes in unemployment and
labour force participation of men and women between 2008 and 2009 suggests that the discouraged work�
er effect is likely to dominate among men (the number of inactive men increased for the first time since
2002). The added worker effect is likely to dominate among women, but it seems to be fairly small due to
scarcity of jobs. Although the female labour force participation rate increased in 2009, this was due to a
reduction in the size of the total female population aged 15�70 years rather than an increase in the number
of women in the labour force.
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Thus, the analysis of unemployment data reveals that the crisis has not systematically left more
women than men without work as one could expect. Taking into account that Ukrainian women are, on
average, better educated than men, they are less likely to be discriminated on the grounds of alleged lower
labour productivity. The downturn on the labour market has impacted women and men differently, but it
seems to be more related to the differences in male and female employment by sector rather than gender
per se.

Earlier estimates of year�to�year labour market transition probabilities (Table 2.2) point to considerable
differences between men and women. Women exit employment for reasons of inactivity and unemployment
more frequently than men. Women also exit unemployment and move to inactivity more often than men.
However, they find it more difficult to find employment after periods of unemployment and inactivity � a result
observed in virtually all transition countries (Lehmann et al., 2005). Women are also more likely to remain
inactive for one year or longer.

Table 2.2.

Labour market transition probabilities between 2003 and 2004, by gender

PEE PEU PEN PUE PUU PUN PNE PNU PNN

Total 0,886 0,041 0,072 0,386 0,342 0,273 0,119 0,075 0,806

Male 0,897 0,039 0,065 0,425 0,369 0,206 0,128 0,100 0,772

Female 0,877 0,043 0,080 0,349 0,316 0,336 0,115 0,063 0,822

Source : Lehmann et al (2005), Tables II.6 based on ULMS. 

Note : Pij (i, j=E, U, N) is the probability of transition from state i in 2003 to state j in 2004, where E stands for
employment, U for unemployment, and N for inactivity.

Data on the rate of long�term unemployment (Figure 2.7) reveals a downward trend in rates for both gen�
ders and a narrowing gender gap during 2004�2008. In 2009, the gender gap widened again to about 0.4 per�
centage points due to an increase in the male long�term unemployment rate accompanied by a decrease in
female one. On the other hand, the incidence of long�term unemployment is higher among women: the share
of women searching for a job for 12 months or longer in the total number of the unemployed job seekers is
14.1 per cent (compared to 13.9 per cent among men), and the share of women with a period of joblessness
of 12 months or longer in the total number of the unemployed who had been previously employed is 20.5
per cent (compared to 16.9 per cent among men). Nevertheless, given overrepresentation of men in the total
unemployment pool, they currently account for about 594 out of all 1000 workers who have been out of work
and searching for it for 12 months or longer. Thus, many men (as well as women) already faced with signif�
icant challenges in seeking employment or becoming re�employable and they may be left further behind if
not adequate and timely support of the PES is provided.
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Figure 2.7. Long�term unemployment rate by gender and gender gap, 2004�2009

Source :  State Statistics Committee (LFS data), own calculations.

Note : Calculated as the difference between male and female long�term unemployment rates (persons aged 15�70
unemployed with a period of job search of 12 months and more as a percentage of the labour force of the same age),
in percentage points. A positive gap indicates a higher unemployment rate for men than women.

Looking at the gender�specific differences in unemployment rates by age groups, we find further sup�
port for the hypothesis that the situation of Ukrainian men in the labour market worsened more during the
crisis than the situation of women (Figure 2.8). The existing differences in unemployment rates of men and
women increased significantly in all age groups from 15 to 60, with a remarkable increase among the
youngest. Overall, young males are disproportionately affected by economic recession and a weak job mar�
ket, as their unemployment rate increased from 13.1 per cent in 2008 to 19.8 per cent in 2009. Tackling youth
unemployment requires an integrated approach that combines (i) supportive economic policies to boost
labour demand, (ii) education policy that addresses the issues pertaining to the quality and quantity of edu�
cation and training, including its relevance to labour market skills needs, and (iii) employment and labour
market policies to increase employability of the unemployed and facilitate job and skills matching.

As regards the gender gap in unemployment rates by education level, differences are not as clear cut.
Recently men experienced higher unemployment rates than women in all educational groups except that
with the lowest education level, which is characterised by low reliability of unemployment data due to a
small sample size (Figure 2.9). Both women and men of all educational levels have felt the effects of the
rise in unemployment in 2009, but not to the same extent. The highest unemployment rates in 2009 are
among men and women with basic higher education, i.e. with a bachelor degree (16.9 per cent for men and
14.1 per cent for women). Moreover, holders of a bachelor degree experienced the largest increase in
unemployment between 2008 and 2009 (8.7 percentage points among men and 2.7 percentage points
among women). Hence, the crisis in Ukraine has not been more devastating for the least educated in soci�
ety as in most developed countries, but for the more educated persons, most of whom are newcomers to
the labour market. This discrepancy is explained by the specific features of the labour market in Ukraine,
including an unconventionally high demand for unskilled and semi�skilled labour, fairly low demand for
young specialists with a bachelor degree (which are still not considered by most employers to be higher
education, like specialist or master degrees), and an existing skills mismatch due to  the ongoing restruc�
turing of the economy, demographic changes and low responsiveness of the Ukrainian education system to
the rapid changes in the labour market (ETF, 2009).
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Figure 2.9. Gender gap in unemployment rates, by education level, 2004, 2008 and 2009

Source : State Statistics Committee (LFS data), own calculations.
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Figure 2.8. Gender gap in unemployment rates, by age group, 2004, 2008 and 2009

Source : State Statistics Committee (LFS data), own calculations.

Note : Calculated as the difference between male and female unemployment rates (persons of the corresponding
age group unemployed as a percentage of the labour force of the same age), in percentage points. A positive gap indi�
cates a higher unemployment rate for men than women.



Note : Calculated as the difference between male and female unemployment rates (persons aged 15�70 years of
the corresponding education group unemployed as a percentage of the labour force of the same education group), in
percentage points. A positive gap indicates a higher unemployment rate for men than women. National classification of
education levels is used.

An analysis of job search methods used by the unemployed in Ukraine (Figure 2.10) finds significant
differences between men and women in methods of finding a job. The most striking difference is in the
first and second popular methods: women rely more heavily on assistance from the PES (48.9 per cent
in 2009, down from 54.8 per cent a year later) and less heavily on personal contacts (25.7 per cent in
2009, compared to 23.4 per cent in 2008). At the same time, men prefer personal contacts more often
(39.6 per cent in 2009, down from 45.2 per cent a year earlier) and only 3 out of 10 the unemployed men
use PES job placement services as the major method. The use of media advertisements is the third pop�
ular method for both genders, and it gained even more popularity in 2009, particularly among men. There
was a growth in the share of women making use of direct contacts with employers (fourth popular
method) in 2009 while the share of men using this method even slightly decreased. Finally, private
employment agencies are not frequently used by both genders, but they became more important for men
when for women in 2009 14. 

Thus, although the PES is public and open to all, it appears to attract more women. Possible explana�
tions for this phenomenon include the fact that women usually have less powerful and influential job related
contacts than men; they believe that the PES is effective in reducing their disadvantage in the labour market,
increasing their employability and matching them to reliable jobs in the formal sector; and they rely on unem�
ployment benefits as one of the major mean of subsistence during an unemployment spell, while men often
rely on income from casual activities.

Figure 2.10. Gender differences in job search methods (% of unemployed seeking work), 2008�2009

Source : State Statistics Committee (LFS data).
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These differences between men and women in their job search methods are in line with the traditional�
ly higher registered unemployment numbers of women compared to men. The enormous gaps between reg�
istered and the ILO�defined unemployment for both sexes, and to an even greater extent among men (Figure
2.11), suggest that the registered unemployment rate does not effectively capture the scope of actual unem�
ployment. The notion often repeated in the mass media as well as on the websites of regional employment
centres � that unemployment in Ukraine has a female face � is therefore erroneous, as it is based solely on
the statistics of registered unemployed persons.

Figure 2.11. Unemployment rates of working�age population by gender: 
registered vs. ILO�defined unemployment (in % to the labour force of working age), 2008�2009

Source : State Statistics Committee, Report "Labour market in 2009", Diagram 5.

According to the official numbers of registered unemployed persons in Ukraine, women have always
constituted a majority. However, the female share of registered unemployed persons decreased from over 64
per cent in 2001�2002 to 60.8 per cent in the end of 2005, and then to 53.4 per cent in the end 2009. This
was primarily due to a larger inflow of men in the end 2008 and a larger outflow of women during 2009
(Figure 2.12).

There is limited sex�disaggregated data on the registered unemployment rates of various vulnera�
ble groups. From the data available, the total number of women from three gender�specific groups, in
particular women with children under six, single mothers  with children under 14 or disabled children,
and women of pre�retirement age (53 years), divided by the number of all unemployed who belong to
ten vulnerable groups (excluding the disabled),  yield the lowest estimate of the women's share. For
instance, it was 63.3 per cent in 2008 (from 224.6 to 354.7 thousand persons) and 59 per cent in 2009
(from 196.2 to 333.5 thousand persons). This suggests that the PES attracts many jobless women who
seek special social protection stipulated by law, and that this, in addition to the job search strategies
mentioned above, is one of the major factors explaining the numerical overrepresentation of women at
the PES registry.
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Figure 2.12. Monthly registered unemployment stock by gender 
(in thousand persons), 2005� September 2010

Source : State Statistics Committee, Public Employment Service.

Figure 2.12 reveals persistent reductions in the number of registered unemployed persons (and, there�
fore, the number of unemployment benefit claimants) in 2009 and in the first half of 2010, which is at odds
with the tension observed in the Ukrainian labour market at the same time due to the ongoing economic cri�
sis. This is mainly attributable to amendments made to the Laws on Employment and On State Social
Unemployment Insurance adopted in December 2008, which considerably tightened the regulations con�
cerning unemployment registration and the eligibility of the unemployed to receive benefits. As a result, the
number of registered unemployed at the mid 2010 was significantly less than before the onset of the reces�
sion. These amendments have been made in response to the global financial and economic crisis that hit
severely the Ukrainian economy in the end of 2008 and placed a significant budget strain on the State
Unemployment Insurance Fund.

Despite this observed reduction in the number of registered unemployed persons, unemployment
benefit costs have multiplied between 2008 and 2009 due to an inflow of highly skilled and thus high�
paid workers. PES expenditures on unemployment benefits increased in nominal terms by 75 per
cent, from 0.25 per cent of GDP in 2008 to 0.43 per cent in 2009. As a result, previously small ALMP
spending (within 0.10�0.13 per cent of GDP in 2005�2008) has been rapidly "crowded out" by pay�
ments of unemployment benefits to 0.09 per cent of GDP, with a 28.7 per cent decrease in nominal
terms.

Consequently, the number of beneficiaries of ALMPs (other than initial counselling and similar serv�
ices) decreased considerably between 2008 and 2009, largely at the expense of women. Specifically,
the number of female participants of training programs decreased by 43.9 per cent (compared to a 24.8
per cent decrease among men), the number of female beneficiaries of public works scheme decreased
by 50.8 per cent (compared to a 32.3 per cent decrease among men), and the number of women placed
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in jobs with help of the PES decreased by 37.9 per cent (compared to a 32.6 per cent decrease among
men). As a result, the gender composition of the most popular ALMPs in terms of the number of par�
ticipants has changed, with a decreased share of women in training (from 58.1 per cent in 2008 to 50.8
per cent in 2009) and public works (from 62.1 per cent in 2008 to 54.3 per cent in 2009). As Figure 2.13
shows, the coverage of the registered jobseekers by ALMPs has decreased for both genders, with
greater reductions for women in training and public works and lesser reductions for them in job place�
ment.

Figure 2.13. Coverage of the registered jobseekers by the most popular ALMPs and by gender 
(in percentage of the total number of registered jobseekers by gender): 2009 versus 2008 

Source : Public Employment Service (Tables VIII.8 in PES (2009, 2010)), own estimates.

Note : Coverage of men by ALMPs is estimated by the author from the available statistics on the num�
ber of female participants and their share in the total number of registered jobseekers.

Sectoral analysis of job placement of the registered jobseekers in Ukraine by the PES in 2009 finds
that economic activities with female numbers prevailing are the traditional female�dominated activities
such as trade and repair (63.4 per cent of the total number of people placed to jobs by the PES), hotels
and restaurants (79.7 per cent), financial services (65.6 per cent), public administration (58.5 per cent),
healthcare and social work (71.8 per cent), communal, personal and other services (56.4 per cent), and
household activity (55 per cent). The most notable change in 2009 occurred in the education sector,
which broke with the trend of women being more prevalent than men. Instead, the share of women
placed to education in 2009 was 49 per cent, compared to 55.4 per cent in 2008. This might be
explained by the adverse effect of the economic crisis on the availability of better jobs for men in other
sectors, inducing many of them to accept previously unattractive job offers in the education sector.
However, the reasons behind this change in direction need further research based on more disaggre�
gated statistics. 
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Although there are no statistics available on the participants of career guidance and training programs
by profession and gender, a review of the documents disseminated by PES suggests that these ALMPs do
not encourage girls and women to participate in non�traditional occupations (i.e. in occupation which are
considered male occupations). By channelling women into sectors emphasizing traditional skills considered
to be female and not helping to increase their presence in other sectors, labour market segregation and gen�
der stereotypes are reinforced.

Measures to stimulate creation of new or temporary jobs � such as large�scale public investment pro�
grams, wage subsidies, start�up support and social security tax reductions (Mandl and Salvatore, 2009) �
have not received adequate support in Ukraine due to significant budget constraints. Some of them have
been suspended until better times (e.g. wage subsidies and the self�employment scheme) 15 while large�
scale public investment programs have been put on hold, and the unemployment insurance contribution rate
and total social insurance contribution burden have been raised.

2.3. Gender pay gap

Although Ukrainian women perform better in school than men and form the majority of university grad�
uates, women on average earn less than men. According to the official statistics on the average monthly
wages of staff employees by gender, provided by the State Statistics Committee, the average monthly wages
of women in 2009 made up 77.2 per cent of men's wages: UAH 1677 versus UAH 2173. However, the pos�
itive development observed in recent years is a narrowing gender pay gap, from 30.7 per cent in 2002 to 22.8
per cent in 2009 (Table 2.3). These developments are in line with Ukraine reaching its stated goal of reduc�
ing the gender gap to 14 per cent pursuant to the Millennium Goals, which Ukraine has firmly expressed its
commitment to.

Table 2.3.
Gender wage gap in Ukraine, 2002�2009

Average men's wage, Average women's wage, Gender wage gap,  
UAH UAH %

2002 447.08 309.75 30.7

2003 552.04 378.84 31.1

2004 707.01 484.71 31.4

2005 953 675 29.1

2006 1,216 885 27.2

2007 1,578 1,150 27.1

2008 2,080 1,565 24.8

2009 2,173 1,677 22.8

Source : State Statistics Committee, statistical yearbooks for the corresponding years "Labour in
Ukraine".
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Ganguli and Terrell (2006) attribute the wage gap reduction in the bottom half of the distribution
to the improvement in women's productive characteristics (i.e. their personal characteristics related
to productivity), diminished rewards for men in the bottom half of the wage distribution, and changes
in the skill composition of the labour force. However, the most important factor is the institution of
the minimum wage, which significantly raised the wage floor for more women than men, therefore
playing an important role in reducing the wage gap.

The causes of income disparity between women and men in Ukraine are the subject of heated
debate. These involve the extent to which male�female income disparity is the result of the following:
hours worked, schooling, skills and work experience; vertical occupational segregation, often called
the "glass ceiling" because of its invisibility; gender�specific differences and choices made by women
and men concerning working conditions and the amount of time and energy devoted to a career (con�
sidering the tendency of women to freely choose low�wage jobs because women prefer less danger�
ous or more flexible work); pay premiums for harmful conditions and dangerous jobs predominantly
taken by men; or direct gender�based discrimination. Pignatti (2010) finds empirical evidence for the
segmentation of the Ukrainian labour market along the lines of formal and informal employment, as
well as discrimination against women, which partially explains the existing gender pay gap. However,
this discrimination is not taking place through the segregation of women into the informal sector, but
through the different remuneration given to different tasks in the formal sector, different career
opportunities, and the exclusion of women from better� remunerated jobs at the top of the labour
hierarchy.

UNDP (2003) lists among the factors contributing to the wage gap in Ukraine the fact that women
tend to work in industries where average salaries are lower and grow more slowly. But our analysis
presented above in Figure 2.4 does not support this argument if we do not take into account the pat�
tern of wage gaps by sectors. According to the official statistics on wages of staff employees by sec�
tors and gender in 2008, relatively large gender wage gaps exist in sectors with higher wages and
lower rates of informality than the national average, such as industry (32.8 per cent), mining (48.7
per cent), and financial services (31.2 per cent). Relatively small wage gaps are present in sectors
with higher rates of informality (e.g. real estate and business activities � 7.5 per cent) and/or lower
wages than in the other branches of economic activity  (e.g. fishing � �5.2 per cent, forestry � 7.5 per
cent,  agriculture � 11.4 per cent, and  health care � 12 per cent). This suggests that differences in
the sectoral distribution of female and male employment contribute to the overall wage gap in
Ukraine.

To sum up, given the existence and prevalence of so�called envelope wages (an illegitimate wage
arrangement whereby formal employers pay their formal employees both an official declared wage
usually at some minimum level as well as a supplementary envelope wage) and undeclared income
from informal economic activities, the data on wage gaps based on official statistics in Ukraine
should be interpreted with caution. Furthermore, official statistics on wages based on statistical
reporting of medium and large enterprises do not portray an accurate account of differences in hours
worked, pay systems (with various bonuses and pay premium) and the tax burden. Finally, there is no
reliable statistics on monthly wages and normal hours of work differentiated by gender covering
important occupations or groups of occupations in important branches of economic activity.16
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2.4. Other aspects of gender inequality

The disadvantage of women extends beyond pay and employment (underemployment, instability
and job precariousness) to all aspects of life. According to the UNDP in Ukraine 17,  Gerasimenko
(2008) and UNDP (2003), the other challenges with regard to gender in Ukraine may be summarized
as follows:

• a lack of female representation in top positions in the public sector, including at the MP level, in
ministerial positions and in local governments; 

• a lack of female representation in the private sector; 

• gender�based discrimination in the labour market against women older than 45�50 years; 

• great gender imbalances in rural areas;

• unequal sharing of paid and unpaid domestic work,18 resulting in an asymmetry in the work�
family life balance. The lack of working�time flexibility and family�friendly arrangements in the
workplace due to employers' preferences for regular full�time jobs 19 forces many women with
caretaking responsibilities to leave employment, work below their qualifications, and switch to
lower paid and possibly more precarious part�time positions in occupations where these are
offered, often in the informal sector. This disparity in the approach towards evaluation and
assessment of men's and women's economic productivity affects not only the current social and
economic status of women, but also their status in the future caused by gaps in the pension pro�
visions;

• a gender gap in the pension provisions and in quality of life. Women usually have interrupted
working lives due to childcare leaves, lower pay, and a lower retirement age than men (55 ver�
sus 60 years). On the other hand, their average life expectancy at birth exceeds men's life
expectancy by over eleven years. As a result, women have lower income replacement rate when
they retire than men. Negative consequences of this inequality include a lower quality of life for
women after retirement and a higher risk of falling into the poverty trap. According to
Gerasimenko (2008, p. 149), women represent 70 per cent of poor people over 60 years and 90
per cent of poor single persons over 60 years;

• health and demographic implications caused by domestic violence, including high numbers of
incapacitating traumas and deaths;

• social and economic implications of inequalities which are further reinforced by the risky behav�
iour of men and prevailing gender stereotypes.
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17 http://www.undp.org.ua/files/en_11592EOWR_prodoc_eng.pdf.

18 According to the ILO estimates, women in Ukraine work on average 4 to 6 hours longer than men if unpaid domestic work is taken into
account (http://biz.liga.net/news/E1005225.html).

19 Labour legislation in Ukraine is not very restrictive in this respect. Specifically, Article 51 of the Labour Code specifies that an enter�
prise or organization may establish, at its own expense, a reduced duration of work time for women who have children under 14 years old or a
disabled child.



The PES is among the first state institutions in Ukraine to incorporate the principles of equal treatment
of men and women into its work. It demonstrated a strong interest in the gender equality approach in 2000
and started to implement it gradually in 2001, when the Law of Ukraine on Obligatory State Social
Unemployment Insurance came into force.  The long�term objective of this approach is to improve PES' serv�
ices to persons seeking employment, attending training courses, or receiving any other assistance from the
PES by incorporating considerations of equal rights and opportunities. This approach is seen as one of the
means to achieve an efficient labour market policy, to promote equal opportunities between men and women
on the labour market and to bring more people into employment.

Essential elements of the gender equality approach in the PES of Ukraine include:

• encouraging the entire staff of PES to think and act differently, bringing equality objectives into
their everyday practice and work duties (such as counselling and job matching services). New
employees of the PES receive training on gender issues within the training programme devel�
oped and provided by the Training Institute of the PES;

• appointing a  representative for equality in all regional employment centres;

• consolidating the efforts of various public and civil society organizations, including PES,
women's and youth public organizations, trade unions and employers' organizations, political
parties and the other stakeholders;

• providing PES clients with informational materials and services in order to raise awareness of
gender equality.

Emphasis has been also placed on breaking down traditional gender stereotypes in Ukrainian society in
order to promote women's progress in the world of work. An essential element of this strategy is the col�
laboration of the PES with employers, providing employers with relevant information and specific training
opportunities such as "Gender policy and labour market" and "The ways of overcoming gender stereotypes
on the labour market". This collaboration aims to raise awareness of gender equality in recruitment and at the
workplace.

The work on equal opportunities in the PES has been established through a transparent organisational
infrastructure. First, a manual on promoting gender equality in the operations of employment centres was
developed in 2004 (PES, 2004) and later implemented. It briefly describes the principles of gender equality
policy, provides recommendations on the provision of informational services on gender issues, and speci�
fies a number of particular services targeted at groups most vulnerable to gender inequality (in particular,
female employers and young employers, female jobseekers and youth). It also lists the basic services on
ensuring gender equality provided through the PES network, provides the job description of a  specialist on
gender issues, specifies requirements for gender corners, and provides recommendations on organising and
carrying out thematic workshops on gender issues. Although the manual contains many seemingly useful
recommendations, it remains rather declarative and superficial as it focuses primarily on the formal rights of
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ity policy; and first�hand information acquired by the author through visits to the base employment centers in Kiev City and the oblast and the
communication with their staff and clients.
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women and youth as disadvantaged persons to whom special attention should be paid. It also focuses on the
provision of low�cost informational and counselling services for women and young persons, but does not
identify specific programmes for women and proactive steps that can be taken to prevent existing gender�
based discrimination in the Ukrainian labour market. This approach does not directly seek to increase the
labour force participation of women which would result more directly in an equality of outcomes rather than
an equality of opportunities. 

Since 2004 there have been significant changes in the policies, strategies and priorities of the PES, there�
fore rendering the aforementioned manual out�of�date. However, it is analysed here as it is the only official
document on promoting gender equality in the PES.  It is recommended that the PES either update this man�
ual or develop an alternative document to better   reflect their present situation regard to gender main�
streaming. 

Second, action plans and programmes aimed at supporting women in professional self�determination,
acquiring necessary skills, their adaptation in the labour market and self�actualization in professional
activity have been incorporated into all territorial employment programs. The main tasks of these pro�
grams are to:

• provide assistance in adapting women to the regional labour market and to encourage them to
actively participate in the labour market;

• direct women toward acquiring the skills that are currently in demand;

• direct women toward their potential entrepreneurial development and towards creating their own
business;

• develop the system of social partnership with women's civil society organizations on the sub�
ject of preventing illegal labour migration and human trafficking, and addressing problems relat�
ed to gender equality;

• raise awareness of the problems associated with female employment in the media.

Active labour market services

To fulfil these tasks and implement gender equality policy, the following active labour market services
are provided on a regular basis by the PES of Ukraine:

• informing the clients about the main trends and projections in the local labour market, including
information on labour demand and supply among women and youth;

• informing the clients about the existing public organizations which provide support for women
and youth, and organizing meetings with their representatives;

• information, guidance and counselling services related to job search and employment, including
employment abroad;

27



• career guidance services, including special workshops and meetings with experienced profes�
sionals in the fields of health care, education, psychology, economics, law, taxation, etc.;

• psychological support and assistance in professional adaptation;

• search for suitable jobs and assistance in job placement;

• vocational training scheme (training, retraining and skills upgrade), including acquiring neces�
sary skills for further self�employment;

• temporary employment in paid public or seasonal work;

• employment of women with children under 6 and single mothers with children under 14 or dis�
abled children in newly�created or reserved jobs pursuant to the Law on Employment of
Population (the so�called 5 percent quota);

• measures promoting entrepreneurship among the unemployed in the form of lump�sum pay�
ments of unemployment benefits;

• subsidized employment to support those who are most vulnerable.

According to the Laws of Ukraine On Employment of the Population (1991) and On Obligatory
State Social Unemployment Insurance (2001), most services, except information, advisory and
counselling services, and public works (in case of their excess) are available only to persons regis�
tered in the PES as unemployed, i.e. working age individuals who, because of  lack of work, do not
have earnings or other income specified by legislation and are registered with the PES as job�seek�
ers ready and available for suitable work. Thus, formally all jobless persons willing to work can reg�
ister with the employment centre as unemployed and receive entitlement to wider range of services,
including training and subsidized employment. However, the unemployed status may be denied to
the following people: unskilled persons looking for their first job if they refuse an offer for vocational
training or a job, including a temporary unskilled job; persons below or above the statutory working
age, and persons eligible for pension according to the legislation; and persons who rejected two
offers of a suitable job within seven days of registering as non�employed jobseeker with a local
employment centre. Given that for some categories of jobseekers � in particular persons with a pre�
vious period of inactivity over 12 months � public work is also considered suitable work since
January 2009, many skilled women, returning after long�term leave, are excluded from most PES
services because they refused two offers for typically low�skilled public works jobs. 

Another important issue is whether provided ALMP measures address the needs of specific groups
with disadvantages in the labour market. According to the Law of Ukraine On Employment of the
Population (Article 5), all companies with a workforce of more than 20 persons are obliged to reserve
five per cent of their regular workforce (the so�called five per cent quota) for employment of workers
from vulnerable groups, including mothers with children under six years old, single mothers with chil�
dren under 14 or disabled children, several categories of youth,, persons of pre�retirement age (53 years
for women and 58 years for men) and persons released from imprisonment. The Law of Ukraine on the
Principles of Social Security of the Disabled in Ukraine (1991) also sets the quota for employment of the
disabled at four per cent of the regular workforce (or one per workplace if the total workforce is between
8 and 25 persons). This measure is often criticized for imposing restrictions and expenses on employ�
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ers, often providing them with incentives to manipulate the law (through avoidance or evasion) and thus
resulting in discrimination against the protected categories. Furthermore, issues still remain regarding
the quality of work given and the sustainability of employment even if employers do hire persons from
disadvantaged groups protected by law.

Hence, it has been recommended that Ukraine instead pursue the so�called non�discrimination
policy as in some EU countries, or at least to pursue a "stick and carrot policy" providing direct or
indirect incentives to employers instead (European Business Association, 2008). Examples of such
incentives are employment (or wage) subsidies and reduced social security contributions. The PES
of Ukraine provides wage subsidies to employers in the private sector for employing registered job�
seekers from the aforementioned vulnerable groups, and also for employing pregnant women and
members of households with two or more unemployed persons.  This wage subsidy scheme is often
criticized for possible distortive effects including deadweight loss (as many beneficiaries may have
found jobs independently of the subsidies), substitution effects (as subsidies may cause some reg�
ular workers to lose their jobs) and displacement effect (as subsidies may reduce the market share
of subsidized firms relative to others), thus not resulting in a straightforward net employment effect
(Kluve, 2007). However, it is found that wage subsidies may have some positive effects on employ�
ment and earnings for specific targeted disadvantaged groups, in particular if they are combined
with job development, training, and job search assistance efforts (Katz, 1996). Given this, the wage
subsidy scheme in Ukraine may be an effective tool for employment of hard�to�place individuals.
However, due to budget constraints it is implemented on a fairly small scale.

With regards to the other ALMPs, they are not specifically targeted at persons from vulnerable
groups, and they are provided on a regular basis specified by the law and internal regulations of the
PES. The balance within active labour market measures programmes is over�concentrated in tem�
porary public works, which provide employment of the last resort and are unlikely to contribute to
the long�term employability of participants. The PES reports that it actively promotes self�employ�
ment and entrepreneurship among unemployed women, but due to a very limited amount of materi�
al support (capped by the total amount of unemployment benefits available to the applicant), most
women are trapped in low�productivity jobs in trade and personal services requiring less initial
investment but providing a higher cash turnover.21

In addition to these traditional measures, the PES of Ukraine has developed and implemented
new arrangements related to gender equality such as gender information corners, gender clubs and
places for temporary supervision of children whose parents are attending the employment centres.

Gender corners

Gender information corners were set up according to the manual on promoting gender equality in the
operations of employment centres (PES, 2004) in the job information sectors of all base employment
centres of the PES during 2004�2005. Depending on the base employment centre, the gender corner may
take up several shelves of a stand or bookcase with various informational materials, or it might occupy
a separate space (usually in the corner) with tables and seats. The main objective of these gender cor�
ners is to inform PES clients of their constitutional rights in the labour market and the achievements of
women and youth in the professional sphere. Gender information corners for women usually contain
informational materials (as a rule, in the form of leaflets) and copies of relevant legislative acts under the
following headings:
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• supplemental information for female employers;

• supplemental information for female jobseekers;

• supplemental information for certain categories of women with unemployment statuses such as: 

– unemployed single mothers and mothers of many children;

– female jobseekers of pre�retirement age;

– women returning to work after a long term of care leave;

– women willing to work at home or with flexible working hours; 

– women willing to start their own business;

– disabled women and mothers of disabled children;

– women discharged from military service;

• information for those willing to find employment abroad with help of private employment agen�
cies;

• information on prevention of violence at home and human trafficking;

• information on prevention of child labour;

• information about healthy lifestyles.

Additionally, every base employment centre has a library including literature on gender issues.
Thematic folders containing gender�related information, collected by specialists of the regional
employment centres, are available in gender corners as well as well as in other areas of the employ�
ment centre. All interested persons have access to these materials.

Although the various informational materials in gender corners and in other areas of the employ�
ment centre help raise unemployed citizens' awareness of gender issues and women's socio�econom�
ic rights in access to education, work and entrepreneurship, the real effectiveness of this scheme in
promoting gender equality in the Ukrainian labour market seems doubtful if it is not supported by more
active labour market programs taking into account the specific needs of women and focusing on
increasing their employability. Moreover, illustrations on leaflets showing women in traditional female
occupations (such as knitting, embroidering and other kinds of needlework, cooking, cutting, teach�
ing, etc.) and men in traditional male occupations (predominantly in industry and construction) ) tend
to reinforce gender stereotyping, therefore perpetuating gender segregation in jobs. The PES also uses
� n accordance with the National classification of professions � some gender�specific job titles (e.g.
"knitteress", "embroideress" and "seamstress"), which do not have gender�neutral analogues in
Ukrainian. Therefore, it is recommended that the Research Institute of Social and Labour Relations in
Luhansk modify the National classification of professions, and that gender�neutral job titles are used
thereafter.

Gender clubs and thematic workshops

In accordance with a Manual on promoting gender equality in the operations of employment centres
(PES, 2004), gender clubs have been organized in large towns and cities. These gender clubs aim to join the
efforts and functional cooperation of the PES with women's and other public organizations to provide high�
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quality, up�to�date information promoting the employment and labour force participation of women in the
present economic environment. The centre should have enough space for shelves with information materi�
als, tables with computers (one seat for the equality adviser and several seats for clients) and for group meet�
ings. Ideally it should be also be equipped with a phone, fax, printer, copier, TV and video player so visitors
can watch short films about gender�related issues.

Women are involved in various active labour market programs such as informational and counselling
services, special thematic workshops and trainings, and meetings with employers. For instance, in gen�
der clubs, special thematic workshops for women with various specialists from the world of work �
including lawyers, HR specialists, psychologists, teachers and successful business women � are held.
These workshops and meetings discuss topics such as "Business for women", "I'm a successful woman",
"Woman and modernity", "Woman in social and political thought", "Woman and the present time: peculi�
arities of employment of women in the current environment", "Components of career", "Woman, unem�
ployment and own business", "Presentation of blue�collar jobs and professions", "Workshop on general
issues of employment and the local labour market conditions", "Prevention of illegal labour migration,
human trafficking and child labour", and "Employment abroad". During such meetings, women learn to
independently search for a job, prepare their CV, present themselves effectively during job interviews and
communicate well with employers. Such basic skills are vital for many workers in Ukraine so that they
can integrate into the modern labour market environment easily and find a suitable job quickly. Also, in
order to enhance the competitiveness of women in the labour market and promote their employability,
female participants of the meetings are taught to analyse their own strengths and weaknesses, find the
causes of their own problems and the ways to address them, and to increase their self�understanding
and self�assertion. Some women also attend special workshops aimed at developing their entrepreneur�
ial skills.

For women living in rural areas there are thematic workshops on effectively performing household work
and subsidiary agriculture, the peculiarities of entrepreneurial activity in rural areas, and employment in rural
green tourism. The aim of such measures is to raise women's awareness of the law and their rights with
regard to job placement and employment.

There are also mixed workshops on gender issues for both men and women and specific workshops only
for men. Besides the traditional workshops available throughout Ukraine, regional employment centres also
create specific workshops within their region. For instance, the Kyiv City Employment Centre offers several
workshops such as "Ways of overcoming gender stereotyping in the labour market" (participants: jobseekers
of both genders, plus women returning after long�term care leave, mothers of children up to 6 years old, and
women of pre�retirement age), "Middle age and career" (participants: middle�aged and older jobseekers of
both genders), "Social and professional adaptation" (participants: jobless persons switching to a new pro�
fessional environment and those returning to the labour force after a long period of non�employment).
Currently, Kyiv City Employment Centre is also testing a career guidance scheme in the form of a "Gender
and profession" lesson taught to high school students that aims to challenge existing gender stereotypes in
jobs among young people.

In conclusion, thematic workshops are extensively used by the PES and are considered by its specialists
to be the main gender�related service designed to help women overcome personal or cultural barriers to
labour market participation and advancement. However, their impact with respect to participants' job search
behaviour and chances of re�employment has not yet been evaluated. The only assessment conducted was
based on the feedback questionnaires filled out immediately after the workshop, which cannot accurately
assess changes in the participants' employability.
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Places for temporary childcare

In all base employment centres, places for temporary supervision of children whose parents are attend�
ing the employment centre have been set up. The size and nature of such areas largely depend on the prem�
ises of the employment centre and its amount of traffic. In large employment centres, there are often sepa�
rate children's rooms with a table, chair, sofa, toys, books and stationery, while in small employment cen�
tres these are simply chairs and tables "equipped" with pencils, paper and books, usually located in the main
room in which other services are provided to jobseekers.

However, the overall availability of such children's rooms or corners provides little information on the
quality of the services and their usefulness. Although the PES acknowledges that the lack of adequate child�
care facilities in Ukraine is one of the major barriers to increasing female labour force participation, improv�
ing women's training opportunities and avoiding their segmentation into disadvantaged forms of employ�
ment, it denies any responsibility for this problem. The Law of Ukraine On Ensuring Equal Rights and
Opportunities for Women and Men specifies that executive government bodies and local governments
authorities within their competences should provide accessible childcare services (Article 12), while employ�
ers are obliged to provide men and women with the opportunity to combine their working and family respon�
sibilities. Although the PES acknowledges that the lack of adequate childcare facilities in Ukraine is one of
the major barriers to increasing female labour force participation, improving women's training opportunities
and avoiding their segmentation into disadvantaged forms of employment, it is beyond the mandate of PES
to address this issue. The Law of Ukraine on Ensuring Equal Rights and Opportunities for Women and Men
specifies that executive government bodies and local government authorities within their competences
should provide accessible childcare services (Article 12), while employers are obliged to provide men and
women with the opportunity to reconcile work and family responsibilities (Article 17). However, neither this
Law nor the State Programme for Ensuring Gender Equality in Ukrainian Society up to 2010 specifies con�
crete proposals on how to ensure the fulfilment of these provisions.

Gender impact assessments and performance indicators linked to gender at PES

Another essential precondition for successful gender mainstreaming is a systematically �conducted gen�
der impact assessment, and the monitoring and evaluation of the measures taken by all government bodies
and state agencies (EC, 2007). A gender impact assessment helps to identify whether the policy or pro�
gramme under scrutiny has positive or negative outcomes in terms of promoting gender equality, and there�
fore can be used to improve the quality and efficacy of policy design. 

The PES is in the process of introducing a monitoring and evaluation system aimed at measuring the
impact of the various provisions on promoting gender equality and eliminating existing inequalities. This
should include the setting of targets with regard to equal rights and opportunities, defining concrete policy
measures to reach these targets, and developing a set of indicators to be used as benchmark against which
to assess the performance of various measures. 

To sum up, the PES has invested effort and resources into promoting gender equality since 2001,
Nonetheless, there are a number of challenges that the PES should consider addressing to further improve
its performance in terms of achieving gender equality. 
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These include the following:

• the manual on promoting gender equality in the employment centres, written in 2004, is out�
of�date as it does not cover recent changes in gender policies and programmes; 

• illustrations on information leaflets of the PES showing women in traditional female occupa�
tions and men in traditional male occupations reinforce gender stereotyping, and thus indirectly
perpetuate gender segregation in jobs; 

• most active labour market policy measures are formulated in gender�neutral terms, i.e. are not
gender�sensitive;

• policies and documents on ensuring equal rights and opportunities for women and men devel�
oped in Ukraine are not fully integrated into the legislation regulating the PES;

• several specific measures may have a gender impact (e.g. thematic workshops for women or
men), but no gender impact assessments are available;

• the gender equality approach implemented in the PES is limited to equality of treatment, focus�
ing on the formal rights of women as workers and the equal access of men and women to PES
services. This approach is based on the ILO principle of inclusivity, but it is often criticized as
it does not effectively address the differences in needs, skills and experiences of men and
women and fails to reduce existing disadvantages. It should be complemented by positive
actions that create conditions more likely to result in equal employment and training opportu�
nities;

• a monitoring and evaluation system to measure to measure the impact of the various services
for the unemployed to promote gender equality and eliminate existing inequalities in the labour
market has yet not been introduced.
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In order to evaluate the actual performance of gender�related policies provided by the PES of Ukraine in
terms of promoting gender equality and addressing the needs of PES clients, a sociological survey of three
target groups � namely PES counsellors, jobseekers and employers (survey methodology and the survey's
limitations are discussed in the Annex) � was carried out in March�April 2010 for the first time in Ukraine.
The results are analysed here separately for the three groups of respondents, and then summarised in con�
cluding remarks.

4.1. Survey results: PES specialists 22

According to the responses of specialists from all surveyed base employment centres throughout
Ukraine (34 centres), 23 men and women registered in their local employment centres have equitable access
to various active labour market measures including training and self�employment schemes and seem to
benefit from them equally. At the same time, six out of 34 respondents mentioned that implementation of
the self�employment scheme through the lump�sum payment of unemployment benefits is currently sus�
pended due to the budget constraints resulting from the ongoing economic and financial crisis.

An analysis of the answers about the availability of various gender�related services and materials (Table
4.1) shows that the most widespread services provided are gender corner materials. They are available in
all surveyed employment centres, and are considered very useful by the overwhelming majority of PES spe�
cialist respondents. Another widespread service in the surveyed employment centres is a children's room
or corner, which is also considered very useful by three�fourths of surveyed PES specialists. On the other
hand, important services such as organised childcare for participants in training and public works schemes
are available in only two of the 34 surveyed employment centres, and even these two cases seem unrepre�
sentative, given that this kind of service is not authorized within the PES of Ukraine.

34

22 The number of observations is 34.  Descriptive statistics of the sample are presented in the Annex (Tables A.5, A.6). Given the fairly
small sample size (34 out of 654 base employment centers total), the survey is a qualitative rather than quantitative assessment of the activity
of the PES in the field of gender mainstreaming. Therefore, all numbers presented in section 4.1 should be treated with caution.

23 Although there have been several cases where separate questionnaires were filled out by two to four specialists from the same base
employment center, we keep only one questionnaire per base employment center. That way the number of respondents is equal to the number
of surveyed base employment centers in the final sample, i.e. 34.
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Table 4.1. 
Availability of gender�related services and materials 

in base employment centres and their usefulness for jobseekers
in terms of their access to ALMP programs and further employment

Degree of usefulness
Services of the PES Availability

Very useful Rather useful Neither useful, nor useless

Консультації окремого
спеціаліста з питань 50% 52,6% 42,1% 5,3%
ґендерної рівності 

Інформаційні матеріали 
100% 62,5% 37,5% –

ґендерного куточку

Інформаційні матеріали
та зустрічі у ґендерному 50% 61,1% 38,9% –
центрі або клубі

Кімнати або куточки
тимчасового догляду 67,6% 75% 20,8% 4,2%
за дитиною

Організований догляд
за дітьми клієнтів ДСЗ, 
які проходять профнав� 5,9% 50% 50% –
чання або беруть участь 
у громадських роботах

Програми профнавчання 
для жінок, які поверта�
ються до роботи після 44,1% 81,3% 12,5% 6,3%
тривалої перерви 
(догляду за дітьми або 
іншими членами родини)

Спеціальні заходи для 
жінок�трудових мігрантів, 29,4% 54,5% 45,5% –
які повернулися до України

Тематичні семінари та 
зустрічі з соціальними 
партнерами, роботодав� 50% 84,6% 15,4% –
цями та жіночими гро�
мадськими організаціями

Source :Survey of 34 PES counsellors throughout Ukraine carried out in March�April 2010.
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In half of the surveyed employment centres, predominantly those located in large towns and cities,
consultations with an equality consultant, gender club materials, and meetings and thematic workshops
on gender issues that which are thought to be useful for women are also available. Training facilities for
women returning from long�term care leave and specific measures for female returning migrants are also
provided in some of the surveyed employment centres.

Although no particular trend has been found on the relationship between the availability of some par�
ticular services and the characteristics of an employment centre, there is a general trend of the total num�
ber of gender�related services provided corresponding to the settlement size, and therefore with the work�
ing load of the employment centre.

Over 80 per cent of respondents believe that PES services adequately take account of the specific
needs of women and men, while the rest were unsure. In particular, different individual and group meet�
ings are organised for women in order to understand and subsequently address their specific needs. Some
highlight how women from vulnerable groups can be employed in reserved or subsidised jobs, according
to the Law of Employment of Population. The specific needs of women regarding work time and the con�
tent of the work are also taken into account when matching one with a job or training. When we look at
the examples how the PES services take account of men's specific needs, they are mainly about the pro�
vision of information materials in gender corners and the organisation of thematic workshops for men.
Only some of them mentioned training tailored to employers' needs and matching men to a suitable job
taking into account the offered wage rate, as men are expected to support the family.

Fewer respondents (58.8 per cent) were positive that the PES took the specific needs of individuals
with family responsibilities into account, and more respondents (35.3 per cent) found this question diffi�
cult to answer. Moreover, most of the respondents who gave some examples of how exactly these spe�
cific needs are taken into account cited the various thematic workshops (on the prevention of illegal migra�
tion and human trafficking, prevention of child labour and the trafficking of children, family unemploy�
ment, employment opportunities in the rural area, etc.) and the available places for temporary childcare in
the employment centre. Few of them pointed to considerations taken in job placement, such as priority
given to a family member in the case of family unemployment when placing workers in temporary or sub�
sidised job placement, or taking into account the need of workers to be near their family when training
courses or public work positions are offered.

When asked about the ability of men and women to articulate their skills and qualifications during
counselling sessions, half of respondents reported no difference between men and women in this respect,
but 35.3 per cent of respondents said that women usually perform better, most likely due to a higher edu�
cation level and better communication skills.

As far as the gender�neutrality of the language used by employers for registering vacancies is con�
cerned, only 29.4 per cent of respondents said that their local employers always use gender�neutral lan�
guage. A majority of PES specialists who participated in the survey (64.7 per cent) responded that gen�
der�neutral language is sometimes used, and only one specialist said that it is not used at all. Although
employers are prohibited from advertising a vacancy exclusively for men or women according to the gen�
der equality legislation in Ukraine, it often happens that they specify a required gender during vacancy reg�
istration in the PES regardless. 24 In this case, the PES puts the illegal requirements concerning sex, age,
liability for military service or health status in the notes of the open job post, places a gender neutral ad,
but then often uses this additional information when matching the unemployed person to it. The main jus�
tification for using such practices is to save employers' time by matching the unemployed workers with
the desired qualifications to the open job posts. However, this recruitment practice is discriminatory and
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24 Analysis of job vacancy announcements posted in mass media, Internet job portals (including the one supported by the PES �
www.trud.gov.ua), private employment agencies and other sources (e.g. job ads in public transport) suggests that employers regularly specify
gender, age and sometimes appearance requirements when advertising vacancies.



therefore undermines the achievements of the PES elsewhere in promoting gender equality and breaking
down inequalities in the labour market. 

About 53 per cent of respondents reported that local employers only sometimes use gender� neutral
language in job vacancies when referring to skills, physical efforts, and levels of responsibility, although
30 out of 34 respondents agreed that vacancies of male dominated jobs in their locality do not usually
require higher qualifications than female dominated jobs. This implies that in some cases employers tend
to express the qualifications in vacancies in such a way that it can affect the application and further
employment of the two sexes. On the other hand, employers are likely to enquire about the sex of candi�
dates prior to the job interview: in six out of 34 surveyed employment centres this happens often, and in
21 centres it occurs sometimes.

Thus, Ukrainian employers often use gender�specific job announcements, and many of them seem to
be unaware of the discriminatory nature of their advertising and recruitment practices. To address this
problem, PES specialists discuss gender equality issues with local employers and the authorities.
According to the survey of PES specialists, 31 out of 34 surveyed employment centres reported that they
had participated in such interactions.

In half of the surveyed employment centres (irrespective of the settlement size, region or other char�
acteristics) the sex of candidates is disclosed by the PES specialists prior to the job interview.
Nevertheless, all of the PES specialists surveyed argued that they treat men and women with similar qual�
ifications equally when matched to similar job posts, and that there are no significant differences between
men and women in the occupations and economic sectors they are matched to. In the overwhelming
majority of the surveyed employment centres (27 out of 34), women tend to be selected by employers
posting vacancies with the same frequency as men, and only in five centres were they selected less often
than men, mainly due to the specific features of vacancies requiring heavy manual labour or  offering
harmful working conditions.

To sum up, many PES specialists believe that jobseekers must be matched and then selected by
employers according to their competencies/qualifications and not according to the sex, unless a specific
sex is an essential condition for the work to be performed. The challenge is to ensure that when sex is
considered, it is an essential condition according to the law (for instance in harmful and unsafe jobs, in
which Ukrainian law prohibits women from being employed) and not because of stereotypical perceptions
about women. Otherwise, the PES is inadvertently supporting gender discrimination in job application and
recruitment.

4.2. Survey results: Registered jobseekers 25

The overwhelming majority of surveyed registered jobseekers using various services of the PES agree
that most services are provided on an equal basis to both women and men (Table 4.2). However, some
respondents of both sexes think that women are treated more favourably, particularly in access to such
ALMPs as gender specific programmes, public and temporary works, and career guidance services. This
suggests that the PES of Ukraine uses a gender�sensitive approach, and this is a positive sign from a gen�
der mainstreaming perspective. As the second column of Table 4.2 shows, a majority of respondents are cov�
ered by passive income support program and traditional PES services such as advice, counselling, career
guidance and assistance with their job search, which attempt to improve participants' employability and
increase their motivation for their job search or retraining if necessary.
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Employment Center, Donetsk City Employment Center and Solomyanskiy Rayon Employment Center in the City of Kiev) is 90. Descriptive sta�
tistics of the sample are presented in the Annex (Table A.3).



Table 4.2.
Opinion of jobseekers on equal treatment between men and women 

in the access to various services of the PES

% of respondents using 
the service who argue that:

PES services for Use of service  
jobseekers (% of 90 men and men are women are 

respondents) women are treated more treated more
treated equally favourably favourably

Реєстрація безробітних у ДСЗ 100% 100% – –

Інформаційні та консультаційні 
послуги, пов’язані з пошуком 98,9% 98,9% – 1,1%
роботи та працевлаштуванням 

Пошук підходящої роботи та 
92,2% 96,3% – 3,7%

сприяння у працевлаштуванні 

Профорієнтаційні заходи 
(спеціальні семінари, тренінги, 92,2% 93,8% – 6,3%
зустрічі тощо)

Професійна підготовка, 
перепідготовка та підвищення 27,8% 96,3% – 3,7%
кваліфікації

Організація оплачуваних 
10% 81,8% – 18,2%

громадських та сезонних робіт 

Виплата допомоги по 
безробіттю, матеріальної 
допомоги під час профнавчання 91,1% 100% – –
або допомоги на поховання 
безробітного

Заходи сприяння 
самозайнятості (одноразова 
виплата допомоги по безробіттю 0% – – –
для організації підприємницької 
діяльності)

Спеціальні програми для 
чоловіків або жінок (наприклад, 
жіночі семінари та клуби, 8,9% 66,7% – 33,3%
семінари для чоловіків тощо) 

Source : Survey of 90 registered jobseekers in Kyiv, Donetsk and Kolomyia carried out in April 2010.
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Information and counselling 
services related to job search 
and employment

Assistance in the choice of 
suitable job and in job placement

Career guidance services 
(special workshops, meetings)

Vocational training

Organisation of public 
and seasonal works

Payment of unemployment 
benefits and assistance

Self�employment scheme 
(lump�sum payment of 
unemployment benefit) 

A gender specific programme 
(e.g. a women�only or 
men�only workshop)



As concerns specific gender�related services and materials such as gender corner materials, gender club
materials and meetings, and children's rooms, a considerable share of respondents either never used or were
unaware of these services and materials (Table 4.3). At the same time, about 73 per cent of those who
assessed the usefulness of children's room found this service as rather or very useful. Interestingly, most
respondents considering the children's room to be of low usefulness do not have children of pre�school age,
and only one young woman with a child between the ages of three and six responded that she was dissatis�
fied with this service. About 80 per cent of respondents, who assessed the usefulness of the other two gen�
der�related services and materials, found them rather or very useful, but men appeared to be more sceptical
than women.

Table 4.3.
Opinion of jobseekers on the usefulness of gender�related services and materials 

(in % to the total number of respondents)

Neither Comp� Never NotPES gender�specific Very Rather Ratheruseful, not letely used aware ofservices useful useful uselessuseless useless before this service

Children's room 10,0% 11,1% 1,1% 4,4% 2,2% 54,4% 16,7%or corner

Gender corner  22,2% 32,2% 6,7% 6,7% – 28,9% 3,3%materials

Gender club  20,0% 22,2% 4,4% 5,6% – 38,9% 8,9%materials and meetings

Source : Survey of 90 registered jobseekers in Kyiv, Donetsk and Kolomyia carried out in April 2010.

54.4 per cent of respondents think that that PES services adequately take account of women's needs, 10
per cent do not agree with this statement (two thirds of them are women), and 35.6 per cent find this ques�
tion difficult to answer. The most popular answers on the question about the different women'
needs/requirements that should be taken into account by the PES when designing and delivering services to
the public could be aggregated into the following groups:

• matching to a job with favourable working conditions for women, in particular with flexible or
fewer working hours, easier work and a suitable location closer to home;

• ensuring protection of job�placed women with young children according to the Labour Code of
Ukraine;

• increasing the number of suitable vacancies for some vulnerable categories of women, such as
women over 45, disabled women, single mothers, mothers of young children, and mothers of
adopted children;

• arranging more places for visitors, places for temporary childcare (children's room or corner),
and separate WC facilities for men and women in the employment centre.
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A similar distribution can be observed in the answers about men's needs: 55.1 per cent of respon�
dents agree that that PES services adequately take account of men's needs, 7.9 per cent do not agree
(70 per cent of them are men complaining about the lack of jobs matching their profession and skill
level), and 37.1 per cent are not sure. As one could expect, the most popular answer as to the dif�
ferent men's needs that should be taken into account by the PES is about earnings. Respondents of
both sexes claim that since men are the key breadwinners in their families and have more time and
greater health, they need to be offered jobs with higher earnings. They also respond that the jobs
offered need to be in accordance with their profession and skill level. For this reason, jobseekers rec�
ommend that the PES cooperate more closely with employers. Several respondents also suggest that
the PES address the issue of the low labour demand for older workers, which presumably results from
age discrimination in the labour market as well as the lower productivity of older workers due to poor
health.

Significantly less respondents � only 31.5 per cent � are satisfied with how the PES services meet the
needs of individuals with family responsibilities, and 24.7 per cent are rather unsatisfied, most of them
because of the lack of jobs for individuals with family responsibilities (e.g. mothers with young children
or large families) and the strict criteria of remaining in the register, which does not take into account var�
ious personal or family circumstances (e.g. situations where women cannot reschedule employment cen�
tre visits because of parenting responsibilities). 26 Accordingly, jobseekers recommend that family cir�
cumstances be taken into account when compulsory regular visits to the PES are scheduled and when jobs
or PES services are offered.

The main conclusion is that in the opinion of the surveyed jobseekers, the PES overall does everything
possible to make things equally fair for men and women. 89 out of 90 respondents reported that they never
experienced gender discrimination when dealing with the PES.

Another important conclusion which follows from the answers of jobseekers is that the discriminato�
ry attitudes which dominate the views of many employers remain one of the major sources of gender
inequality in the Ukrainian labour market. Registered jobseekers reported evidence of discrimination by
employers, predominantly in large cities and against women, in recruitment (14.4 per cent or respon�
dents), pay (8.9 per cent), performance appraisal and promotion (5.6 per cent), dismissal for economic
and other reasons (3.3  and 4.6 per cent, respectively), and training opportunities and fringe benefits (1.1
per cent each).

4.3. Survey results: Employers 27

All respondents representing employers (directors, deputy directors, HR managers or chief
accountants) who participated in the survey consider the PES services to be provided to female and
male employers on an equal basis. According to those surveyed, employers use the PES services relat�
ed to the mandatory state unemployment insurance and statistical reports (Table 4.4). Employers also
use the PES to fill vacant job positions, either through matching the registered jobseekers to the avail�
able vacancies (30 per cent of surveyed employers) or through organizing job fairs, presentations of
companies and occupations, and organizing meetings with candidates among jobseekers. (23.3 per
cent). The other PES services for employers listed in Table 4.4 are not widely used by the surveyed
employers.
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26 According to the law and regulations of the PES, an unemployed person is obliged to visit the employment center once a week but is
allowed to postpone the visit for valid reasons (including illness, or a child or family  member requiring  full�time care), accompanied by relat�
ed documents.  

27 The total number of employers  in the sample representing three selected base employment centers (Kolomyia Rayon Employment
Center, Donetsk City Employment Center and Solomyanskiy Rayon Employment Center in the City of Kiev) is 90. Descriptive statistics of the
sample is offered in the Annex (Table A.4).



Table 4.4.
Use of PES services by employers *

Use of service  
PES services for employers

(% of 90 respondents)

Інформування про стан та основні тенденції на місцевому ринку праці
16,7%

та про професійно�кваліфікаційний склад осіб, зареєстрованих у ДСЗ

Інформаційні та консультаційні послуги з питань законодавства про
працю, зайнятість, соціальне страхування на випадок безробіття та 55,6%
з питань статистичної звітності 

Консультування з питань працевлаштування окремих груп громадян 
(іноземців, інвалідів, осіб, як потребують соціального захисту 13,3%
та не здатні конкурувати на ринку праці)

Допомога у підготовці текстів оголошень щодо наявних вакансій 
10%

для подальшого розміщення їх у засобах масової інформації

Допомога в оперативному підборі необхідних кадрів шляхом проведення 
ярмарок вакансій, презентацій компанії та професій, 23,3%
організації співбесід з кандидатами на робочі місця тощо

Сприяння комплектуванню кадрами 
(здійснення на замовлення компанії підбору працівників, у тому числі 30%
для виконання певних видів тимчасових робіт)

Надання дотацій для працевлаштування осіб, зареєстрованих у ДСЗ 10%

Професійне навчання безробітних на замовлення компанії 
4,4%

під конкретні робочі місця

Source : Survey of 90 employers cooperating with employment centres in Kyiv, Donetsk and Kolomyia carried out
in April 2010.

Note : * Given that all services are thought to be provided on an equal basis to both female and male employers
by all 90 respondents, the columns about the treatment of men and women by the PES are left out.

Out of 33 respondents who used the PES to fill vacant job positions at their companies in the past year,
16 employers asked the local employment centre to pre�select candidates by gender. At the same time, only
five of these 33 employers think that sex is an important factor for the PES when it elects candidates for job
interviews. 

Though most surveyed employers believe that men and women with similar qualifications are equally
treated by the PES when matched to a job post, they also agree that the PES is responsive to employers'
needs and so may be encouraged to treat men and women differently when matching them to a job. The sur�

41

Information services about the local labour market 
and the occupational composition of the registered jobseekers 

Information and counselling services on labour 
and employment legislation and the issues related
to the mandatory state unemployment insurance and statistical reports

Counselling services related 
to employment of certain groups of workers 
(foreigners, disabled, vulnerable)

Assistance in preparing and posting job advertisements 

Assistance in quick recruitment selection by organizing 
fairs of vacancies, presentations of companies and occupations, 
meetings with candidates among jobseekers, etc.

Job mediation services 
(matching of registered jobseekers to available vacancies, 
including temporary jobs)

Subsidies for employment of the registered unemployed

Vocational training of registered unemployed customized 
to the specific needs of the company



veyed companies from Kyiv, Donetsk and Kolomyia unanimously responded that they had never discussed
gender equality issues with their local employment centre, despite the fact that the PES specialists from the
surveyed employment centres in Donetsk and Kyiv reported that they provide local employers guidance on
gender equality issues. 28 Given the large number of small private enterprises in Kyiv and Donetsk (see Table
A.2 in the Annex); it indeed seems unfeasible for the PES to provide all employers with gender�related coun�
selling and workshops. Therefore less expensive and time�consuming   methods for providing employers
with gender equality guidance are called for.

As indicated above, PES specialists and jobseekers often blame employers for their unequal treatment
of women. However, the findings of the employers' surveys are not in full agreement with this statement.
According to the employers surveyed, men and women are treated equally by employers in most cases,
and in some cases (e.g. in access to fringe benefits) women are often treated more favourably than men
(Table 4.5).

Table 4.5. 
Treatment of women and men by employers

Men and Men are Women are  
women are treated treated Difficult

treated more more to say
equally favourably favourably

Recruitment for low� and 
74,2% 12,4% 11,2% 2,2%

mid�level positions 

Recruitment for 
72,1% 2,3% 1,2% 24,4%

top�level positions

Pay (salaries and bonuses) 96,7% 1,1% 2,1% –

Performance appraisal and promotion 94,4% 2,2% 3,4% –

Training opportunities 69,6% 3,8% 2,5% 24,1%

Fringe benefits 91,9% – 7% 1,2%

Dismissal for economic reasons 79,8% 1,2% – 19%

Dismissal for other reasons 85,1% – – 14,9%

Source :  Survey of 90 employers cooperating with employment centres in Kyiv, Donetsk and Kolomyia carried out
in April 2010.
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28 An explanation of this discrepancy suggested by the PES is that respondents who represented the employers' side in the survey (e.g. a
chief accountant or a deputy director) might be unaware of the interactions between the local employment center and HR department.



The greatest instances of unequal treatment of men and women presumably occur in the recruit�
ment of new employees for low� and mid�level positions (the first row of Table 4.5). The usage of gen�
der�sensitive language when registering vacancies and advertising jobs (in the PES, mass media,
Internet, etc.) by 47.1 per cent of respondents is additional proof of gender�based discrimination in
recruitment.

Eight out of ten employers who reported more favourable treatment of women in the recruitment and
selection for low� and mid�level positions belong to the trade and repair, education, and agricultural sectors.
The only instance of more favourable treatment of women being reported in recruitment for top�level posi�
tions is also in agriculture. According to the survey, cases of more favourable treatment of men in recruit�
ment and at the workplace typically take place in the transport and communication, trade and repair, real
estate and business activity sectors. Finally, among the employers surveyed, all cases of unequal treatment
(either for men or women) that were reported took place in de�novo private firms and among private entre�
preneurs (physical persons), i.e. in the private SME sector.

4.4. Survey results: Concluding remarks

The survey shows that the PES of Ukraine performs fairly very well in relation to promoting equality of
treatment between men and women. Equal treatment principles have been gradually embedded within the
operation of the PES and have become widely accepted in all regional and base employment centres of
Ukraine. It is believed that after the PES changed its routines in accordance with a gender mainstreaming
strategy, it influenced the attitudes and opinions of both jobseekers and the companies in relation to gender
and the staff of the PES in the placement of men and women in specific jobs and providing other services.
At least our current survey reveals that a majority of jobseekers and employers see the PES services as pro�
vided equally to men and women.

However, the experience to date suggests that a specific gender equality policy administered through
the PES can only deal with a small segment of the complex issue of gender equality in the labour mar�
ket, not with the broader processes in employee�employer relations leading to de facto equality of the
sexes.

The greatest unresolved problem in the Ukrainian labour market that limits women's access to jobs, in
particular to better�remunerated and more prestigious jobs, is discrimination by employers. Employers often
justify their preferences for male employees on stereotypical assumptions about women's physical and intel�
lectual capacities and family responsibilities (Gerasimenko, 2008; UNDP, 2007a; Human Rights Watch,
2003). Employers, in particular in the small private sector, often discriminate against young female job appli�
cants because of their pregnancy, breastfeeding or parental status or intentions of having children (Dudwick
et al., 2002). One PES specialist participating in the survey supports this fact, arguing that employers prefer
male employees because of the lower losses incurred in terms of working hours and family benefits stipu�
lated by Ukrainian law in view of the fact that women take long�term maternity and parental leave and also
paid sick leave for child or family care more often than men. Although insurance�based family benefits,
namely maternity leave and sick leave for child or family care, are partly reimbursed by the State Social
Insurance Fund on Temporary Disability, some employers may be still unaware of this fact and most of them
worry about added business costs due to long or frequent periods of absence of their skilled workers. 29

Thus, rather generous family benefits and rigid female protective legislation provide disincentives to employ�
ers, and therefore can often act against women's interests.
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29 See Human Rights Watch (2003, pp.28�33) for an extensive interview�based study on gender discrimination in the Ukrainian labour
market related to marital and family status. Based on personal experience, we may conclude that the findings of the Human Rights Watch study
are still relevant.



Another respondent from the PES adds that employers prefer male employees for mid�level positions
(managers of company's departments) and positions requiring manual labour, while female employees are
preferred in light industry, trade and accounting. Thus, women might be encouraged by the PES to work in
lower�paid light industry, service or public sector jobs. This is one of the main issues which should be
addressed by the PES within their gender mainstreaming activity.

Another issue to be urgently addressed by the PES and the government is the unexplained phenomena
of the particularly low demand for workers of both sexes over 45 years old that may push many registered
unemployed in this age group to leave the PES registry and seek employment in the unregulated informal
sector or migrate abroad.

The survey of jobseekers likewise reminds us that many Ukrainians think in terms of gender stereotypes,
believing that men should earn more and work hard while women can earn less but have more time for child�
care and family responsibilities, and that the PES needs to take these different "needs" into account when it
provides various services and matches people to jobs.

Gender stereotypes are deep�rooted in all levels of the Ukrainian society, 30 and changing the practices
of the PES is unfortunately not enough to change the culture of the whole country. However, the PES plays
a key role in matching supply and demand in the labour market, in promoting equal access to quality employ�
ment for women and men and in redressing existing inequalities in employment and occupation.
Furthermore, the PES can serve as a good practice example by challenging some of the widespread stereo�
typical notions of gender in the labour market in Ukraine. Instituting active labour market measures encour�
aging individuals to participate in non�traditional occupations and skills through career guidance and train�
ing opportunities, as well as effectively cooperating with employers to reduce discriminatory practices in
employment and occupation, are important means of discouraging gender stereotyping of employers and
jobseekers and breaking down occupational segregation (ILO, 2009).
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ing findings, based on opinion poll about gender aspects in the area of economic life and labour relations.



Despite the fact that the gender gap in the employment rate of Ukraine is lower than the EU average
and that Ukrainian women experience lower unemployment than men, the Ukrainian labour market is char�
acterized by pronounced inequalities between men and women. The study finds the following main
inequalities:

• a relatively low employment rate for women of child�rearing age (24�29 years), resulting in a sig�
nificant gender gap in the employment rates of this age group;

• low participation rates of women over 50 years old due to a low retirement age and age dis�
crimination, contributing to gender gaps in the pension provision and in the quality of life of
older generations;

• pronounced labour market segregation (both horizontal and vertical);

• unequal sharing of regular paid work and unpaid domestic work, and a high share of women in
precarious jobs due to the lack of work time flexibility and family friendly arrangements in the
workplace;

• a high gender wage gap;

• extremely high unemployment of young males (15�24 years) whose situation has worsened con�
siderably due to the ongoing crisis; 

• gender gaps in unemployment coverage by the PES, unemployment benefits, and active labour
market programmes due to lower propensity of men to register with the PES.

An equal opportunities policy initiative which has been implemented in the PES since 2001 seeks to
address some of these imbalances through organizational changes and by integrating the principles of equal
opportunities into its everyday practice. The present study indicates that the PES has invested significant
effort and resources into promoting gender equality in its operations. As a result, it has achieved consider�
able progress in furthering equality of treatment of its clients and promoting equitable access to its services
and measures. 

The next task for all government bodies and state agencies responsible for the development and imple�
mentation of the state employment policy, including the PES, is to ensure equality of outcomes for men and
women in the Ukrainian labour market by addressing the fundamental causes of the existing inequalities. An
effective tool in this respect are positive action programmes which seek to increase the participation of the
women in the labour market, increase their employability, and encourage the provision of childcare. An
important instrument for the improvement of the position of women in the labour market are the active labour
market policies (ALMPs) provided through the PES.  

Taking into account the findings of the study presented above and the best practice cases for gender
mainstreaming with respect to ALMPs and the PES in developed countries presented in the next section, we
provide a checklist to mainstream gender equality within PES activities and programmes, followed by a num�
ber of policy recommendations for Ukrainian authorities and institutions that are responsible for the gender
mainstreaming of employment policies.
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Recommendations for the PES of Ukraine

In order to further improve the performance of the PES with regard to gender mainstreaming, particular
emphasis should be placed on the following:

• breaking down gender stereotyping and gender segregation in vocational training and work;

• working with employers to ensure gender�neutral recruitment and selection processes;

• providing specific, well�targeted activation measures for disadvantaged women;

• preparing a gender equality plan, developing gender equality indicators and setting up a system
for its regular monitoring and assessment at later stages.

1. 1. Key steps in breaking down gender stereotyping  
and gender segregation in vocational training and work:

– check all information materials provided by the PES (not only those presented in gender
corners) to make sure that they do not give the impression that a particular type of occu�
pation is more suited to one sex, use gender�neutral language in job titles (after changes
in the national classification of professions have been made by the responsible state
agency) and put illustrations showing women and men working in non�traditional occupa�
tions (for example, a woman working as a welder or a mechanic in industrial enterprise 31

and a man working as a nurse 32);

– ensure that individual employment and training counsellors, as well as the staff providing
group information and career guidance sessions, follow procedures which are not based
on incorrect assumptions and gender stereotypes. Also ensure that they are conscious of
the need to challenge stereotyped choices of jobseekers and to encourage individuals to
consider non�traditional areas of training and work. Regular gender training of the PES
staff and specific materials on gender issues (either in written form or in the form of train�
ing film or presentation) might be very helpful. A "validation" system aimed at periodically
checking counsellors during their routine work and whether they use gender discrimina�
tion�conscious practices can be also considered (a set of possible questions is provided in
Drews, 2008, p.52); 

– consider broadening the scope of the policy to include dealing with the counselling of
young people at secondary schools. Career guidance initiative in the form of the lesson for
schoolchildren named "Gender and profession" developed by the Kyiv City Employment
Centre should be tested, reformulated (if necessary) and propagated throughout Ukraine;
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31 Joint stock companies "Luganskteplovoz" and "ZAZ" are perfect examples.

32 Such cases can be found in cancer hospitals where young boys liable for military service do alternative service for religious reasons.



– ensure that all supplemental information materials related to vocational training do not dis�
courage women and men from enrolling in training in non�traditional occupations. It is also
reasonable to provide additional support (for example, psychological trainings) to help
trainees in atypical courses. Offering the possibility to try out different courses with some
specified trial period seems extremely useful in this respect; 

– help challenge existing gender stereotypes (through career guidance, advice and coun�
selling) when unemployed women and men are selecting the sector of economic activity
and occupation for the organization of their own business with the financial and non�finan�
cial support of the PES.

2. 2.Key steps in working with employers to ensure gender 
neutral recruitment and selection processes:

– refrain from all practices that promote gender�specific recruitment and do not justify them
by the need of being responsive to their customers' needs (i.e. employers') or following the
law prohibiting the use of women's labour in many types of work.33 It should be stressed that
women should not be presumptively deemed unable to spend many days on business trips
or lift heavy objects and thus denied access to some positions. If some specific requirement
(e.g. the ability to lift heavy objects) is central to the job description of a given position, these
abilities should be established as objective employment criteria unrelated to a gender of a
candidate. If a woman or man finds this requirement inappropriate, he/she will most likely
self�select out;

– through various interactions with employers (such as individual counselling and advice,
equality and diversity training for managers and HR specialists involved in recruitment, etc.)
encourage them to tackle discrimination in recruitment and employment (based on gender,
age, disability status, etc.) and promote equality using, for example, the following argu�
ments:

• there are benefits of promoting equality and treating people fairly in recruitment,
training and development of their core businesses. These include a wider range of
applicants for job vacancies and the increased possibility to fill skills gaps in areas
with tight labour markets; increased employee satisfaction, which helps attract new
staff and retain those already there, reduces recruitment costs, and can increase
productivity; and an improved corporate image with prospective employees, cus�
tomers, sub�contractors, suppliers, and in the wider community where the business
is based (CBI, 2008);

• there is the possibility that an employee or former employee will seek to make a
claim against the organisation that acts against the law. This process is likely to be
costly in terms of time and money;
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– develop a procedure for dealing with discriminatory employers who  instruct or put
pressure on the PES to discriminate on their behalf when advertising a vacancy. The
PES staff should explain to employers that it is against the law to discriminate direct�
ly or indirectly on the grounds of sex, age or other personal characteristics not relat�
ed to the capability to carry out a given job. It should be stressed that the skills spec�
ifications should be the "yardstick" to judge the best candidate for the post. PES spe�
cialists can offer their help instead to design explicit recruitment and selection crite�
ria, check application forms and develop competency�based selection procedures, if
necessary;

– work with employers to re�define skills in male� or female�dominated sectors so that
they would appeal to both sexes, and convince them to give all applicants from under�
represented groups who meet the minimum selection criteria an interview;

– offer wage subsidies or other incentives (such as reduced social security contributions
if possible)  to reduce employers' resistance to providing work or apprenticeships to
particular categories of the unemployed. This measure should be targeted to help
hard�to�place individuals, not necessarily to those defined by the current Law on
Employment as members of vulnerable groups. These may include young persons
without work experience, women over 45 and men over 50, workers with care respon�
sibilities, single parents, men and women with long unemployment or inactivity spells
and returning labour migrants. However, a rigorous empirical study is first needed to
define the categories of workers for whom this measure is most effective.

3. 3.Key steps in providing specific, 
well�targeted activation measures for 
disadvantaged women:

– take positive action programmes offering individualised treatment, and tailor ALMPs to the
particular needs of specific groups to integrate them into the labour market. The five per cent
quota measure to protect the most vulnerable should be replaced or complemented by mod�
ern and more effective ALMP measures, such as job rotation and job sharing, wage subsi�
dies and reduction of social security contributions, vocational (re)training and perhaps self�
employment schemes. Also, the list of vulnerable groups should be revised on the basis of
recent statistics on unemployment, and then approved by the Parliament in amendments to
the Law on Employment of Population. It is useful to envisage some flexibility and autonomy
given to regional employment centres in this respect as the list of vulnerable groups might
significantly differ from region to region. Thematic workshops provided in gender clubs by
the PES of Ukraine are not enough to raise the employability of disadvantaged women and
men;

48



– in order to increase participation of disadvantaged women in vocational (re)training and
other ALMP measures it is important to provide for the possibility of meeting time flexibility
(including compulsory regular visits to the employment centre), for courses to fit the sched�
ules of women with family responsibilities, and that practical advice and help is provided on
finding conveniently�located childcare facilities;

– develop and implement an action plan together with other governmental bodies aimed at the
better reconciliation of work with family life. The PES is certainly not responsible for the
availability of childcare services in Ukraine. However, it can be very effective in improving the
employment opportunities of women (and occasionally men) with care responsibilities if it
matches them to part�time jobs or jobs with flexible forms of work.

4. Key steps to preparing a gender equality plan for the PES, 
developing gender equality indicators and setting up a system for 
its regular monitoring and assessment at later stages:

– prepare its own gender equality plan using best practice examples. The main components to
be included in the equality plan are: its general objective and specific objectives, expected
results, accomplishments resulting from the use or development of products in keeping with
the specific objectives, indicators of the plan's results, equality plan strategies and method�
ology, actions or activities that are going to be carried out keeping with the strategies
defined, organization of resources (economic, personal, technical, infrastructural) which are
to be used in the equality plan, and planning for the assessment (see organisational chart in
Annex, Figure A.2). The details of each component with examples, as well as brief descrip�
tion of regular monitoring practices, and are provided in Drews (2008);

– as one component of the gender equality plan, develop and include gender equality per�
formance monitoring indicators in its overall performance monitoring system. These indica�
tors should be the basis for planning measures and evaluating their results. Examples of indi�
cators which may be useful to measure the PES performance in promoting gender equality
in the labour market in Ukraine are presented in the Table 5.1 below. For instance, in order
to assess the gender impact of the training provided by the PES it is necessary to look at the
number of men and women (disaggregated by age group, education, place of residence)
hired at the end of training compared to the total number of trainees in the corresponding
group (gender and other characteristics).
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Table 5.1. 

Suggested gender equality performance monitoring indicators 

Indicators Disaggregated by

Coverage of the working�age unemployed  Gender
population (defined according to the ILO  
methodology) by PES services Age, education, place of residence (urban/ rural)

Number of ALMP beneficiaries hired  Type of disadvantage (caring responsibility/
at the end of the scheme disability/ returning migrant status, etc.),
to the total number of registered jobseekers unemployment duration
placed during the period

Type of PES service
Number of ALMP beneficiaries hired at the end  
of the  training compared to the total number of  
ALMP participants who completed the training

Gross placement rates of registered jobseekers  Gender
by the PES Age, education, place of residence  

(urban/ rural), type of disadvantage  
(care responsibility/ disability/ returning 
migrant status, etc.), unemployment duration

Economic sector, ownership type

Occupational group 34

Quality of jobs (full�time vs. part�time job/ 
temporary, seasonal vs. permanent job)

Number of registered jobseekers  Gender
called up by individual counsellors, 
referred to through an interview Age, education, place of residence 
with employers or some active (urban/ rural), type of disadvantage 
measures during a period  (care responsibility/ disability/ returning 
(to the total number of registered jobseekers) migrant status, etc.), unemployment duration

Number of companies using PES employment  Economic sector, ownership type, size
and counselling services  
(not including services related to reporting 
to the Unemployment Insurance Fund) 
to the total number of companies  
in the reference area
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Recommendations for Ukrainian authorities and institutions related  
to gender mainstreaming in the labour market

• Verkhovna Rada of Ukraine: amend the laws governing labour and employment relations and
the activity of the PES, in particular the Labour Code and the Law on Employment of
Population, by incorporating the fundamental principles and measures envisaged by the Law
on Ensuring Equal Rights and Equal Opportunities of Women and Men. Revise the list of vul�
nerable groups that are subject to additional guarantees of employment according to Article 5
of the Law on Employment, and give regional employment centres flexibility in defining this
list of vulnerable groups. Also, include  developing and implementing the gender equality plan
of the PES and its regular monitoring and assessment among the tasks of the PES (Article 19
of the Law on Employment);

• Government (in particular the Ministry for Family, Youth and Sports, which is responsible
for the development and implementation of the gender strategy in Ukraine):  (i) develop and
submit to the Verkhovna Rada a State�Wide Programme for the Affirmation of Gender
Equality in Ukrainian Society until 2016 that provides for specific objectives, tasks and the
corresponding financing for the PES of Ukraine as a separate state agency; (ii) run a full�
fledged media campaign (using social advertising, booklets and brochures and TV and radio
programs) to increase awareness of gender issues, help overcome prejudices on women's
and men's roles in society and in the labour market, help break down gender segregation in
vocational education, training and work, and open up non�traditional job opportunities for
men and women; (iii) assign responsible persons in all local state administrations to regu�
larly monitor job advertisements in local media, private employment agencies and other
places of advertisement (e.g. public transport), and conduct public�awareness activity on
the need to comply with the non�discrimination principle in recruitment and employment;
(iv) help local authorities to increase the availability of adequate childcare facilities for chil�
dren under six; (v) develop and implement measures aimed at encouraging employers to
create more part�time jobs and jobs with flexible working arrangements;

• State Department for Supervision over Labour Legislation Observance (Ministry of Labour
and Social Policy): effectively deal with discriminatory employers and ensure compliance with
the provisions of the Law of Ukraine on Ensuring Equal Rights and Equal Opportunities of
Women and Men with respect to employment and the main ILO Conventions ratified by
Ukraine;

• Research Institute of Social and Labour Relations in Luhansk (Ministry of Labour and Social
Policy): modify the National classification of professions, making all job titles gender�neutral;

• State Statistics Committee: provide statistical data on the earnings of men and women in as
much detail as possible, including data on the earnings in the different sectors and occupa�
tions. In order to make the analysis of other gender�related issues possible, it is recommend�
ed to extend the number of tables based on the LFS data. New tables should graph the sec�
toral composition of employment by gender, the composition of total employment and
employment of women and men by ownership type (public vs. private), the indicators of
underemployment by gender, and the labour market status of the following groups: (i) fathers
and mothers by their number of children and the age of the smallest one, (ii) single parents,
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(iii) married, single, and divorced men and women, (iv) school drop�outs, and (v) ethnic
minorities. A UNDP study (2009a, pp. 36�38) recommends developing and disseminating
more gender�related statistics based on the existing primary data of the sample survey of
households' living standards, in particular on the gender and age structure of households,
households with single parents, etc. As regards statistics on registered unemployment and
ALMPs based on the PES reports, the following gender�disaggregated data is needed: (i) job
placement by profession (occupational group), (ii) the amount of unemployment benefits
paid, (iii) ALMPs provided to various disadvantaged groups such as the unemployed with dis�
abilities, ethnic minorities, ex�convicts, and returning migrants, and (iv) registered unem�
ployment and services provided to the residents of rural areas;

• Social partners: ensure a social dialogue approach to address the issues of equal pay for work
of equal value and discrimination in employment and occupation.
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Denmark: Procedures for implementation of gender mainstreaming 
in the PES and institutional arrangements

Procedures for implementation 

In the PES, gender mainstreaming is defined as 'a strategy including the gender equality perspective in
all activities'. The goal is that gender equality work is taken into consideration in the ordinary work at all lev�
els and in all fields of policy. An important element of the strategy is that at both the managerial and politi�
cal levels, all are working actively to ensure that equality work is done by all staff members.

Thus the gender mainstreaming strategy is both building upon the previous strategy of the PES � having
equal opportunities consultants in each region mainly working from a women's issues perspective � and
departing from this strategy in the sense that 'women' concerns are replaced by 'gender' ones. This implies
a double perspective on issues dealing with the situation of both genders.

The purpose of the GM strategy in the PES is declared to be: (i) to develop tools and work procedures
in gender equality work; (ii) to develop organisational schemes that can carry through mainstreaming of gen�
der equality; (iii) to develop and test methods to measure gender equality.

In this sense the strategy of the PES is 'real mainstreaming', as gender equality is integrated into over�
all work procedures and the PES' organisation. Gender mainstreaming work is undertaken not only by gen�
der equality officers, but also by all staff members.

Another general strength of the gender mainstreaming strategy is its monitoring and evaluation practice,
which allows the people responsible for the strategy to follow up on its processes and procedures.

Institutional arrangements

The project consists of partly autonomous processes in the regions supervised by the national PES
authorities.

The officers in charge of supervision set up statistical systems and relevant codes to be able to measure
the mobility of women and men towards less gender stereotypical jobs. However, an overall obstacle to this
effort has been and still is that three different IT systems have been running in the five years of the pilot proj�
ect. This means that it is not possible to get sufficient historical information on the success of the project,
and the relevant precise codes on different professions to run the project.

The gender mainstreaming strategy was implemented in three phases. In the first two phases, three
regions (Aarhus, Vejle, Vestsj?lland) and then seven regions have tested the strategy primarily in the two core
services: dissemination of jobs and activation. One single region has worked on a broader scale in integrat�
ing the GM strategy into a wide range of work procedures in the region.
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The regions active in the pilot project chose for themselves their scope of implementation for the proj�
ect. This particularly concerns methods and procedures.

In the first phase, the Aarhus region chose to carry out a campaign for the project in 100 companies. As
a result the companies announced 58 per cent more jobs. The Aarhus region argues for the importance of
the policy, showing its utility value to solve general PES tasks. In Aarhus there were two overall methods: 1.
To establish theme banks of unemployed people with qualifications in kitchen, canteen and cleaning work in
order to allocate more men to these jobs, and 2. To test the group registration of unemployed people with
similar professional backgrounds in order to remove registration that is not gender�neutral. The overall aims
were to change the attitudes of the PES staff and employers.

In Vejle the methods of collegial learning were used. The aim was to avoid regarding gender as a rele�
vant category in job placement activities. In the process of placing people in jobs, two PES advisors would
compare their results (how often they allocated along gender stereotype lines) and learn from each other.

Source : Sjo/ rup (2004).

54



Austria: Examples for the implementation of Gender Mainstreaming 
and training of PES staff

Examples for the implementation of Gender Mainstreaming

An example for the successful implementation of Gender Mainstreaming can be found in the Guidelines
for Devising Guidelines, which stipulate an equal�opportunities sensitive procedure for all new guidelines
drawn up by the PES. A checklist at the end of these guidelines provides invaluable help to ensure the equal�
opportunities approach has been adopted successfully.

• A further step was the review of the Guidelines for Selecting Education and Training
Institutions. These guidelines define gender aspects as key assessment criteria for choos�
ing and hiring training and education organisations. Criteria evaluated in these guidelines
include the institution's attitude towards equal opportunities in the workplace as well as
the gender�sensitive programmes and framework conditions available. These criteria are
taken into account when evaluating offers and provide an additional gauge for the selec�
tion of service providers.

• With the help of Gender Mainstreaming analysis instruments, the Guidelines for the PES
Business Start�Up Programme were changed to promote the number of women taking
part in the programme by no longer tying participation in these measures to eligibility to
PES transfers and by providing additional funds to meet the demand for qualification
measures for women.

• In addition to the guidelines, the Gender Mainstreaming principle has been endorsed in all
key PES planning tools, e.g. with regard to labour�market policy targets from 2002 Gender
Mainstreaming is to be documented and taken into account in the planning of annual work
programmes.

• In addition, the PES budget controlling system is to document the characteristics of
women participating in promotion measures.

Information and Training of PES Staff

A key factor to successfully integrate Gender Mainstreaming as a horizontal measure is the effective dis�
semination of the necessary knowledge and information on its practical application. The Austrian PES pro�
vides dissemination by:
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• Offering training at all levels of the organisation, including seminars for senior execu�
tives and ESF representatives, workshops for staff of various PES departments as well
as training and qualification measures for PES women's representatives. The participa�
tion of senior and junior management in 'gender seminars' has been become compul�
sory.

• An informational leaflet is available for enterprises, designed to increase public aware�
ness of Gender Mainstreaming.

Source : Sorger (2004)
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France: Gender balance contracts promoting 
the diversification of jobs occupied by women

This measure, which was introduced over 20 years ago, aims at promoting the diversification of jobs
occupied by women and their promotion via specific aid to SMEs (less than 600 employees) through train�
ing aid and help to rearrange workstations or buildings. It can be considered that via its ergonomic aspects,
this measure contributed � in certain favourable contexts and through a knock�on effect � to improving work�
ing conditions for all employees in the companies concerned.

The State meets some of the costs of the measures named in the contract for promoting gender balance,
up to a maximum of: 50 per cent of the cost of teachers for training; 50 per cent of other costs related to
women's occupational integration, such as rearranging workstations and 30 per cent of the pay of women
employees during their training.

Source :  Silvera (2004).
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UK: Examples of actions taken by employers 
and by those involved in work�related learning 
and careers advice to open up non�traditional 
opportunities for women and men.

The document providing examples of actions taken by employers 
(EOC, 2005a) covers the following issues:

• How employers can benefit from having a more diverse workforce.

• Ways in which employers can increase their recruitment and retention of atypical trainees and
employees through:

i. promoting apprenticeships, training programs and employment generally;

ii. recruitment and working practices;

iii. support mechanisms for trainees and employees;

iv. changing their organisational culture and working practices; and

v. working in partnership with other organisations.

• Organisations and resources that can help employers to challenge occupational segregation.

The document providing examples of actions taken by for those in work�related learning 
(EOC, 2005b) has three sections:

• ways in which Education Business Partnerships (EBPs) can take the lead in tackling gender seg�
regation and opening up a wider range of work placements;

• school initiatives to open up non�traditional work�based learning opportunities to girls and boys;
and

• organisations and resources that can assist all those involved in tackling gender segregation in
work�related learning.

Thee third document providing examples of actions taken by for those involved 
in careers advice (EOC, 2005c) also has three sections:

• steps that professionals involved in careers advice and education can take to tackle gender bar�
riers to better jobs;

• how careers advice agencies can work in partnership with stakeholders to address gender seg�
regation; and
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• links to organisations and resources that can support those aiming to deliver gender equality in
careers.

Source :
1. UK Equal Opportunities Commission (EOC). 2005a. Action for change: How employers can break down gen�

der segregation in vocational training and employment. Available at:
http://www.employersforapprentices.gov.uk/docs/research/Research_1_306.pdf

2. UK Equal Opportunities Commission (EOC). 2005b. Action for change: How those involved in work�related
learning can break down gender segregation in vocational education, training and work. Available at:
http://www.staffpart.org.uk/action_for_change.pdf.

3. UK Equal Opportunities Commission (EOC). 2005c. Action for change: How careers advice professionals and
teachers can break down gender segregation in vocational education, training and work.
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US: Employer best practices for workers with care giving responsibilities

In 2007, the U.S. Equal Employment Opportunity Commission (EEOC) issued guidance explaining the cir�
cumstances under which discrimination against workers with care giving responsibilities might constitute
discrimination based on sex, disability or other characteristics protected by federal employment discrimina�
tion laws. 

This document supplements the 2007 guidance by providing suggestions for best practices that employ�
ers may adopt to reduce the chance of EEO violations against caregivers, and to remove barriers to equal
employment opportunity. Best practices are proactive measures that go beyond federal non�discrimination
requirements. 

Currently, many workers juggle both work and care giving responsibilities. Those responsibilities extend
not only to spouses and children, but also to parents and other older family members, or relatives with dis�
abilities. While women, particularly women of colour, remain disproportionately likely to exercise primary
care giving responsibilities, men have increasingly assumed caretaking duties for children, parents and rel�
atives with disabilities. 

Employers adopting flexible workplace policies that help employees achieve a satisfactory work�life
balance may not only experience decreased complaints of unlawful discrimination, but may also benefit
their workers, their customer base, and their bottom line. Numerous studies have found that flexible work�
place policies enhance employee productivity, reduce absenteeism, reduce costs, and appear to positive�
ly affect profits. They also aid recruitment and retention efforts, allowing employers to retain a talented,
knowledgeable workforce and save the money and time that would otherwise have been spent recruiting,
interviewing, selecting and training new employees. The benefits of these programs remain constant
regardless of the economic climate, and some employers have implemented workplace flexibility pro�
grams as an alternative to workforce reductions. Such programs not only enable employers to "go lean
without being mean," but they also can position organizations to rebound quickly as soon as business
improves. 

The document provides a wide range of best practices for employers presented in three parts (general/
recruitment, hiring, and promotion/ terms, conditions, and privileges of employment).

Source :
http://www.eeoc.gov/policy/docs/caregiver�best�practices.html (last modified on May 22, 2009)
Similar initiatives aimed to remove barriers to equal employment opportunity of new and expectant parents (e.g.

Toolkit for employers: guidance on managing new and expectant parents) as well as guidelines on tackling gender dis�
crimination and promoting gender equality at work, education and public services are also developed by the UK Equality
and Human Rights Commission. Available at: http://www.equalityhumanrights.com/our�job/what�we�do/our�business�
plan/gender�equality. 
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UK: Targeted policy initiatives

Jobcentre Plus in the UK offers a number of targeted New Deal programmes to help unemployed peo�
ple, particularly those with disabilities (New Deal for Disabled People), non�working or working less than
16 hours per week persons bringing up children with youngest child under 16 years old (New Deal for
Lone Parents), partners of people claiming any of the specified benefits (New Deal for Partners) and peo�
ple over 50 that have been on at least one of the specified benefits for the last six months or longer (New
Deal 50 plus). 

The key feature of the New Deal for Lone Parents is the role of Jobcentre Plus personal advisers who
provide practical advice and support not only in finding and applying for jobs but also in finding child�
care and training. Personal advisers are also able to tell lone parents about how benefits will be affected
when they start work and to help them apply for any in work benefits or tax credits. 

The main idea of the New Deal 50 plus is similar to the one of the New Deal for Lone Parents in that
every person joining the program gets a personal adviser helping him/her  at every stage of New Deal.
The innovative thing (in the Ukrainian context) is, however, that once the person finds a job, he/she may
get Working Tax Credit and an In�work Training Grant (up to ?1,500) and a personal adviser can help
claim these.

Source : http://www.direct.gov.uk/en/Employment/Jobseekers/programmesandservices/DG_173717 
(as of June 15, 2010).
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Annex 1. Organisational charts

Figure А.1. The national gender machinery in Ukraine 

Source : http://www.undp.org.ua/files/en_11336ukraine_beijing_15.pdf.
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Figure А.2. Organisation of components of a local equality plan

Source : Drews, 2008.
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Annex 2. Sociological survey methodology and description of the sample

Survey methodology

Three sets of questionnaires consisting of about 20 questions for the corresponding target groups
were developed and translated into Ukrainian and Russian in February�March 2010. At the same time,
sample size and sampling criteria were fixed and the survey methodology was approved.

According to the approved methodology, a sociological survey of PES counsellors was conducted
through the internal PES network in the end of March 2010. A cover letter signed by the project's
national coordinator, Sergiy Savchuk, specified the desirable number of respondents from each admin�
istrative region (24 oblasts, Crimean AR, the cities of Kyiv and Sevastopol) and requested that the ques�
tionnaire be filled out in electric form in all 27 regional offices of the PES. The total number of ques�
tionnaires filled out by the specialists of base employment centres working with clients was 34.

Natalia Kharchenko from the Kyiv International Institute of Sociology was contracted to organize
the sociological survey of jobseekers and employers who are the clients of the PES.

First, three settlements were chosen in which to conduct the survey. To ensure selection of typi�
cal cases, such criteria as region and size of the settlement were used. In order to take into account
the specific features of each of the three main regions of Ukraine � Central, East and West � three base
employment centres from each region were selected. In particular, the Solomyanskiy rayon base cen�
tre in the city of Kyiv was selected to represent the capital of Ukraine and its Central region. The reg�
istered labour market in Kyiv is characterized by relatively low unemployment, high demand for skilled
labour, and therefore by excess labour demand. 35 Donetsk city was selected as the most typical rep�
resentative of the Eastern region, which is characterized by high levels of urbanization and industrial�
ization and a relatively tight labour market. 36 Finally, Kolomyia, a small town with a population of
62,000 people in the Ivano�Frankivsk oblast, was selected to represent the Western region. This region
is characterized by relatively low levels of urbanization and industrialization, the highest share of agri�
culture in total employment, persistently weak labour market development, poor living conditions and
material well�being of the local population, and high levels of temporary labour migration.37

Second, taking into account the fairly small sample size specified in the contract (30 unemployed per�
sons and 30 employers in each of the three selected cities), multi�stage quota purposive sample selecting
typical cases has been used to represent the overall structure of respondent's characteristics. For this rea�
son, the following characteristics of registered jobseekers were used to develop quotas for their sampling:

• gender (female/male);

• age (less than 35 years/ 35 years and more);

• time spent with name in the PES register (up to 6 months/ 6 months or more);

• educational attainment and occupational group (white�collar workers with complete higher edu�
cation/ white�collar workers without higher education/ skilled blue�collar workers/ unskilled
workers).
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35 According to the data of State Statistics Committee in the end of February 2010, the number of registered jobseekers per one vacancy
in Kiev was 0.3 persons.

36 As of end of February, 2010, the number of registered jobseekers per one vacancy in Donetsk was 5 persons, compared to the nation�
al average of 8.3.

37 According to the data of State Statistics Committee in the end of February 2010, Ivano�Frankivsk oblast had the second highest num�
ber of registered jobseekers per one vacancy (53.6 persons).



For the sample of employers, characteristics included:

• number of employees (up to 10 employees/ 11�100 employees/ more than 100 employees);

• ownership type (state or communal/ private);

• type of economic activity (agriculture, hunting, forestry and fishing/ mining and manufactur�
ing, production and distribution of electricity, gas and water supply, construction/trade and
repair, hotels and restaurants/ transport and communication, financial intermediation, real
estate and business activities/ public administration, education, health care and social work/
other services).

The detailed information about the composition of the population of jobseekers and employers in
the selected employment centres by these characteristics is provided below in Tables A.1 and A.2.

Finally, specialists of three local employment centres selected potential respondents among the
unemployed and employers according to the quotas developed by an expert�sociologist. Seven inter�
viewers involved in data collection received the lists of potential respondents' contacts (both jobseek�
ers and employers) to find and recruit for participation in the survey the appropriate number of respon�
dents from each quota.

Face�to�face interviews of the registered jobseekers were conducted in a convenient place and
time according to prior agreement. The exception was the survey of jobseekers in Donetsk, which was
performed directly at the building of Donetsk city employment centre because of the refusal of its spe�
cialists to provide jobseekers' contacts.

A similar approach was used for the recruitment and questioning of employers. Face�to�face inter�
views typically took place at the employer's office according to prior telephone agreement. The target
group included employees responsible for cooperation with their local employment centre. Usually
these employees are specialists in the HR department, HR�managers or company directors. 

The survey fieldwork was carried out from April 14 to April 29, 2010. Overall, 90 jobseekers and
90 representatives of employers were surveyed. The composition of these two samples in the three
employment centres by selected sampling characteristics is provided below in Tables A.3 and A.4.

Several limitations of the study should be mentioned. One of the primary limitations is its fairly
small sample size. For that reason, its results should be treated with some caution, and probably fol�
lowed up by a larger study. Also, given that this is the first study of the PES activity from a gender per�
spective and that there is no comparable data already in print, we cannot yet judge changes in the atti�
tudes and access to PES services in response to policy changes. The study merely provides a snap�
shot of the current situation in Ukraine.

Nevertheless, this first survey offers a great opportunity for the analysis of all qualitative data cur�
rently available, giving us insight into the views and experiences of all three interested parties on the
subject of gender mainstreaming in the field of active labour market policies and the role of the PES.
This analysis is extremely useful in signalling the strong and weak aspects of the gender mainstream�
ing approach used in the PES. It provides ideas on how to best develop an action plan aimed at
addressing existing weaknesses and improving the quality and efficacy of policy design.
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Table А.1.
Composition of the population of registered jobseekers 

Kyiv Donetsk Kolomyia
Characteristics

Count % Count % Count %

Gender

Male 210 40% 3286 63% 673 46%

Female 309 60% 1948 37% 793 54%

Age

Less than 35 years 154 30% 2395 46% 783 53%

35 years and more 365 70% 2839 54% 703 47%

Time spent in the PES register

Up to 6 months 293 56% 2883 55% 837 57%

6 months and more 226 44% 2351 45% 629 43%

Education and skill level:

White�collar workers with complete 268 52% 1747 33% 132 9%higher education

White�collar workers without 172 33% 1870 36% 554 36%higher education

Skilled blue�collar workers 66 13% 1368 26% 691 45%

Unskilled workers 13 3% 249 5% 167 11%

Table А.2.
Composition of the population of employers  

cooperating with regional 

Kyiv Donetsk Kolomyia
Characteristics

Count % Count % Count %

Ownership type

State or communal 424 2% 1148 3% 176 10%

Private 17375 98% 35013 97% 1571 90%

Number of employees

Up to 10 employees 19313 92% 18842 87% 1427 82%

11�100 employees 1503 7% 2241 10% 189 11%

More than 100 employees 287 1% 511 2% 131 7%

Type of economic activity

Agriculture, hunting,  
102 1% 141 1% 53 3%

forestry and fishing
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Kyiv Donetsk Kolomyia
Characteristics

Count % Count % Count %

Mining and manufacturing, production  
and distribution of electricity, gas 4305 23% 3867 22% 0 0%
and water supply, construction

Trade and repair, hotels  
7020 37% 8782 50% 1081 62%

and restaurants

Transport and communication, 
financial intermediation, real estate 5172 27% 2930 17% 311 18%
and business activities

Public administration, education,  
817 4% 755 4% 163 9%

health care and social work

Other services 1398 7% 1244 7% 139 8%

Table А.3. 
Composition of the sample of registered jobseekers  

Kyiv Donetsk Kolomyia
Characteristics

Count % Count % Count %

Gender

Male 12 40% 18 60% 14 47%

Female 18 60% 12 40% 16 53%

Age

Less than 35 years 9 30% 14 47% 16 53%

35 years and more 21 70% 16 53% 14 47%

Time spent in the PES register

Up to 6 months 17 57% 16 53% 20 67%

6 months and more 13 43% 14 47% 10 33%

Education and skill level:

White�collar workers with complete 16 53% 11 37% 1 3%higher education

White�collar workers without 11 37% 10 33% 11 37%higher education

Skilled blue�collar workers 3 10% 8 27% 14 47%

Unskilled workers 0 0% 1 3% 4 13%
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Table А.4.

Composition of the sample of employers cooperating 
with the regional base employment centre

Kyiv Donetsk Kolomyia
Characteristics

Count % Count % Count %

Ownership type

State or communal 2 7% 2 7% 2 7%

Private 28 93% 28 93% 28 93%

Number of employees

Up to 10 employees 26 87% 27 90% 25 83%

11�100 employees 4 13% 3 10% 3 10%

More than 100 employees 0 0% 0 0% 2 7%

Type of economic activity

Agriculture, hunting,  
0 0% 0 0% 1 3%

forestry and fishing

Mining and manufacturing, production  
and distribution of electricity, gas 7 23% 8 27% 0 0%
and water supply, construction

Trade and repair, hotels  
11 37% 14 47% 19 63%and restaurants

Transport and communication,  
financial intermediation, real estate 8 27% 4 13% 6 20%
and business activities

Public administration,  
health care and  2 7% 2 7% 2 7%
social work

Other services 2 7% 2 7% 2 7%
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Table А.5.

Composition of the sample of PES specialists  
by region and type of base employment centre

Region Count Region Count Type of employment centre Count

Crimean AR 2 Mykolayivska 1 Rayon 11

Vinnytska 1 Odeska 2 City�rayon 6

Volynska 1 Poltavska 1 City 14

Dnipropetrovska 2 Rivnenska 1 Rayon in city 3

Donetska 1 Sumska 1

Zhytomyrska 2 Ternopilska 1

Zakarpatska 1 Kharkivska 1

Zaporizhska 2 Khersonska 1

Ivano�Frankivska 2 Khmelnytska 1

Kyivska 1 Cherkaska 1

Kirovogradska 1 Chernivetska 1

Luhanska 2 Chernihivska 1

Lvivska 2 Sevastopol City 1
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Table А.6. 

Descriptive statistics of the sample of base employment centres  
(quantitative information as of end of February, 2010)

Stand. 
Indicators Mean Min Max

deviation

Stock of registered jobseekers, total 1796,7 1446,2 33 5671

Stock of registered jobseekers, female 1026,2 834,6 15 3065

Share of women in the stock of

registered jobseekers, total 56,2% 6,3% 42,2% 65,5%

registered jobseekers, rural area 56,8% 13,5% 38,9% 94,4%

registered jobseekers, 15�24 years 58,7% 11,4% 43,3% 100,0%

registered jobseekers, 25�35 years 59,4% 6,9% 48,1% 77,8%

registered jobseekers  
56,4% 11,7% 20,0% 71,8%

with complete higher education

registered jobseekers  
52,8% 13,7% 25,0% 83,3%

without formal professional education

registered jobseekers from vulnerable groups  67,5% 13,8% 25,6% 97,7%according to the Law on Employment

registered unemployed 56,9% 6,8% 42,2% 68,2%

benefit claimants 57,6% 7,4% 40,6% 68,8%

long�term unemployed  
63,1% 13,0% 32,6% 86,3%

(staying at the register 12 months or more)

Number of registered jobseekers  
35,5 67,2 1 288

per one vacancy
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