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Objective: The objective of the article is to determine links of gender discrimination with 
compensation and benefits practices, the main features of assurance of equal rights and 
their impact on employees’ motives that can shift economic results of the enterprises. 

Research Design & Methods: For macro level analysis, we use graph and mapping 
method. Features of gender discrimination and its links with compensation and ben-
efits are revealed in sociological review. 

Findings: Ensuring gender equality is a difficult task for even the most developed coun-
tries of the world, as none of them has achieved full equality of sex, including in respect 
of labour rights. As our study shows, significant progress has been made in this area in 
Ukraine, as in general, gender gap and the economic equality of women keep within 
the EU-specific range of values. Gender discrimination is accompanied by age: 57.1% out 
of the 71.4% of discriminated women are aged under 35; the higher the age and gender 
discrimination, the smaller the wage gap. In enterprises with gender discrimination, the 
potential level of turnover is 71%, which is significantly higher comparing to enterprises 
with equal rights. 

Implications & Recommendations: The obtained results should be used by trade un-
ions and public policy makers in socio-labour agreements to reduce inequality in com-
pensation and benefits practices. 

Contribution & Value Added: We suggest the developed approach to define gender 
discrimination in order to determine its features in compensation and benefits policy, 
but also to influence business results via assurance of equal rights of employees. 
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INTRODUCTION 

Increasing inequalities – in particular income inequality and wealth or gender inequality – 
are currently regarded as one of the major economic and social problems in the world (Ko-
kocinska & Puziak, 2018). Gender discrimination remains a significant problem for countries 
with both developed and immature economies. Gender inequality receives constant atten-
tion on the global level because its eradication is near to impossible. Thus, reducing gender 
inequality is the fifth of the seventeen Sustainable Development Goals, simultaneously very 
closely linked to Goal 8 of “Decent work and economic growth” (UNDP). 

The importance of gender inequality issues requires constant attention from scientists 
and analysts. One of the studies showed that its macroeconomic impact can be very signifi-
cant if sufficient progress is made in securing equal rights and related fields: education, more 
equal distribution of unpaid care work between women and men, improvement in labour 
market activity rates of women, increase in women’s wages. Under these conditions, GDP 
per capita is projected to increase by nearly 10% by 2050 at the EU level, and there could be 
an additional 10.5 million jobs in the EU (70% of which filled by women; EIGE, 2017, p. 53). 

While trends and causes of gender inequality are constantly monitored at different levels, 
the economic impact of women's inequality in the workplace is rarely assessed. At the same 
time, experts from the International Labour Organization and PwC analysts found that GDP 
losses from gender inequalities in countries with different levels of development vary be-
tween 2.0% and 4.8% (ILO, 2017), and can even reach 10.8% in OECD countries (PwC, 2017). 

According to the most recent data published by the European Commission in the Gen-
der Equality Strategy 2020-2024, today there is a 15.7% gender pay gap in the EU, while 
employment rate difference is 11.6% (European Commission, 2020). 

In this regard, gender inequality and the factors behind its formation deserve constant 
attention and monitoring. One of the main areas in which such inequality manifests is the 
work. With significant differences in exercising the right to work, women suffer from ine-
qualities not only at the stage of hiring and competing for jobs with men but also during 
the employment process. The well-known facts are inequalities in pay, career advance-
ment, and work-life balance, especially given the unequal distribution of household re-
sponsibilities, which is also recognised to be one of the pressing problems at the EU level 
in the Gender Equality Strategy 2020-2024 (European Commission, 2020). 

In such circumstances, gender economic inequality at the enterprise level could be 
smoothed out with an advanced system of social dialogue, compensation, and benefits 
practices. Although the issues of gender inequality – but also effective compensation and 
benefits planning – are well-known and well-researched, the study of their relationship 
makes it possible to obtain original scientific results. In particular, the novelty of our re-
search is to develop a methodological toolkit for analysing the links between gender dis-
crimination and the availability of compensation and rewards, along with the assessment 
of gender discrimination effects on companies in the form of redundancy motives. 

Therefore, the objective of the article is to evaluate the current state of gender dis-
crimination in enterprises in relation to the practice of compensation and benefits, and to 
analyse the links between gender discrimination and staff turnover (existing and potential 
release), which can have a significant impact on the results of economic activities. 
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In order to achieve this goal, we address the following research questions: (1) to compare 
the general situation of gender discrimination in economic opportunities in Ukraine against 
the background of EU countries, taking into account the country’s European integration in-
tentions; (2) to evaluate the link between gender discrimination and other features of dis-
crimination, including age; (3) to analyse the manifestations of discrimination in the availabil-
ity of compensation and benefits in enterprises with different types regarding discrimination 
policies in order to identify the potential impact on the economic success of enterprises. 

The article is organised as follows: the Literature Review section provides an overview 
of current scientific advances in gender discrimination, compensation, and benefits practices 
forms the basis of the research; the Methodology section describes hypotheses and appro-
priate tools for testing them; the main results of macro-level comparisons and our research 
into the manifestations and consequences of gender inequality in compensation and bene-
fits practices are summarised in Results; the main research findings and possible directions 
for solving the problem, including in further research, are formulated in Conclusions. 

LITERATURE REVIEW 

One of the most useful techniques for monitoring gender equality is the methodology of 
the World Economic Forum, with annual studies of gender inequality. It claims that one of 
the main components of a significant gender gap is inequality in the direction of World 
Economic Forum WEF Economic 2020 Participation and Opportunity. At the macroeco-
nomic level, this methodology (monitoring results or conceptual frameworks) is most of-
ten used to compare equity in respect of equality between men and women in various 
fields, including labour (Beham et al., 2019; Blackburn et al., 2016; Mishchuk et al., 2019). 

The formation of inequalities in labor rights has the most pronounced features at the 
enterprise level, on which gender discrimination is still possible at the hiring stage. Very 
often, especially in transition economies, gender inequality is exacerbated by age, leading 
to the “widening [of] the gender gap in the employment structure to the benefit of older 
age groups” (Novikova & Shamileva, 2020, p. 1; Šabić-Lipovača et al., 2016). In our study, 
we do not deny any age group the right to work; on the contrary, we proceed from the 
idea of guaranteeing the right to decent work and fair competition in the labour market 
for all population groups without any discrimination on the basis of sex, age, and similar. 

At the same time, empirical studies in many countries prove that discrimination against 
women’s labour rights is widespread today. It may be based on various factors, such as une-
qual educational opportunities (Dhar et al., 2018; He & Wu, 2017; Klasen & Minasyan, 2017), 
cultural norms and values (Davis & Williamson, 2019), and discrimination on multiple 
grounds, such as educational attainment and marital status, as married women are much less 
likely to succeed than men (Gradín & Tarp, 2019). Gender discrimination often depends on 
firms’ characteristics, such as ownership, market orientation, and top manager’s gender (Ho-
ang & Huynh, 2020) and its effects; besides inequality in employment, these elements also 
frequently impact the formation of pay (Plăiaș et al., 2011; Bilan et al., 2017; Espi et al., 2019). 

As a result, violations of labour rights based on sex discrimination can significantly 
impede further motivation of women’s professional development and – at the economic 
level of the country – hamper economic development and threaten women social well-
being. Considering that EU countries have made much progress today in ensuring the 
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equality of human rights and the country under scrutiny (Ukraine) seeks to integrate with 
the EU, the first hypothesis we intend to test in the study is: 

H1: Gender discrimination in economic opportunities in Ukraine does not differ 
from the level acceptable in the EU, and there is progress in this direction 
thanks to the growing importance of European values. 

Given that the foundations of inequality in economic opportunities are formed at the 
enterprise level, a deeper analysis of its causes and manifestations requires a study of the 
situation with inequality in the availability of economic incentives for employment. 

Let us note that – besides the main incentive for employment in the form of remu-
neration whose inequality is a proven fact and does not require the collection of pri-
mary data – enterprises also use other motivation tools whose application can be ac-
companied with discrimination. 

Such incentives, which determine the sense of justice and satisfaction with the job, are 
both compensation and benefits. It is difficult and inexpedient to fully list them, as they can 
significantly vary from country to country – what forms an added benefit for some is the norm 
for others – and be relevant to different types of businesses. For example, one study of job 
satisfaction in the academia (Mabaso & Dlamini, 2017; Sułkowski et al., 2019) empirically 
demonstrated that the subjective assessment of job satisfaction was more dependent on 
compensation, but there appeared no significant effect between benefits and job satisfaction. 

However, in order to choose between compensation and benefits, whose accessibility 
may be impeded by gender discrimination, we should identify the key components im-
portant to employees. Dependencies may differ for other activities. When compensation 
mainly comprises salary and traditional cash rewards (Fu & Zhu, 2017; Maloa & Bussin, 
2016; Zeb et al., 2018), researchers in this topic focus on the fact that it is necessary today 
to place greater emphasis on nonpecuniary, tangible, and intangible rewards and recogni-
tion initiatives. In turn, such levers must be consistent with universal psychological needs 
(Thibault Landry et al., 2017). A common feature of all research in this field is understanding 
that total pay includes a fixed component or basic pay and other elements, such as benefits 
and performance bonuses or incentives, each of which can have a significant impact on staff 
motivation and performance. In some of them, compensation and benefits are not individ-
ually allocated and even vice versa, as benefits are included in compensation, understood 
as “all the extrinsic rewards that employees receive in exchange for their work,” such as 
wages, bonuses, and benefits (Byars & Rue, 2006, p. 249; Patiar & Wang, 2020). 

At the enterprise level, traditional components for empirical analysis of the availa-
bility of incentives for employment are the following components with greater or lesser 
detailing: mobility, training programs, other educational tools, sport reimbursement, 
benefits for employees’ children, events, the ability to use corporate transportation, 
medical insurance, mobile communication payment, and corporate reputation (Akimov 
et al., 2020; Al-Tkhayneh et al., 2019; Jaworski et al., 2018; Knies et al., 2020; Stewart 
& Brown, 2019; Babikova & Bucek, 2019). 

In the preparatory stage of our own research, we specified the components of compen-
sation and benefits typical for human resources management in business, with owners of 
Ukrainian enterprises as prospective participants of the survey. Thus, our research summa-
rised existing approaches to the analysis of components of compensation and benefits and 
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identified those used in the practice of Ukrainian enterprises. On this basis, we aim to test 
the following hypothesis: 

H2: Gender discrimination is manifested not only in wages but also in typical 
components of compensation and benefits for small and medium-sized busi-
nesses, such as providing employees with tuition fees, housing, food, 
transport costs, and granting soft loans. 

In terms of analysing gender equality in the accessibility to compensation and bene-
fits, it is important that other researchers argued that the conditions, under which benefits 
are strongly perceived as fair, are constraints on accessing and utilising benefits and the 
transparency of employee benefits (Laundon et al., 2019); whereas macroeconomic man-
ifestations of injustice in the form of substantial differentiation of household incomes neg-
atively impact macroeconomic indicators of well-being (Bilan et al., 2020). 

The sense of fairness in the distribution of compensation and benefits created through 
participation in activities of an enterprise has a confirmed impact on organizational per-
formance (Plăiaș et al., 2011; Al-Tkhayneh et al., 2019; Barrick et al., 2015; Chaikovska et 

al., 2017; Patiar & Wang, 2020; Rasool et al., 2019; Turner, 2020). 
Insufficient fairness in the accessibility to compensation and benefits is a prerequi-

site for reducing the economic performance of an organization in terms of job dissatis-
faction and, consequently, employee turnover (Al Mamun & Hasan, 2017; Blackburn et 

al., 2016; Stacho et al., 2019; Yu et al., 2019). 
Due to dissatisfaction with working conditions, including compensation and bene-

fits practices, we combine confirmed links of personnel layoffs with the importance of 
ensuring equal rights in their availability. So we put forward another hypothesis to be 
tested in our study: 

H3: Gender discrimination significantly impacts the intentions of dismissing 
staff; these intentions are higher in enterprises that have not achieved gen-
der equality. 

MATERIAL AND METHODS 

For H1 verification, we use the EU and Ukrainian statistics available from the WEF (2018, 
2020). At the same time, to analyse the dynamics of gender equality – including the equal-
ity of economic opportunities – we use a graphical method that best illustrates the dynam-
ics of gender gap index. We use the mapping tools of the Knoema Global Database 
(KNOEMA, 2019) to estimate changes in belonging to a particular group of countries by 
the differences in women’s economic opportunities, but also changes in this index. MS 
Excel functions were used for relevant graph-analytical studies. 

Hypotheses H2 and H3 were tested on the basis of data collected by us in the course 
of a sociological survey of representatives of small and medium-sized businesses in one 
of the regional centers of Ukraine. 

The sample included 526 respondents, including 170 business owners and 356 em-
ployees. The survey was conducted from June to September 2018. Standard sampling er-
ror does not exceed 3.5% for small and medium-sized enterprises owners and 2.6% for 
employees, with a 95.4% confidence level. 
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Manifestations of gender discrimination are identified by the general subjective as-
sessment of its existence in enterprises – according to employee estimates – but also in 
the assessments of inequality of access to the components of compensation and benefits 
identified earlier in the Literature Review. 

The study of gender discrimination impact on the formation of motives for dismissal, 
according to employees, was conducted in groups of enterprises formed for the following 
characteristics: enterprises with gender and age discrimination; enterprises with no dis-
crimination. Age discrimination was further explored in the light of respondents’ assess-
ment that it often complements gender discrimination. 

The data processed by graph-analytical method allowed us to identify main features 
of gender discrimination, analyse the links between discrimination and the availability of 
individual components of compensation and benefits, but also the differentiation of wages 
according to gender and age equality in enterprises. 

RESULTS AND DISCUSSION 

To test the H1 hypothesis, we use the Global Gender Gap Index, which assesses gender 
gaps in terms of health and longevity, educational attainment, political rights and oppor-
tunities, career growth, and economic life. 

 At present, no country overcame gender inequality. In 2019, the global gender gap is 
at 68.6%, which means that there is still 31.4% needed to achieve the full equality of 
women and men. However, there are five countries that show a gender gap of less than 
20%: Iceland, Norway, Finland, Sweden, and Nicaragua. Three more EU countries – Ireland, 
Spain, Germany – rank among the ten countries with the smallest gender gap. At the same 
time, Ukraine ranks 59th out of 153 countries, improving its position compared to the pre-
vious year by six points, and increasing the gender parity indicator from 0.708 to 0.721 
(Figure 1). Hence, to achieve 100% gender equality, Ukraine lacks 27.9%, while the world 
leader (Iceland) – 12.3% and the EU leader (Finland) – 16.8%. 

Thus, the above partially confirms our hypothesis that gender equality in Ukraine – at 
least according to monitoring data – shows a level close to European values. No one value 
about Ukraine is worse when compared to those obtained in European countries. 

However, the dimension in which the gender gap globally has the largest spread is 
the one measured by the Economic Participation and Opportunity subindex. Here, only 
58% of the gap has been closed so far, and it slightly widened since last year. The dis-
persion between the best performing countries and those at the bottom of the ranking 
is substantial. While the top 10 countries have closed at least 80% of the gap, the bot-
tom 10 countries have only closed 40% of the gap between men and women in the 
workplace (WEF, 2020, p.10). 

In 2018, among the 10 best performers in this subindex, there appeared only two 
from the EU: Sweden and Latvia, and in 2019 only Latvia (Figure 2). The largest gender 
gap for Economic Participation and Opportunity subindex among EU countries is ob-
served in Italy, although it diminished by 0.3% in one year. In Ukraine the gender gap 
is much smaller than the Global Gender Gap Index overall, and the 2018 ranking is much 
better than in Italy: 28th place against 118th. However, the dynamics in Ukraine is fol-
lowed by a negative trend: in one year the gap increased by 1 % and the country lost 
11 points in the rating. 
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Figure 1. Global Gender Gap Index, 2018-2019 (including changes 

of index value in 2019 compare to 2018) 

Source: own elaboration based on WEF (2018, 2020). 

Thus, the above comparisons reveal that gender discrimination in Ukraine – which 
shares European values and has repeatedly confirmed its European integration inten-
tions – lies within the EU’s typical borders. At the same time, Ukraine has significant 
reserves compared to EU leaders in minimising the gender gap, including equal eco-
nomic opportunities of women. 

EU leaders’ identification and involvement in combating discrimination is as an im-
portant area not only at the level of the state monitoring of human rights respect. More 
and more companies use gender equality assessments in their own corporate policies. For 
example, one of the world-wide examples of micro-level gender equality assessments is the 
Bloomberg Gender Equality Index. In particular, in 2019 this index was calculated according 
to the data of 230 international companies. 60% of these companies conduct regular inter-
nal reviews on gender-based pay issues; 91% of companies that identified any wage gap 
made efforts to correct this injustice (Bloomberg, 2019). Hence, the results of these reviews 
are used to make adjustments to corporate policies so as to achieve gender equality. 

As for Ukraine, in 2019, the Ukrainian Marketing Group conducted an online survey 
of Ukrainian companies’ staff (1000 respondents) to identify the most pressing gender 
issues that Ukrainian private sector employees may face. The survey found that 70% of 
the interviewees did not have any prejudice against their professional colleagues be-
cause of their gender. Among those who mentioned such cases, they were most often 
confronted with lower wages (10%), doubts about professional skills (10%), rejections 
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of applications for employment (8%), and offensive and unacceptable statements and 
sexual jokes (8%). Career denials, reluctance to give serious/important assignments, 
psychological pressure, and even unacceptable sexual acts were also reported (UNFPA 
Ukraine, 2019). As we can see, such results generally confirm the previously revealed 
level of gender discrimination in economic opportunities: estimates of gender inequality 
actually coincide with those shown in Figure 2. 

 

 

Figure 2. Economic Participation and Opportunity index, 2018-2019 

Source: own elaboration based on WEF (2018; 2020) and KNOEMA (2019). 

The H2 hypothesis was tested using the data from own survey of owners and employ-
ees of small and medium-sized enterprises in Ukraine. The structure of respondents was 
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gender and age in their work activities. At the same time, women most often face gen-
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enterprises with 50-250 employees. At the same time, manifestations of age discrimi-
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who work at enterprises employing 11-50 people. A detailed breakdown of respond-
ents by discrimination is given in Table 1. 
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including working hours (29%). Noteworthy, the issue of gender differentiation in wages 
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Table 1. Discrimination within different categories of staff in small and medium-sized enterprises 

Type of 

discrim-

ination 

Sex % 
Age (in %) Staff category (in %) 

Number of employees  

(in %) 

<35 35-50 >50 worker specialist manager <5 6-10 11-50 51-250 

Gender 

women 71.4 57.1 7.1 7.1 28.6 35.7 7.1 7.1 7.1 14.3 42.9 

men 28.6 28.6 0.0 0.0 21.4 0.0 7.1 0.0 7.1 14.3 7.1 

all 100.0 85.7 7.1 7.1 50.0 35.7 14.3 7.1 14.3 28.6 50.0 

Age 

women 56.1 39.0 14.6 2.4 29.3 22.0 4.9 9.8 9.8 22.0 12.2 

men 43.9 26.8 17.1 0.0 24.4 12.2 7.3 0.0 12.2 22.0 9.8 

all 100.0 65.9 31.7 2.4 53.7 34.1 12.2 9.8 22.0 43.9 22.0 

No dis-
crimina-

tion 

women 64.7 38.3 20.0 6.4 31.5 29.5 3.7 20.7 9.2 15.9 18.0 

men 35.3 15.3 17.3 2.7 20.0 12.2 3.1 3.7 8.8 8.1 14.2 

all 100.0 53.6 37.3 9.2 51.5 41.7 6.8 24.4 18.0 24.1 32.2 
Source: own study. 

In the course of the study, we also found links between discrimination and wage dif-
ferentiation in enterprises: the higher the age and gender discrimination, the smaller the 
wage gap (Figure 3). This indicates that in enterprises with gender and age discrimination 
the chances for employees to assume higher-level positions with higher wages are much 
lower than in non-discrimination enterprises. Successful businesses with lower levels of 
age and gender discrimination experience a much larger wage gap, but this is offset by the 
real ability of each employee to have a successful career, accompanied by higher wages. 

 

 

Figure 3. The allocation of employees by differentiation of wages 

in enterprises with different discrimination policies 

Source: own elaboration. 
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The results of the study indicated that compensation and benefits are generally dis-
tributed in enterprises where there is no discrimination. This is most relevant for such 
components as “providing full meals” and “paying for long-term tuition” (Figure 4). At the 
same time, other compensations and benefits are present in all enterprises, although they 
are most prevalent where there is no discrimination. 

 

 

Figure 4. The availability of components of compensation and benefits 

in enterprises with different discrimination policies 

Source: own elaboration. 
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Therefore, enterprises face the need to modify their personnel policies, taking into 
account measures to ensure gender equality. 

Table 2. Current and potential indicators of staff turnover in enterprises with different discrimi-

nation policies 

Presence of discrimination 

in enterprises 

Actual staff turnover, % (esti-

mate of business owner) 

Potential staff turnover, % 

(estimate of employees) 

Gender discrimination 35 71 

Age discrimination 27 39 

There is no discrimination 25 29 
Source: own study. 

CONCLUSIONS 

Ensuring gender equality is a difficult task for even the most developed countries of the 
world, as none of them has achieved full equality of sex, including in respect of labour 
rights. As our study shows, significant progress has been made in this area in Ukraine, 
as in general, gender gap and the economic equality of women keep within the EU-
specific range of values. 

However, by examining two other hypotheses at the level of small and medium-sized 
enterprises in which labour rights violations are less monitored, we find that discrimina-
tion against women is still high enough in such enterprises, comprising at least 15%, which 
mostly agrees with the WEF Global Report for Ukraine. Nevertheless, in some age groups 
the discrimination situation is very tense: mostly for young women under the age of 35, 
who do not belong to a managerial level. 

The most important manifestations of discrimination are inequality in pay, working 
hours, and career advancement. In terms of the availability of compensation and ben-
efits, it is higher in non-gender-sensitive enterprises, as expected. Instead, in compa-
nies with explicit gender discrimination, men are more likely to benefit from compen-
sation such as transportation costs, meals, and short-term training programs. Combin-
ing this with the previously identified signs of discrimination against non-managerial 
female workers and professionals, we can establish interdependence of gender dis-
crimination and the use of job opportunities. In such a way, managerial employees are 
provided with greater accessibility to compensation and benefits packages. 

By testing the hypothesis of a link between gender discrimination and potential flu-
idity, we confirm that the insufficient assurance of equal rights in enterprises becomes 
the basis for the formation of negative employee motivation. Thus, dissatisfaction with 
the existing level of gender rights emerges from the fact that in enterprises character-
ised by discrimination, the potential staff turnover surpasses 70% and in fact exceeds 
twice the same indicator for enterprises with no discrimination. Such results threaten 
not only social but also economic losses for businesses. Indeed, as one international 
study found, the implementation of the principle of gender equality and non-discrimi-
nation leads to increased productivity and efficiency of organizational and managerial 
processes, hence the profitability of companies. For example, a report by Diversity Mat-
ters (McKinsey, 2015) found that gender diversity companies are 15 % more likely to 
have financial returns above their respective national industry medians. 
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Thus, gender issues and gender non-discrimination standards should attract the at-
tention of Ukrainian companies, as compliance with relevant development norms and 
priorities can deliver tangible economic results. Gender benchmarks for socially respon-
sible companies are defined by a number of different international and national com-
mitments that Ukraine has undertaken. At the same time, we clearly see the need for 
the development of social responsibility of business owners, along with the activation 
of trade union movement. First and foremost, the development of social dialogue must 
concern the consolidation of equal treatment norms in the work process, the formula-
tion of compensation and benefits policies, and the definition of non-discriminatory 
principles for their implementation. Enshrined in the form of social and employment 
agreements at various levels, such arrangements will allow these elements to be used 
as a tool for monitoring and regulating stakeholder relations. 

At the same time, the scientific and practical principles of social dialogue develop-
ment, the search and implementation of effective mechanisms for its activation in 
Ukraine, and most importantly, compliance with the commitments, count among the 
topics for future scientific research. 
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