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GENDER PARITY IN PUBLIC ADMINISTRATION IN THE CONTEXT
OF THE DEVELOPMENT OF EUROPEAN VALUES
IN THE MANAGEMENT SYSTEM

Abstract. The issue of gender parity in the management system plays an important role in
the world. The problem is raised at all levels and its solutions are always on the agenda. The
dominance of men in high management positions in the 20th century has led to the fact that now
gender equality is a matter of many scientific works. At the same time, the state apparatus always
stood aside and was practically not touched. But there are enough problems with gender inequality.
Ignoring this problem, today, will lead to a return to the days when professionalism was determined
by gender and not by knowledge. The main task is to characterize the state of gender parity in the
public administration system. The main purpose of the article is to evaluate the available statistical
data on the gender ratio of men and women in the state authorities of Ukraine, as well as to
calculate the coefficient of gender asymmetry in the management system. As a result of the
analysis, it was determined that the essence of gender policy in the system of public administration
and governance should not be aimed at «highlighting» a woman's status in front of men in a special
way, but to ensure an optimal balancing of the participation of both the former and the latter in
making any decisions. in the management system, thereby establishing appropriate equity. Women
and men should not be «special» to stand out in the management system and in the field of public
administration. Consideration should be given to professionalism, competence, honesty and
conscience during the service. The article provides a detailed analysis of the distribution of
representatives of both male and female sides in the system of public administration and
management at all levels. It was found that today there is a certain inequality in the work of the
management system towards men in the field of public administration.
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TEHJAEPHUM MAPUTET Y IYBJIYHOMY AJIMIHICTPYBAHHI
B KOHTEKCTI PO3BUTKY €BPONEMCbKUX HIHHOCTEN
Y CUCTEMI MEHE/IKMEHTY

AHoTtanis. [IuTaHHs reHepHOro NapuTeTy B CUCTEM1 MEHEIPKMEHTY 3aiiMae BaXIIMBY POJIb
y cBiTi. [IpobieMaTrKy migHIMAIOTh Ha YCiX PIBHSAX 1 il BUPIIICHHS 3aBXKIU HA MOPSIIAKY JCHHOMY.
JloMiHyBaHHS Ha BUCOKUX YIPABIIHCHKUX MOCAAaX YOJIOBIKIB Y XX CTONITTI MPU3BEJIO 0 TOTO, IO
Tenep 3a0e3nedeHHs reHIepHOI PIBHOCTI € MUTaHHs 0araTh0X HayKOBUX Ipallb. JlepaBHuii amapat
IIPYU LIbOMY 32KIH CTOSIB OCTOPOHB 1 HOTO MPAKTUYHO HE TOPKAJIHUCS. AJle 1 TaM BUCTayae MpoOieM 3
TeHJICPHOI0 HEPIBHICTIO. IrHOpyBaHHs 1i€i mMpoOiieMHu CHOTOJHI MPHU3BENE OO0 TMOBEPHEHHS THUX
yaciB, KOJIM NpodecioHali3M BU3HAYaBCs 3a CTaTIO, a He 3a 3HaHHAMU. OCHOBHE 3aB/IaHHS MOJIATaE
B XapakTepu3allii cTaHy FeHJEPHOro MApUTETy B CUCTEMI JIepKaBHOIO ynpasiiHHsA. OCHOBHa MeTa
CTaTTI — OIIIHUTHU HAsBHI CTAaTHCTHYHI JIaHI MPO TE€HJIEPHE CITIBBIIHOIICHHS YOJIOBIKIB 1 YKIHOK
B OpraHax Jep)kaBHOI Biaau YKpaiHH, a TakoX poO3paxyBaTH KOe(]illieHT reHAepHOi acuMeTpii
B CHUCTEMi yMNpaBliHHA. Y pe3yJibTaTi MpPOBEIEHOro aHaiizy OyJlo BHM3HAYEHO, L0 CYTHICTb
TeHJIEPHOI MOJITUKM B CHCTEMI ITyOJIYHOTO aJMIHICTPYBaHHS Ta YIPaBJIiHHS MOBHHHA OyTH
HampaBjieHa HE Ha «BHUIUIEHHS» 3a OCOOJMBMM CTAaTycOM OKIHKM IIepe]l 4YOJOBIKaMH, a
3a0e3neyeHHs ONTUMalbHOro OajaHCyBaHHS y4yacTl SIK MEpIIUX, TaK 1 APYTUX B yXBaJIeHH1 Oy.b-
SKUX PIIICHb Y CUCTEMI MEHEKMEHTY, THM CaMHUM yCTaHOBJICHHS BiAMOBiMHOI piBHOCTI. JKiHKH 1
YOJIOBIKM HE TIOBHHHI TO «OCOOJWBOMY» BHIUIATHUCS B CHCTEMI MEHEDKMEHTYy U y cdepi
nyOusiigyHoro ynpasiinHs. [loBuHeH ypaxoByBaTHCs MpodecioHani3M, KOMIIETEHTHICTb, YECHICT 1
cBiiomicTh mix yac ciyx6u. IlpoBeneHO aeTanbHUI aHali3 MIOAO PO3MOIUTY MPEICTABHUKIB 5K
YOJIOB14O1, TaK 1 )KIHOYOi CTOPOHHU B CUCTEMI IIyOIIYHOr0 aJAMIHICTPYBAHHS Ta YIPaBIIHHS Ha BCIX
piBHsX. Byso BCTaHOBIEHO, IO HAa HUHILIHIM J€Hb ICHy€ ME€BHA HEPIBHICTh y POOOTI CHCTEMHU
ynpaBiiHHs B 01K YOJIOBIKIB y cepi myO1iyHOrO aAMIHICTPYBAHHS.

Knrowuosi cnosa: rteHAEpHICTb, TEHACPHMA TapuUTET, MyOJiuyHE aaMIHICTPYBaHHS,
yNpaBJliHHS, CUCTEMa MEHEIKMEHTY
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Introduction. Representatives of classical and traditional society defend the value
foundations of human existence (family, marriage, patriotism) — you cannot use the concept of
gender in your discourse, since the latter is destructive for these reasons. The danger is contained in
the seemingly neutral definition of «gender», which is now being promoted in all spheres of
European society. Knowledge of the true essence and purpose of gender ideology will protect and
preserve the value and moral foundation of the development of the individual and the state as a
whole.

It 1s safe to say that the fight against gender ideology in Europe should become one of the
priorities of national security.

The issue of gender stratification in modern society has recently become very relevant,
especially in the context of the adoption of the Istanbul Convention, which is dedicated specifically
to the issue of gender separation by sex [1]. In all countries, without exception, the mentioned
problem also occurs, moreover, it occupies not the last positions in the social dimension. So, at the
international level, it has been proclaimed that there can be no privileges or restrictions on grounds,
including gender [2].

The relationship of gender is reflected in various branches of law that ensure the
implementation of economic, civil, social, cultural and political human rights in accordance with the
principle of gender equality [3]. The question of a woman's place in modern society is very
relevant, which is primarily related to the role she plays in family relationships, at work, studies,
service, and the like. At this stage of the functioning of social relations, the problem of gender
equality between women and men deserves special attention, in turn, it is an indicator of the
civilization of society [4; 5].

Gender policy is a direction of state activity aimed at real affirmation of equal rights and
ensuring equal opportunities for persons of both sexes by providing guarantees of equal
participation in all spheres of public life, creating a balanced system of benefits and social
protection for women and men, ensuring equal opportunities in the labor market, the sphere of
education, etc., requires further theoretical substantiation [6; 7].

The rapid transformation of social relations in the modern world is characterized by an
increase in the role of women in the formation of certain vital social spheres, as well as relations on
the basis of this phenomenon with the male part of society, the perception of women in certain
circles, and the like. The problem of equality between men and women is not a novelty for any
world power, because it existed throughout the formation and development of social ties [§ — 10].

The main field of consideration of modern gender theory is the inequality of the position of
women and men, because now the place and role of a woman in society is most often determined by
certain limits, beyond which she cannot overstep, in particular, she is not allowed to do this by
public opinion, traditions, culture, etc. The main problem of gender equality for women is in
professional activity and in family and domestic relations. Gender inequality is especially
noticeable when choosing a profession, where considerable attention is paid to gender stereotypes,
according to which difficulties arise not only for women, but also for men.

The essence of gender policy in the public service system in the management system, in our
opinion, is the consistent implementation of constructive actions aimed at promoting gender
equality in public authorities, provides for:

- ensuring the rights and freedoms of women and men and equal opportunities in the use of
these rights and freedoms;

- creation of equal conditions for self-realization, development of leadership qualities and a
person's acquisition of social status in accordance with the needs, interests and abilities of women
and men;

- recognition that the specific interests of women and men should be taken into account when
developing programs and projects;

- fair treatment of women and men and the assessment of the results of their activities;

- ensuring equal opportunities for women and men to contribute to political, social, economic
and cultural development;
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- ensuring the rights of men and women to access the distribution of economic and social
resources;

- promoting the development of partnerships between women and men based on the principles
of democracy,

- creation of prerequisites for the formation of a gender-balanced state cadre apparatus,
especially its leadership.

Research analysis and problem statement. Gender policies in the European Union in the
management system have gone through several stages of development: from policies to improve
the situation of women and policies in the interests of women to policies to ensure equal rights
and opportunities. Back in the early 90’s of the twentieth century. The first European network of
experts on women's involvement in decision-making was set up in the European Community to
monitor these processes in the European Union [12].

Norms on equality between women and men are enshrined in two UN International
Covenants of 1966. These are the International Covenant on Economic, Social and Cultural
Rights and the International Covenant on Civil and Political Rights. These documents enshrine
the principle of equality of the sexes in the form of a legal obligation, and the equality of
women’s and men’s rights is seen more broadly than simply declaring their general equality
before the law. The UN Convention on the Elimination of All Forms of Discrimination against
Women (CEDAW), adopted by the UN General Assembly on December 18, 1979, played a
special role in establishing gender equality [13].

The question of a woman's place in modern society is very relevant, which is primarily
related to the role she plays in family relationships, at work, studies, service, and the like. At this
stage of the functioning of social relations, the problem of gender equality between women and
men deserves special attention, in turn, it is an indicator of the civilization of society. In order to
better understand the problem of gender parity in government bodies, the authors selected the
state apparatus of Ukraine for analysis [14].

For the Ukrainian state, such a problem is no less weighty, because in connection with the
development of a democratic, legal and social state, it requires an equally parity attitude towards
all strata of the population, without differentiating it on any grounds, in particular sex. Within the
framework of the problems touched upon, let us note that Ukraine is no exception, because in
many spheres of public life there is discrimination on the basis of sex. This situation indicates not
only outdated thinking in society, but also imperfection in public administration, in particular at
the level of implementation of gender policy.

Gender parity in public administration is gender balanced participation in the processes of
social development management, presupposes not only the presence of the same number of
women and men, but also their conscious activity based on mutual respect for different views and
positions and understanding of the differences in experience and needs of each sex [14; 15].

Modernization of civil service institutions and service in local self-government bodies
presupposes equal access to public service, including regardless of gender. In particular, the new
editions of the Laws of Ukraine «On Civil Service», «On Service in Local Self-Government
Bodies» provide for a rule prohibiting all forms and manifestations of discrimination, the absence
of unreasonable restrictions for citizens when entering public service and service in local self-
government bodies and its passage [16].

However, an analysis of gender representation in government bodies and in local self-
government bodies shows a lack of gender balance. This problem is especially acute in the
representation of women and men and in the highest levels of government, which leads to a
decrease in the quality and efficiency of managerial decision-making.

According to the State Statistics Service of Ukraine [17], as of 01.01.2019, there were
295,709 civil servants in Ukraine. The number of women was 221 096 people, men — 74 613, or
in accordance with 74.8% and 25.2%. There were 84,548 local government officials, including
64,147 women, 20,401 men, or 75.9% and 24.1%, respectively. The ratio of civil servants-leaders
by job category demonstrates the opposite trend in the representation of women and men. 83.9%
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of men and only 16.1% of women occupy positions of the first category, 65.6% of men and
34.4% of women — of the second category. Only in the positions of the third (53.8% of men and
46.2% of women) and the fifth category (35.9% of men and 64.1% of women) there is a tendency
of increasing the presence of women (7able 1).

Table 1
Information on the distribution of civil servants by gender by category (I—VI categories)
Accounting Women Men
Categories numbc.er of
full-time Persons % Persons %

employees
In tofal, of them have job 295 709 221 096 74,8 74 613 25,2
categories:
first category 211 34 16,1 177 83,9
second category 884 304 34,4 580 65,6
third category 3339 1554 46,2 1795 53,8
fourth category 8995 45653 51,7 4342 48,3
fifth category 22025 14113 64,1 7912 35,9
sixth category 42232 31365 74,3 10867 25,7

Analysis of the number of local government officials holding leadership positions only
reinforces this trend. Thus, only one woman works in the first category, 12.5% in the second
category, 13.3% in the third, and 30.7% in the fourth. A significant imbalance in the
representation of women and men appears in positions of the fifth category — 81.3% of women
and the sixth — 79.9% of women (. It should be noted that the ratio of the number of men /
women in the total number of civil servants and officials of local self-government, from 2005 to
2019, practically did not change (the average value is 75.7% of women and 24.3% of men).

The task is to characterize the state of gender parity in the system of public administration.

The main purpose of the article is to evaluate the existing statistical data on the gender ratio
of men and women in government bodies of Ukraine, as well as to calculate the coefficient of
gender asymmetry in the management system.

Methodology and Results of the research. Modern trends in gender inequality in European
society make it possible to identify such gender differentiated manifestations in public
administration in the management system:

- limited opportunities for professional growth of women and their participation in political,
business, material networks;

- low level of gender parity in the public consciousness and women's solidarity;

- unsatisfactory involvement of socially and professionally active women who have received
modern education and have more effective approaches to solving political issues and public
administration;

- lack of public strategy, ideology and culture, rules of equal competition to attract women to
politics and public administration;

- overcoming public disbelief in improving the situation in the state in the event of an increase
in women in senior government positions and in parliament.

To assess gender parity, we use the gender specific asymmetry index (Jacobson, Kelleher,
Bowling 2010, p. 477—504). The coefficient of gender asymmetry was introduced in the works and
is a convenient tool for analyzing gender parity. Here is a formula for calculating the coefficient of
gender specific asymmetry (1):

By b
GA% = F—Hi (1)
F O

Where FF — is the total number of females in the group, and M — is the total number of

males; F; — the number of females who have a certain trait, and A — the number of males who
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have a certain trait. M; belongs to the gap and GA% — is a qualitative measure of the distribution
of characteristic features in gender groups.

In order to use this formula to assess gender parity in public administration, we took data on
the percentage distribution of women and men in government bodies of Ukraine, which were
obtained from the annual reports of the Statistics Service of Ukraine for 2013—2019 (7able 2
and 3).

Table 2
Distribution of percent of men in public administration in 2013—2019
of the total population in the management system
Year 2013 | 2014 | 2015|2016 | 2017 | 2018 | 2019
Central bodies of public administration 3,31 1334 | 3,6 | 39 | 3,87 3,9 4
Local authorities public administration 38 |39 |46 | 48 | 45 | 4,7 | 52
Table 3
Distribution of percent of women public administration in 2013—2019 of the total population
Year 2013 | 2014 | 2015 | 2016 | 2017 | 2018 | 2019
Central bodies of public administration 24 | 222 | 2,6 3,1 2.9 3,4 3.8
Local authorities public administration 36 | 39 | 3,0 | 4,1 5,2 5,5 | 5,55

Taking into account the above data, we calculated the coefficient of gender asymmetry and
systematized in Table 4.
Table 4
Calculation of indicators of the coefficient of gender asymmetry in public administration
in 2013—2019 of the total population

Year 2013 | 2014 | 2015 | 2016 | 2017 | 2018 | 2019

Central bodies of public 0,12 | 0,1 |-0,12| -0,13 | -0,14 | -0,11 | -0,11
administration

Local authorities public
administration

-0,12 | -0,11 | -0,11 | -0,12 | -0,12 | -0,1 -0,09

Negative indicators of the coefficient indicate the prevalence of males in the public
administration system of Ukraine. This table shows the qualitative content of gender parity, that is,
it reflects the real gender parity at all levels of government. From here we see that almost the entire
table has negative asymmetry indicators, that is, males dominate everywhere. On the positive side,
it is worth noting that at the local level this indicator is lower, which means a better state of gender
parity, and also the fact that from year to year this coefficient is more and more approaching
positive values.

Conclusions. 1. Gender policy in public administration should be aimed at ensuring
balanced participation of women and men in decision-making, which will contribute to the
formation of a new worldview about the role of women in the field of governance, and then, the
establishment of gender equality. However, this presupposes not only the same amount of
representation of women and men in public administration, but also their high professionalism,
competence, virtue, that is, the conscious activity of representatives of both sexes, is aimed at
serving the Ukrainian people.

2. The article analyzes the most relevant statistical data on the distribution of male and
female representatives in the public administration system at both the central and local levels.

3. The negative value of this indicator is demonstrated by the fact that today the ratio of
men and women in the apparatus of state administration of Ukraine prevails towards men. Despite
this, there are positive signs, namely a decrease in the visibility of the coefficient and a positive
trend in the context of years and the percentage of women in public administration in the
management system.
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