Mepuwnm Hanpawon wae OYTH 3HUKEHHA NOZATKIB Ta MNOLATKOBOTO HABAHTANEHHS.
MponoHyeToCA NO6yn0Ba NibepanvHoT NOZATKOBOT CUCTENH, L0 nepepbavac:
eCKacyBaHHA NOJAaTKY Ha NpUOYTOK. 3amicTo HbOTO -NOLATOK HA BUBEAEH NI KaniTan;
o3Hnkewna N1B8 320% go 15% (3huxerui 10% Ha npogyKTU xapuysanusa Ans fiteit, Apykosani
Taser, KHATH TOLO) .
eBeci nogatku wa 3apobiTHy nnaty -He Ginsue 20%.
oN]00 3 18% 3Huxyetnca Ao 10%, € CB8 3 22% 3hnkyersca g0 17% + 5% Ha nepconans i
HAaKomAyyBanbHuil newciinni paxynok.

Husbki MOZATKA € OCHOBOR ANA UBMAKOTO POCTY Ta BUXOLY EKOHOMWIKN 3 Tiki. MOTOYHNI
PIBEHb NOAATKOBOTO HaBAHTANEHHS HA eKOHOMIKY cTanosnTb 43%. e € 0CHOBHOW NpUYUHOD
BUCOKOTO PiBHA TiHI3ALIT, fewoTusayii AN NignNpAEHYiB Ta KENPUAKATHO NOBIALHOTO 3POCTAHKA
Tenny Hauoi exkowomiku (Ha piBHi 2-3%). N0JaTKOBE HABAHTAKEHHA HA EKOHOMIKY HEOOXIAHO
3WeRuNTH g0 30%, 4o B pasu 30 inbuuTb picT BB M Ta piBeHb KNTTA TPONARAH.

Ipyrww Hanpauwow yZOCKOHANEHHA NOZATKOBOT CHCTENW € CKACYBAHHA ONOJATKYBAHHA
iHO3ewHux JOXOZiB. Mepenik KkpaiH 3 AKWNM [iOTb YrofgW npo 3anobirais nogsiihoro
ONOZATKYBAKHA N4 TpONAgAK YKkpaiwuw wae 6yt posuupenuwid fo Bcix kpaiw csity (kpiw
WiKHAQpOAHO BUBHAKAX OQUOPHUX OPUCAUKUIA) . ByAb-AKE ONOAATKYBAHHS JOXOLIB OTPUNAHUX B
kpainax EC, bputancekoi cnisgpywwocti, CU A 7a Kawagn 3 AKux BKe Cnnavesi nojatku B
KpaTHaX OTPUNAHHA JOXOLY - € HENpUNYCTUNUN.

[ Ttpetinm wanpawow € 060B’A3K0BA NOJATKOBA feknapauis Oi3wyHux ocib. Y pasi
NPUXOBYBAHHA ab0 HeyechoT feknapalii waknagatumersca utpad y poswipi 30% Big pisHuyi, Aka
EHENIATBEPANEHON a60 X NpUXOBAKON.

OTXe, Ww BULIAUNW OCHOBHI TP HANPANN BLOCKOHANEHHS NOKATKOBOT CHCTENU YKpaTHN,
AKI NOKPABAKTL OCHOBHI HEAONIKM MOLATKOBOT CHCTEMMW Taki 8K: BIACYTHICTL JeKNapyBaHHA
Disuwynnx ocif, nogsiine onNOAaTKYBAHHA THOBEHHUX ROXOAIB T BUCOKE NOJATKOBE HABAHTAKEHHA .
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preamble/.
2.000yidamit cair Niwicrepcta ncTuyid Ykpaiwu. Pexwnw goctyny: minjust.gov.ua
3. Mpineposa 0., Bacunvuyk B. Wixwapoghwi goceifefexTusrol geTinizayii exononiku. - 2019,
4. Bui. 7. #., Primierova, 0. K. (2018). "Tax stimulation of small-size business development in Ukraine".
Efektyvna ekonomika, [Online], vol. 9, available at: http://www.economy.nayka.com.ua/?op=1&z=6533.
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THE GENDER PAY GAP: MAIN CAUSES AND FEATURES
IN DIFFERENT COUNTRIES OF THE WORLD

The gender pay gap is a specific indicator that shows the difference between the wages of
men and the corresponding wages of women, which is considered as a percentage of men's wages.
It illustrates the inequality that is characteristic for high-, middle- and low-income countries. This
phenomenon is exacerbated in a market economy, because entrepreneurs are primarily interested in
earning a profit, so they often refuse to hire women because ofthe likelihood of maternity leave or a
large number of childcare days off. On average, a woman gets three times less pay than a man,
although a woman works about 4-6 hours more. Household work is not taken into account when
calculating employment, so statistics can illustrate that women work far less. Therefore, the topic of
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research and identification of the causes of gender differences in wages, main features and legal
regulation issues is relevant.

The differentiation between wages of men and women, or unadjusted wage gap, is provoked
by various factors and includes a number of other indicators that show gender inequality. These
include:

- the difference between the educational success of men and women,

- the number of years of education for both sexes,

- the concentration of women in those professions and industries where wages are lower,

- the comparison of men's and women's full-time and part-time employment

- the role of the mother and her obligation to care for other relatives or family well-being.

According to the theory of human capital, the cost of education greatly increases the
opportunity to get a job and high wages. Mostly, women work fewer hours per week, but spend
much more time on the household, and especially on childcare. This situation has a negative impact
on a woman's ability to accumulate knowledge and experience in order to gain a high-paying
position and career advancement. In addition, women have less incentive to invest in their
education, which leads to shorter careers than men. As a result, women accumulate less capital and,
as a result, receive less wages.

Gender inequality also points to the link between the area or industry and earnings of both
sexes. Women are mostly employed in areas where wages are below the market average - social
security, education, health care, and social services, where the share of women exceeds 70%.
According to the statistics analyzed, men are more likely to start their own businesses or move into
higher positions.

One of the most important factor in choosing a profession and place of work is a woman's
perception of herself as a mother and the caretaker of a family health, because in these
circumstances, women choose flexible work schedule, close and convenient work, while forgetting
about the level of wage.

One of the causes of gender pay gap is also the discrimination against women that has been
embedded in their minds since childhood. It has roots in religion and a culture where women have
traditionally been perceived as weak and unable to make their own decisions. This pattern has the
negative consequences that emerge when a woman wants to engage in self-realization, get a job,
agree on a higher wage and better working conditions. Because of these traditional judgments,
women choose low-paying jobs, sometimes informal ones, paying attention to the convenience and
short-term factors and not caring about possible job development and skills to move to the higher
positions.

Countries with different levels of development and estimates according to the gender pay gap
were explored with two measures: mean (the average of all the values covered and the median (the
value located in the middle of the distribution). Detail information about the level of differentiation
between men's and women's hourly wages in different countries is illustrated (Figure 1).

The first observation arising from this figure is that the gender pay gap is overwhelmingly
estimated as a positive value — it means, that men earn more than women. 23 of the 31 countries
covered in Figure 1 show a positive mean gender pay gap; the same is true for 26 of the 32
countries for which median gender pay gaps are estimated.

The weighted global estimates range from about 16 per cent. Looking at all the different
estimates, one conclusion is that, on average, women are paid approximately 16 per cent less than
men across the world. However, there are wide variations among countries, with the mean hourly
gender pay gap, for example, ranging from 47,2 per cent in Pakistan to —8,3 per cent in Egypt
(which would be interpreted to mean that in this country, women earn on average 8,3 per cent more
than men).
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Graph 1. Genderpay gaps using hourly wages in different countries
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In addition, for almost all countries the gender pay gap is higher when the evaluation is based
on monthly wages rather than hourly wages, representing the fact that in most countries women and
men vary significantly in respect of working time -part-time work is more prevalent among women
than among men.

Summing up, the gender pay gap illustrates the widespread discrimination against women in
the labor market and the obstacles they face to succeed in a particular industry. Differentiation in
the size of wages of men and women is a constant phenomenon and is characteristic of all countries,
regardless of their level of development. Moreover, the existence of a gender pay gap has a negative
impact not only on the productivity and success of the individual, but also on the development of
the country as a whole, reducing human resource efficiency. Gender equality is important for the
self-realization of individuals, their maximum development, but the current state of gender
discrimination makes overcoming impossible in the near future.
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MI)XHAPOOHWW AOCBIA ®YHKLUIOHYBAHHA MICLEBUX ®IHAHCIB

Wicuesi QiHawch € THCTPYNEHTON eQEKTHBHOTO BNAWBY HAa BCI NpoLECH cOLIanbHo-
EKOHOMTYHOTO PO3BUTKY, 4 TAaKOXK YacTHHOD 3AraNnbHOHALIOHANbHOT OOJKETHOT CcUCTENU.
OiHaHcosa fgeuentpanisayisa, Aka novanacs 2014 poky B YKpai#i, TPYHTYETbCA HA [JOCBIfI
eBponeidcokuXx Kpaih. MpoTe Bik BIAPI3HAECTLCA ANA KOXKHOT KpaiHu, Bpaxosywyu i ocobnusocTi,
ICTOpif, 3aKOKOLABCTBO, WEHTANITET Ta iHUI 0aKkTOpH, a UIHHOCTI 1 3aBAaHHA AeueHTpanisayil
BRAAN Ta QiHAHCIB € AyKe NOLIOHMIMN B yCiX KpaTHAX.

Hacawnepeg, OLIHOOYM OIHAKCOBY JeUeHTpanisauin, BPaxoByHTb OWAKETHY cucTeny
Kpathi, AKa 3aNeXnTb BIJ DOpPUM JEpXaBHOTO YyCTPON - GEZepaTUBHI KPAiHN WAKTL TPAPIBHEBY
cncreny (wanpuknag, CINA, Kawaga, Hiwewdywsa 71a 1K) 0 yHITApHi fepxasu, AKi WagTH
LBOpiBHeBy cucTeny (Hanpuknag, Ykpaina, Opawuiq, Itanig, Anokia 12 in.).

Yo Cnonydewnx Uratax Awepuku po3nofgin Bnagn - 4e OFMH 3 KADYOBUX NPURLUNISB

Kowcrutyuii. IcTopuyno cknanocs, Lo Bnaga ¢ TPHPIBHEBON T came TONY Kpaiha He wana JOBroro
I KPOMITKOTO LAAXY [0 AeUeHTpanisauii, a nule YLOCKOHANEHHA CACTENH, LO BKe icHye. Coepu
BOAUBY YITKO POSAINEHT WiX pIBHAWA, @ TONY OYHKLUIOHYBAHHA Opra“wis Micyesoro

CANOBPALYBAHHA 3LTMCHOETHCA B MWEKaX BUBHAYEHOT KONMETEHUiT, NPejCTABHUKA LEHTPAAbHOT
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