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GENDER-BASED DISCRIMINATION IN UKRAINIAN ENTERPRISES:
COMPARISON OF THE VIEWS OF EXPERTS, TOP-MANAGERS,
AND PERSONNEL

The paper objective is to compare the perception of gender-based discrimination in Ukrainian enterprises
from the perspectives of employers, employees and experts. The gender-based discrimination is analyzed in
three dimensions: remuneration and workload, occurrence and acceptance of gender threatening situation
that might happen in the enterprise, and overall evaluation of discrimination that is absent or present in the
Ukrainian labour market. The empirical data provides the recent evidences of the prevalence of gender
stereotypes, the horizontal and vertical segregation in the labour market in Ukraine, as well as some
discrepancies in the perception of the discriminative practices among employers and employees.
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Introduction

As proved in a range of studies [4; 5; 8—11], the
labour market is gendered, and Ukraine is not an
exception. An international project “Gender
Equality in the Labour Market in Ukraine” in 2010
[16] as well as other studies before and after it
explored various aspects of the gendered character
of the Ukrainian labour market, using official
statistical data, population surveys and expert
interviews. There are some recent studies focused
on developing economic spheres in Ukraine, such
IT [2]. However, none of the mentioned studies
were based on a complex survey of employees and
employers (top-managers of the enterprises), and
this paper aims to fill in this gap suggesting the
comparison of views on gender equality on the
labour market among these two categories.
Moreover, the experts’ opinions are given for
additional qualitative illustration of the quantitative
survey findings.

Several dimensions are explored in the paper for
the evaluation of gender (in)equality in the
enterprise:

1) remuneration and workload (self-assessment
by top-managers and employees);

2) the level of gender discrimination in the
company (assessed by managers and by employees,
for employees — reassessment after the discussion of
gender threatening situations);

3) occurrence and acceptance
threatening situation in the enterprise.

The paper is structured according to these
dimensions. The survey was initiated and supported
by the Embassy of Canada in Ukraine, and

of gender
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implemented by the research team of “GfK Ukraine”
research company together with sociologists
Tamara Martsenyuk and Tetiana Kostiuchenko
during January-March 2017. The paper describes
major findings suggesting the complex picture of
the gender equality perception by top-managers and
personnel in the Ukrainian enterprises.

Survey methodology

The survey was conducted in three steps:

1. Firstly, the semi-structured expert interviews
were conducted in order to draw the scope of issues
for the employers’ and employees’ questionnaires —
three experts were interviewed (see Appendix A for
details).

2. Secondly, the survey of employees was
conducted using computer-assisted web-based
interviewing (CAWI) — 416 interviews with
employees in cities with the population of 100,000
and more residents were conducted.

The data on employees’ survey can be analyzed
by the following splits:

e by gender (male/female);

e by settlement size (Kyiv, large cities (cities
with 1 million and more residents: Dnipro, Lviv,
Odesa, Kharkiv), smaller towns (towns with the
population from 100 thousand residents and <1,000
thousand residents)).

3. Thirdly, the survey of small and medium
enterprises (SMEs) owners and chief-executive
officers (CEOs) of large companies were conducted
using computer-assisted telephone interviewing
tools (CATI) — overall, 251 telephone interviews
with employers were conducted.
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The sample of employers’ survey was designed
to represent five industries specified by the survey
initiator (such as agriculture, food, textile, HoReCa,
and IT): about 50 interviews per industry, also there
was about 50/50 distribution by gender (48 % male,
52 % female). Therefore the data can be analyzed
by the following groups of respondents:

e by gender (male/female);

e by industry.

Survey framework and the experts’ views
on gender (in)equality

According to the official state statistics as of
2015, approximately 61 % of women and 69 % of
men of employment age (meaning aged 15-58 y.o.
for women and 15-59 y.o. for men) were employed
in Ukraine [1], and the difference in wages by
gender was 26 % in the 1st quarter of 2016 (meaning
that women received 74 % of men’s salary, on
average) [15].

The gendered character of the labour market is
resulted in the co-existing of two polarized spheres
of economic activity for men and women -
productive and reproductive spheres [12, p. 77-96],
where productive sphere assumes financial benefit
and is related to the production of goods or services
while reproductive sphere is mostly unpaid and
related to house-keeping, childcare and care about
family members. Women are expected to handle
over the second sphere in patriarchal societies, even
when they are allowed to work and when no legal
constraints exist for women engagement into the
labour market. Such situation leads to the double
burden on women in Ukrainian society. The experts
mentioned about this traditional role of a woman in
the Ukrainian family in when she “must” take care
of her family and it actually becomes one of her
occupational spheres. It is seen as the main reason
of why employed women do not develop their
potential to full extent.

“It seems to me that this is the first role of a
woman. I do not like to say that but a woman has

a family, which she has to take care of and she

has to combine this with her work” [Expert #3].

“When [ talk to women, mainly younger
ones, 1 start to advocate for some actions... and
they reply, ‘I am married’. This remains in

people’s mentality” [Expert #2].

According to 1. Maltseva and S. Roshchyn, the
gender stereotypes influence on gender segregation
in the labour market, specifically the job applicants
experience discrimination by gender and at the same
time are affected by the gender stereotypes they have
and are guided with [10, p. 7-50]. So, on the one

hand, the employer might discriminate the employee
or job applicant (when assuming that the female
applicant or employee would be less efficient in work
and less seeking career promotion due to family
obligations), on the other hand, the female employee
is led by stereotypes when choosing less demanding
job position or avoiding competition with male
colleagues due to lower self-confidence or lower self-
assessment. Similarly, the surveyed experts
emphasize that in Ukraine female employees tend to
be less self-confident in own capabilities than male
ones, and this problem is relevant to all industries:

“A woman and a man apply for the same
position [in IT sector]. The woman has a better
experience but she will always claim for lower
salary than a man will” [Expert #3].

“In other words, it is not like she does not
believe in her strengths, she believes in her
strengths but in a role of a woman, in a life plan
traditional for a woman” [Expert #1].

The surveyed experts also indicated that there
were far less women in top management of Ukrainian
enterprises than men, so they had to think as a
majority did in their environment. The second one is
that women anyway fail while they try to copy the
behaviour or orientation of the male top management,
because they do not have access to the majority of
“male business clubs,” so they always have to prove
that they are “insiders” in this informal “clubs”.

“That is why networking plays a huge role in
our business. If you want everything to be OK,
you have to make friends with someone. What
does it mean to make friends in our circumstances?
It means to have a drink together, to go to sauna
together, this is about male culture” [Expert #1].

“We do not have the same conditions as men
do. Because something that men are allowed to
do, women are not allowed to do from the very
beginning” [Expert #2].

“It was observed in big law firms: men have
own jokes, woman is outsider here” [Expert #3].
Those women who managed to break through

the “glass ceiling” and become a head of the
company “forget” about the problems, which their
female colleagues face and associate themselves
with male top management.

“It is where such metamorphosis occurs,
when a woman becomes a head of a company,
she should have less female and more male
image” [Expert #1].

The legislation ensuring gender equality is
another angle, coexisting with the gender stereotypes
and forming the framework of the (in)equality in the
labour market in Ukraine. The range of legal
documents is aimed to ensure principles of
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non-discrimination in Ukraine,
employment sphere:

1) Convention on the elimination of all forms of
discrimination against women (CEDAW) contains
the Article 11 regarding the discrimination at work
place and during job search, emphasizing that
women should have the same employment
opportunities as men do, the same remuneration
level, and the same criteria for being approved for
particular position, etc. [7].

2) The Article 17 of Law of Ukraine “Providing
equal rights and opportunities for women and men”
(2005) set a range of obligation on the employers
with regard to ensuring equality and non-
discrimination principles [14].

3) The Labour Code of Ukraine, Article 2
guarantees that the state ensures equality in labour
rights “despite the origin, social or financial status,
race, nationality, gender, language, political views,
religious beliefs, occupation and place of residence,
or other circumstances” [6].

Experts suppose that top-managers and SMEs
owners are aware of the legislation on prevention of
discrimination (and the employers’ survey proves
this idea partly); however, implementation of the
equality principles in everyday business processes
fall behind formal awareness:

“When you ask businesses they answer that
they have equal opportunities for recruitment. In
other words, they all understand how it should
be arranged. Everybody knows that it is a must,
however, there is a question about how it is
implemented and followed” [Expert #3].
However, experts notice the shift in awareness

of gender inequality problem: it gets lower
depending on how far people live from Kyiv, and it
is higher when people faced with something
different personally, i.e. foreign, “western” lifestyle
and business operations.

“The share of population who came across
other western stereotypes, western behavior,
women and men are aware of gender inequality
problem” [Expert #1].

The survey results displayed in the next section
of the paper partly prove this statement; although it
is hard to forecast drastic changes in the perception
of gender (in)equality in the labour market in the
short-term perspective without considerable efforts /
policies targeted on the employers in particular.

including the

Survey results

Staff structure
The proof of the vertical segregation is obtained:
according to the employees’ survey results, men

prevail in the companies’ top management. The
proportion of women among the top-managers is
20 % which corresponds with the data obtained in
the other surveys of employers (in particular, those
conducted by recruiting agencies, for example, by
Head Hunter Ukraine). The proportion of women
among the deputy top-managers is slightly higher
(36 %) among the enterprises where employees
work. Interestingly, female employees more often
mentioned that their enterprises were managed by a
woman (29 %) while male employees more often
work under men supervision (only 13 % of male
employees said that female director leads their
enterprise). The situation is similar with first deputy
heads — women tend to work under women
supervision more often than men do (47 % vs. 23 %,
respectively). Such situation is an illustration of the
formation of rather homosocial working
environment when women in business are trying to
unite basing on their gender: female top managers
hire women more often, and female employees are
more willing to work under women supervision. On
the other hand, it illustrates self-segregation when
women might prefer working in the female-led
enterprise rather than under the supervision of men;
working in female-led firm might be preferred even
in case of worse conditions or lower salary, in order
to feel more comfortable or to avoid potential
harassment at work.

The survey of top managers shows similar
finding: female top managers of the companies
mention higher female representation in companies’
top management (69 % vs. 33 % among male top
managers). According to employers, the highest
level of female representation in companies’ top
management appears in traditionally “female”
sectors (among the sectors where top-managers
were surveyed), specifically in textile industry,
hotels and catering business. Thus, the evidence of
the horizontal segregation 1is obtained in the
employers’ survey.

Direct assessment of the discrimination
through remuneration and workload

The definition “at companies similar to yours”
was used in both surveys (of employers and
employees) to evaluate the level of discrimination.
This question wording allowed avoiding the effect of
socially acceptable answers when respondents are
asked about their own company and provide answers
that are, as they suppose, expected from them.

Among female employees, only about 40 %
believe that there is no discrimination, and this is
the lowest score among all categories of respondents
(see Table). The proportion of male employees who
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believe that there is no discrimination in companies
similar to theirs is significantly higher (55 %).
Similarly, male top-managers indicated about no
gender discrimination in companies like theirs
significantly more often than their female colleagues
(79 % vs. 68 %, respectively). One in five (21 %)
female top managers reported about the existence of
discrimination against women “at companies similar
to theirs”, and 17 % of male top-managers
acknowledged that.

masculine aggressiveness, etc.). This situation is
described by T. Zhurzhenko [4] who defines two
new identities of post-Soviet women — house-keeper
and business-lady, and neither of them, according to
Zhurzhenko, can be fulfilled in Ukrainian realities to
a full extent. To overcome this tension between neo-
liberal and patriarchal value orientations, Zhurzhenko
concludes, there is a need in reconsidering the
reproductive labour as well as designing the state
policies targeted at working mothers.

Table. Perception of the (in)equality in the remuneration and workload among men and women according to employees

and employers (% in the category of respondents)

Category of respondents
Female Male Female Male
employees employees employers employers

Men aqd women among fop managers receive 759, 80 % 89 9 84 9%
approximately equal salaries
Men agd women among employees receive 779 789 85 % 87 %
approximately equal salaries
Men agd women among top managers have 60 % 60 % 61 % 63 %
approximately the same workload
Men ar}d women among employees have 63 % 589 68 % 66 %
approximately the same workload
No gender discrimination in similar companies 39 % 55 %* 68 % 79 %*
N 220 196 131 120

* The difference is statistically significant with the probability 0.95.

Thus, there is a gap in the perception of the
absence of gender-based discrimination in companies
according to top-managers and employees, on the
one hand, and according to women and men disregard
their role in the enterprise, on the other hand.

Iftolook in the perception of the fair remuneration
and equal workload in more details, some other
differences in the opinion of employees and
employers as well as of men and women can be
revealed. For example, male employees tend to
think that men (top-managers or employees) work
more than women (top-managers or employees)
while female employees believe in the opposite. As
for the employers, no significant difference is
observed in the assessment of the personnel
workload by male and female top-managers;
however, female top-manager significantly more
often believe that women as top-manager have
higher workload than male top-managers (10 % of
female top-managers believe in that, comparing to
1% of male top-managers). Such discrepancy
among male and female top-manager in the
perception of female and male top-managers’
workload has the potential for the situation of the
double burden (when a woman who is a director is
expected to be a ‘good mother and wife’). Or
alternatively, it might lead to the adaption of the
male practices in business (when woman in business
has to act like a man, i.e. demonstrating traditionally

As for the remuneration, the difference between
the answers of top-managers and employees is more
visible than between the male and female respondents.
Both female and male top managers believe that the
remuneration of personnel is fair, unlike the
employees who tend to suppose that male employees
earn more than female ones (15 % of employees vs.
5 % of top management believe in that with regard to
personnel salaries). That corresponds with the result
of the nationally representative poll in 2014 where
about 13% of women reported about facing
(personally, or through relatives or friends) the
situations when women were paid less than men for
doing similar job [13, p. 78].

The fact that employers do not notice (or
unwilling to admit) unfair remuneration with regard
to employees’ gender contradicts with the official
statistics of Ukraine showing that the average salary
of male employees is higher than of female ones.
Moreover, the fact that female applicant asks for
significantly lower salary comparing to male
applicant when seeking similar positions [11] might
be advantageous for the employers who can hire the
female candidate with similar qualification as a
male one for lower cost. Vice versa, the position
with higher salary would be allocated for male
candidate rather than female one due to stereotypes
that woman’s main life goal should be a family, not
a career. Such evidences of discrimination in the
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labour market as preference to the candidate of
particular gender and other gender-sensitive
situations at work are described in the next sections.

Awareness of legal regulations of gender
equality principles at work place

According to the Article 17 of Law of Ukraine
“Providing equal rights and opportunities for
women and men” approved in 2005 [6] each
employer should:

e create such working conditions that would
allow women and men to work on equal grounds;

e provide women and men with opportunities to
combine career with family responsibilities;

e provide equal remuneration for women and
men with the same qualification and the same
working conditions;

e take measures in order to create safe working
conditions for life and health;

e take measures in order to eliminate cases of
sex-based harassment.

In job ads employers are prohibited to offer a job
only to women or only to men, except specialized
work, which can be done only by a person of a
certain gender; to put forward various requirements,
giving preferences to one gender; demand from a
hired person to provide information on his/her
personal life, plans for having children.

According to the nationally representative
survey conducted in 2007, one in three adult
Ukrainians reported about being aware of the Law
of Ukraine “Providing equal rights and opportunities
for women and men” [13, p.73]. However, the
comparison by gender shows the significant
difference in awareness level: 38.2% of men
comparing to 33.6 % of women indicated that they
were aware of this document in 2007. The nationally
representative survey conducted in 2014 revealed a
lower awareness level of the Ukrainian population
about the legislation ensuring gender equality in the
economic sphere [13, p. 75-76]:

e only 15 % of the population knew about the
Ukrainian laws that forbid the employer to offer a
job to people of particular gender;

e and only 14 % of the population knew about
the Ukrainian laws that forbid the employer to pay
lower salary to women comparing to men when
doing similar job.

Basically, that might be an evidence of
overestimated figures of awareness as of 2007 —
when respondents were given the specific issue
instead of the law title, they did not recognize is
as easily, and gave more fair answers (instead of
socially acceptable about being aware of a
specific law).

Hence, it is possible to conclude about relatively
low level of awareness on gender-equality legislation
among the adult population of Ukraine; but when it
comes to economically active population, the
employers and employees demonstrate significantly
better awareness of such legislation. Thus, one in three
employees (and 41 % among female employees vs.
26 % among male employees) indicated that is well
informed of the regulations ensuring fair recruitment
regardless of gender, also one in three employees (and
34 % among female employees vs. 26 % among male
employees) indicated that is well informed about
gender equality in remuneration regulations, etc. '.
Among the employers, the level of awareness (as self-
assessed awareness) is much higher: i.e. 59 % of top-
managers reported about having solid knowledge of
the regulations regarding fair recruitment regardless
gender (64 % among female top-managers vs. 53 %
among male ones). About a half (53 %) believe to be
well informed in the regulations on gender equality in
remuneration (63 % among female top-managers vs.
43 % among male ones).

Therefore, the employees and employers are
supposed to know well about the Law of Ukraine
“Providing equal rights and opportunities for
women and men” and about particular articles of the
Labour Code. However, these principles have no
mechanism of being followed as well as there are no
sanctions for not following these regulations.

Facing gender-specific situations

The discrimination at work place for employees
is not limited to workload and remuneration women
receive in comparison to men. The respondents —
employers and employees — were offered the list of
gender-sensitive situations and asked to assess how
often these situations happen (according to the scale
from “almost never” to “very often”), and how
acceptable they are (according to the scale from
“acceptable or desirable” to “unacceptable”).

According to the results of both surveys,
employees and top managers evaluate the situations
of sex-based harassment towards women and men,
and emotional pressure as the most unacceptable.
Moreover, top management evaluates the situations
as unacceptable while male employees are not so
sure, and almost one in three among them would
allow such a situation to happen at their workplaces).
However, respondents believe that such situations
happen rather rarely in comparison to other
situations. While analyzing the assessments of
different groups of respondents, we may observe

' It should be noted that in the employees’ survey the level of
awareness (as self-evaluated awareness) is significantly higher in
Kyiv comparing to smaller settlements.
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that one in four female employees say more often
that the situations of sex-based harassment or
psychological violence towards women happen at
least sometimes (28 % and 25 %, respectively)
while only 19 % and 16 % of male employees gave
the similar answers, respectively. Companies’ top
managers are more confident that such situations do
not happen, and only about 10 % of top managers
admitted sex-based harassment (despite gender),
6 % of male and 11 % of female top managers
admitted psychological pressure on a person at a
workplace depending on her/his gender.

We observe the gap between assessments of top
management and employees again even regarding
the situations, which could be treated unambiguously.
This gap becomes even more outrageous regarding
other situations.

In particular, it concerns the situations, which
are connected with such vulnerable state of a woman
as pregnancy, having small children, including
recruitment. The women consider that it is
unacceptable that a pregnant woman or a woman
with small children is not recruited or is denied in
promotion; a woman is asked during recruitment
what are her plans on marriage or having children;
during recruitment, the employer specifies desirable
gender and/or age of an employee and prefers men.
Female employees evaluate all these situations as
more unacceptable and specify that they happen
more often than other groups of the respondents do.

Especially big gaps are observed in the situations
when a pregnant woman is not recruited or is denied
in promotion; and when a woman is asked during
recruitment whether she is going to get married and/or
to have children. Almost two thirds of female
employees said that such situations happen at least
sometimes, while the situation is the opposite for
other respondents top managers of both genders — two
thirds answered that such situations never happen.

In fact, female top management is rather on the
same page with male top management, than with
female employees, while assessing such gender
threatening situations. Male employees take up
middle ground — they have more rigid assessments
than top managers of both genders do, but more
lenient than female colleagues have.

Conclusion

According to the survey results, the phenomenon
of gender segregation of the labour market is typical
for the business sector. In fact, it is necessary to
mention the vertical gender segregation, which
provides less access for women to the top management
positions, as well as the horizontal gender segregation,

which means the division of business areas into
traditionally “female” and “male”.

It is more comfortable for women in business to
work in female environment: female top managers
more often hire women; female-employees are more
willing to work under female supervision.

The majority of the respondents, regardless of
gender and job level, are sure that there is no gender
pay gap. Top management of both genders are more
confident that the remuneration is fair. In contrast,
the employees consider to greater extent than top
management do, that men receive more
(approximately, 15 % of the employees vs. 5 % of
top management).

Likewise, the majority considers that both
women and men have the same working hours. If
the views are different then they correspond the
trend of horizontal gender segregation — it is
considered that in traditionally “male” areas men
work more than women, and in “female” — women.

In comparison with male employees and top
management of both genders, female employees are
the most sensitive for various aspects of gender
discrimination, for example, sex-based harassments,
necessity to combine job and family obligations.

Consequently, the main factor in implementation
of gender equality in business could become women
associations — the representatives of female top
management (for example, via female “business
clubs”), as well as the representatives of employees
(for example, via trade unions or similar structures).
In addition, new role models and innovative gender
practices could be demonstrated. Among the latter, the
experts mostly mentioned support programs of
women while they give birth or bring up children, in
particular, programs of female employees return to
work after maternity leave (personnel skills
improvement courses etc.), flexible working hours for
women-mothers, opportunities to fulfil their needs
outside an office (extreme measure — nursery rooms at
workplace, an opportunity to be at work with a child),
encouraging fathers to participate equally in parenting
(paternity leave, leave to take care for sick child etc.).

Experts advise to start implementing some
changes in the society in order to deal with the
problem, from childhood, from kindergarten, from
school. Therefore, gender analysis of the textbooks
and reference books, which are offered to children,
is so important. Training for women on how to
believe in their own strengths can be the answer to
situation. There are coaching programs (i.e.
“Divchata STEM” and others) when girls are
assisted in setting goals, and are offered different
role models in building a career in “traditionally”
male sectors, such as IT.
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Appendix
List of experts interviewed in the 1st stage of the survey

1) Expert#1 — Oksana Kuzyakiv, the Chief Executive for  2) Expert #2 —Halyna Skarga, the Head of Union of Rural Women
The Institute for Economic Research and Policy Consulting (IER), of Ukraine
Head of the Center for Contemporary Society Studies 3) Expert #3 —Maryna Saprykina, the Head of Centre of Corporate
Social Responsibility Development, #GirlsSTEM founder

Kocmiwouenxo T. C., Mapyenwok 1. O., lllypenxosa A. B.

JTACKPUMIHAIIIA 3A O3HAKOIO CTATI HA YKPATHCBKHX
MIAINPUEMCTBAX: ITIOPIBHAHHSA EKCIIEPTHUX OIIHOK
I3 TYMKAMU KEPIBHUIITBA TA IIEPCOHAJIY KOMITAHIHI

Mema cmammi nonsieae 8 NOPIGHAHHI CNPULIHAMMS OUCKPUMIHAYI] 30 03HAKOI0 CMAmI HA YKPAITHCLKUX
nionpuemMcmeax i3 mouku 30py npayeoasyis, npayiHuUKie ma excnepmis. JJUCKpuminayilo 3a 03HAKOI
cmami nPOananizo8aHo 6 MpboxX GUMIpAX. ONLAMA NPayi ma pobode HABAHMAICEHHS, GUNAOKU CUMYayill,
NOMeHYItIHO 3a2PO3TuUsUX OJis 0CIO NeBHOT CIami, Wo MOICYMb MPANUMUCS HA NIONPUEMCIEE, Md 3a2albHA
OYIHKA OUCKPUMIHAYIT SIK HAABHOT YU 8I0CYyMHbOI Ha punKy npayi 6 Ykpaiui. Emnipuunoio 6azoro cmammi
€ onumysanHsl, npogedere 8 ciuni — bepeszni 2017 poky ons Iloconecmea Kanaou ¢ Ykpaini xomanoow
«I'@K FOxpetiny pasom i3 coyionocunamu 1. Mapyeniok i T. Kocmiwouenko. Memoodonozia onumyeanms
BKIIOYAE MPU KOMNOHEHMU: HANIGCMPYKMYPOBAHI eKCnepmHi iHmeps’1o, ONUMy8aHHA HAUMAHUX
npayignuxie i npayienuys (416 ounaiin-inmeps 1o 3a 0ONOMO2010 OHLAUH-NAHEN 8 MICIAX I3 HACENeHHIM
nonao 100 000) ma onumyeanHs KepiGHUYMEA GeIUKUX KOMNAHIN Md 6IACHUKIG/Yb MAIUX I cepeoHix
biznecie (251 menegonne inmepg o 3 pecnonoenm(k)amu 5 piznux cekmopis). 3azaniom, ceped HAMAaAHO20
nepconany auwe 40 % oHcinok He 6ipsamb 6 ICHY8AHHA OUCKPUMIHAYI] 8 «MAKUX KOMNAHIAX, AK IXHAY» —
nopieHaAHo 3 5 % 4on06ikie; ceped KepigHUYmMea KOMNAauiu yi NOKAsHUKYU 3Haqno suwi — 79 % 1onogixie ma
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68 % orcinox 3aznayunu, wo ouckpuminayii nemae. Po3noodin pob6ouozo HaganmagicenHs HAUMAanull nepcoHan
CNPULIMAE NO-PI3ZHOMY, 3ALENHCHO 8i0 CIami ONUMAHUX. YONIOBIKU 68AHCAIOMYb, WO B0HU NPAYIOIOMb Oinbule
30 JICIHOK, JHCIHKU — WO NPpayrooms Oiibuie 3a 40N08iKie; ceped KepiGHUYMEA JHCIHKU Yacmiuie 3a 40106iKi6
CNpULIMAloms HABAHMANCEHHS HA HCIHOK Y KepiGHUYmsi AK make, wjo Oinvbuie 3a HABAHMANCEHHS HA
YONOBIKIG-KEPIBHUKIB, alle NPpOMULeXdcHoi OyMKU ceped Yono08iKie-ynpasninyie He 3agixcosano. Il{ooo
oniamu npayi KepieHUYmMeo 3a2anom Oinbul cCXuibhe esascamu it pisHoio 015 nioneanux pisnoi cmami (max
ssaxcaiomo 15 % ceped kepisnuymea i 5 % ceped Haumano2o nepcoHany);, HAUMani npayieHuyi yacmiuie
3a3Hauanu, Wo 3apodimua niama ixXHix Kone2-4onosikie euwa. Ilpo cumyayii 2eHOepHO 3yMO6IEeH020
MUCKY / HACUTbCMBA (CEKCYaNbHO2O0 AB0 NCUXONO2IYHO20) NOGIOOMUNU KOJCHA YeMBEPMA JHCIHKA | KOJMCEH
n’Amull 40N08IiK ceped HAUMAHO20 NePCOHATY, ceped KepieHuymeda yi NOKA3HUKU 3HAYHO Hudcui. Omorce,
00CHi0MHCeHHA 8KOMPe 00800UMb NOUUPEHICNb 8 YKpaiHi ceHOepHux cmepeomunia, 20pU30HMaibHOi ma
B8ePMUKANILHOI ce2pe2ayii Ha puHKY npayi, a Makoic 8UsIGIIAE 8IOMIHHOCMI 8 OYIHKAX, HAOAHUX NPAYe0dasysMU
ma HAUMAHUM REPCOHATIOM, U000 OUCKPUMIHAYIUHUX RPAKMUK HA POOOYOMY MICYI.

KarwouoBi ciioBa: muckpuMiHaIis 3a 03HAKOIO CTaTi, pUHOK IIpalli, BEpTHKAIbHA Ta TOPH30HTaJIbHA
cerperartis.

Mamepian naditiwos 05.06.2017
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CTUI'MATU3ALIA IICUXIYHO XBOPHUX 3 ITIOIVIAAY
IXHIX POJAUYIB HA IPUKJIAJII ®OKYC-TPYIIOBOI'O
JOCIIIZKEHHSA MATEPIB IICUXITYHO XBOPUX

3 0ena0y Ha He3HauHy KiTbKiCmb 8 YKpaini eMniputHux 00CIiONCeHb CmueMu NCUXIYHO X80pux 0cio, 0714
po3uupents yiei memu 6y10 npogeoeHo oKyc-pynoge 00CIiONCEHHs 3 MamepsamMu ncuxiyno xeopux. Lle
8aNHCIUBA MeMA AK 01 NCUXiampii, 8 KOHmeKcmi il npaxmuuHux npoodiem, max i 0is COYiono2ii NCUXiuHo20
300p08’a, Wo Hapasi npedcmasiena 6 Ykpaini auwe coyianvHow ncuxiampiero. Jocnioxncenus noxkasano,
wo cmuema icHye, npome iHOOI HabOY8A€E HEOUIKYBAHUX 3HAYEHb. TaKodC BUABNEHO, WO ICHYE HYMPIUHbO-
cimeliHa cmuema, AKoi 3a3Harmeb NCUXIYHO X60pi 8 cim i

Kirouogi ciioBa: crurma, pokyc-rpyna, perutikanis, poaudi NCUXi4HO XBOPHUX.

TeMO0 LBOrO IOCIHIIKEHHS € CTUIMaTH3allis
NCUXIYHO XBOPUX 3 MONIAAY IiXHIX pofuuiB. Lls
TeMa Ma€ JIBa Ba)KJIMBI aCIEKTH: YOMY BUBUCHHS
CTHIMH € BOKJIMBUM ISl COLIaJbHUX HAayK Ta CO-
II0JIOT1T 30KpeMa, a TAKOXK sIKi MPOOJIeMH 1CHYIOTh
y BHBYCHHI CTUTMH.

Ha meprie nmuTtaHHS 1QyKe BIYYHO BiIIOBLIH
I. Tanenpka Ta cniBaBTOpH: «JIr0AHU 13 ICUXIYHUMEU
po3iamaMyd SKMBYTh I TOABIHHUM THITOM
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0OMeXeHb 1 CTpaXk/IaHb, 3yMOBJICHUX BJIACHE PO3-
nanamMu, Ta 0OMEXKEHb 1 CTPaXKAaHb, 3yMOBJICHUX
BIMUYTTSAM 3aTaBpoBaHOCTI. CTHrMarHu3ailis ICH-
XIUHUX PO3JIaJIB € AKTyaJIbHOIO CyCIIJIBHOO MPO0-
JEMOIO, OCKIJIBKM CYTTEBO BIUTUBAE Ha SKICTh
JKUTTS TICUXIYHO XBOPHX Ta IXHIX POIUH, a Hera-
THBHI CTEPEOTHITH 3yMOBJIIOIOTH ITHCKPUMIHAIIIO
IpY TpaleBIalITyBaHHI Ta B CyCNUIbHUX CTOCYH-
kax» [3, c. 60].



