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KnoueBble cnoBa

PbIHOK TPYZIA
NNCKPUMUHALINA
TEHJEPHbII CTEPEOTHN
EHIEPHAA KBOTA

CuTyaumsi, CNOXMBLUASCS B NOCNefHee BpeMs
Ha pblHKe Tpyaa MonbLiK, CBUAETENLCTBYET O ABHOM
HepaBeHCTBE PabOTHMKOB, CBSI3aHHOM C UX MOJIOM.
06 3TOM roOBOPST TaKUE COXPaHSIOWMECS Ha NPOTa-
YKEHWMW JONTOr0 BPEMEHM TEHAEHLMM, KaK CHUKEHHE
TEMMOB 3KOHOMMYECKOM aKTUBHOCTU HEHLUMH, pa-
CTYLLWM YPOBEHb XEHCKOM 6e3paboTuLLbl, YBENUYH-
BaloWancs pasHuLa B YPOBHAX 3apaboTHOW nnathl
MY}UYMH U KEHLLMH, a TaKKe He3HayuTenbHas Npeq-
CTaBNEHHOCTb EHLUMH-PYKOBOAUTENEN Ha BbICO-
KMX [LO/IKHOCTSIX M B COCTaBe COBETOB [IMPEKTOPOB.
CnoXHoe MOMOKEHNE WEHLUMH Ha PbIHKE Tpyaa 06-
YCNOBNIEHO PSAOM 6apbepoB 1 NPensTCTBUIA, TOPMO-
3ALWMX UX KapbepHbI# pocT. Lienb cTaTbh — NOKasartb,
4TO, HECMOTPS Ha YCWUIUS MO UCMPaBEHUIO CHUTYa-
LLMM, KEHLLMHbI BCE eLLE CTANKUBAIOTCS C AUCKPUMU-
HaLMen Ha PbIHKE TPYAa, @ NPUHUMAEMbIE MEPbI, Ta-
KWe KaK reHaepHoe KBOTMPOBaHWe, ABNSIOTCA ULb
OTNPaBHOW TOYKOW B Havane 4oAroro nyTu.
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MonoxeHune KeHLWHH

Ha pbiHKe Tpyaa Monbuu

BBEOEHUE

Monntuueckne npeobpaszoBaHus,
umeBlMe MecTo B lMonblue B nocnegHue
rogbl, CyWLeCTBEHHO MOBAWANM Ha obuiee
COCTOsIHME pbIHKa Tpyfa. TpaHcdopmaLmm
B 3KOHOMMYECKoN cdepe, B 0COOEHHOCTM
TaKne, Kak BO3HUKHOBEHME YaCTHOrO CeK-
TOpa, B MEPBYI ouepefdb OTPA3WANCL Ha
CTPYKTYPE 11 YPOBHE 3aHATOCTU HAaCeNeHUS.
JuHamnyHoe pa3BuTUE YaCTHOTO CeKTopa
nocne 1989 r. conpoBoOXJanocb OfHOBpe-
MEHHbIM MafleHNEM YPOBHSA 3aHATOCTW B
6ropxkeTHon cdepe. YacTb cneunanncTos,
paHee TPYAOYCTPOEHHbIX B rOCYAAPCTBEH-
HOM CEKTOPE, MepeLusia B YacTHbIN BU3Hec,
OHAKO MOJTHOCTbIO U36exaTb 6e3paboTu-
Libl He yaanocb. Hanbonee HeraTMBHbIE NO-
CneacTans HabMIAANNCD B Chepe XKeHCKo
3aHATOCTW, TaK KaK KeHLWHbl CTaNK1Ba-
JCb C AOMOMHUTENbHBIMUA CNOXHOCTAMN
npy MoWcKe MO3WLUIA, COOTBETCTBYIOLINX
VX YPOBHI0 0bpazosaHusa [7].

[NaBHOW MPUYMHON pocTa 6e3paboTu-
Libl CPEAM XEHLUMH CTaN 0TKa3 rocyfapCcTea
0T 0653aTeNbCTB MO X0y 3a ATbMU U Mpe-
cTapenbiMi. HegocTaTok rocyapCcTBEHHBIX
CpencTB AnsA PasBuUTUSA CUCTEMBI COLMab-
HOW 3aLUMTbl BbIHYAW XEHLUMH OCTaBaTbCA
poma. Kpome Toro, ux npodeccroHanbHas
YCTPOEHHOCTb Haxoawnacb noj NPAMbIM
BMNAHNEM TaKUX HEraTUBHbIX (AKTOPOB,
KaK HexBaTKa COLManbHON NHPACTPYKTY-
pbl, @ TaKXe «AUCKPUMUHALMOHHbIE Mpu-
BUNErU» B TPYAOBOM 1 NEHCVIOHHOM 3aK0-
HofaTenbCTBe. [leKpeTHble OTMycKa, bonee
PaHHWIA BbIXOZ HA MEHCMIO MO CPABHEHMIO C
MYXUMHAMMN COENan XeHLMH MeHee KOH-
KYPEHTOCMOCOOHbIMA Ha PbiHKE paboueit
CUbl.

B nocrnepHee Bpems B CUTYaLlK C XeH-
CKOW 3aHATOCTbIO HAMETUAINCH NO3UTUBHblE
cABury, 06ycnoBneHHble HeOBXO[UMOCTbIO
COOTBETCTBUA MOC/EAHNM TEHAEHLMAM Ha
pbiHKe Tpyda. OfHOM M3 OCHOBHbIX Xapak-
TEPUCTUK COBPEMEHHOTO 06LLecTBa ABns-
€TCA MOBbILEHHAA 3aNHTEPECOBAHHOCTb B
npodeccMoHanbHOM YCrexe, KOTOpbIi ac-
couumpyeTcs ¢ 0bpeTeHMeM BbICOKOTO CTa-
TyCa U COLMANbHOTO MONOXEHNSA. 3a4acTyto
paboTa BbICTYMaeT MMaBHbIM CPEACTBOM
camopeanu3auuu. OfHaKo peanin TakoBbl,

4TO Ha NyTW K NPOpeCccUoHanbHOMY ycrnexy
KEHLMHBI CTafKUBAKOTCA C GOMbLIMM KO-
NINYECTBOM NPENATCTBUN, YEM MyXKUMHbI.
[letanbHO cywecTBylolWwme OrpaHUYeHns
OyayT PacCMOTPEHDI HIXKE.

B cBeTe BbileCKa3aHHOTO Liefb HacToA-
LN CTaTby — MPOBECTM aHaNN3 NONOXKEHUA
KEHLUMH Ha NONbCKOM pbiHKe Tpyga. CTpyk-
Typa CTaTbl BbICTPOEHa B COOTBETCTBUM
CO cnepyiolwei norvkon. B nepson vactu
paboTbl MPUBOAATCA OCHOBHbIE CTaTUCTU-
Yeckme AaHHble MO >KEHCKON 3aHATOCTU B
MonbLwe. [lanee npeactaBneH aHanus ¢ak-
TOPOB, HEMOCPEACTBEHHO BAMALWMX Ha
COCTOAAHME [ieN C XEeHCKUM TPYy#OYyCTPON-
CTBOM. B TpeTben, 3aknounTenbHoR, YacTu
CTaTbW pacCMaTPUBAETCA CUCTEMA KBOTM-
POBaHWSA, FMaBHON Lieblo BBEAEHUA KOTO-
poii ABnAnacb HopManuM3auma CUTyauuu
C 3aHATOCTbIO KEHCKON YacTW HaceneHus
CTpaHbl.

KEHLWWHbI HA PbIHKE TPYAA NOJ1bLLIN:
TEKYLWAA CUTYALMA

B HacToAwmn momeHT B lNonblie B3AT
KypcC Ha nepexof K SKOHOMUKe 3HaHui. Ha
MECTO TPaANLIMOHHbIX CEKTOPOB SKOHOMY-
Kn NpuxomAT cdepa ycnyr 1 COBPEMEHHbIE
TexHonornu. [aHHblii npouecc Tpebyet
3HQUUTENbHON aKTyanu3auum npogeccrio-
HanbHbIX KBanuMKaLWiA, YTo NpeacTaBns-
€T onpefeneHHyto npobnemy AnAa MONOAbIX
MaTepel B CUy HEXBATKM BPEMEHM N He-
BO3MOXHOCTW OCTaBUTb pebeHkKa noa npu-
CMOTPOM Ha Bpems 1x oTcyTcTBUA. Hapagy
C 3TUMM mpoueccamm pacteT 1 rMOKOCTb
NOJbCKOrO PblHKa TPYA], Ha KOTOPOM 601b-
ee pacnpocTpaHeHWe MoyyaloT Takue
dopmbl, KaK YacTMYHaA 3aHATOCTb, Camo3a-
HATOCTb 1 FUBKIIA pabounii rpaduk’.

B nocnepHwe rogbl NonoXeHMe XeHLWMH
MOCTENEHHO MEHAETCA B NyYLLYIO CTOPOHY,
4TO 06YCNIOBNEHO COBPEMEHHBIMMU TEHIEH-
UMAMK Ha pbiHKe paboueli cunbl. Boamox-
HOCTb paboTaTb No rbkomy rpadumky unu
AWCTaHLMOHHO OCOBEHHO Ba)Ha C TOUKM
3pEeHNA XKEHLLWH, TaK Kak OHW TPaguLMOH-

' Gender and Economic Opportunities in Poland:
whether women lost their transformation? Report of
the World Bank. March 15, 2004. URL: http://sitere-
sources.worldbank.org/INTPOLAND/Resources/Gen-
der_report_pl.pdf.



Women in the Labour Market

in Poland

INTRODUCTION

The situation in the labour market in
Poland has been largely influenced by po-
litical transformations. Economic transfor-
mations, especially the emergence of the
private sector, have significantly affected
the structure and level of employment.
The dynamic development of the private
sector after 1989 was accompanied by a
decrease in the level of employment in the
public sector. It is true that the private sec-
tor has absorbed former employees of the
public sector, but not all. Unemployment
to a greater extent has affected women. It
was mainly due to the fact that they had
trouble finding work, in particular, ade-
quate to their education level [7].

Labour deactivation of women
stemmed from the fact that the state
withdrew from the obligation to care for
children and the elderly. Lack of funds to
develop the institutional network of care
forced women to stay at home. Moreover,
the professional situation of women in
the labour market was influenced by such
factors as lack of social infrastructure and
“discriminating privileges” in employment
laws and pensions. Maternity leave, early
retirement age, etc. - all these factors have
considerably weakened women’s posi-
tions in the labour market.

In recent years, the situation with fe-
male employment in Poland has been
gradually changing. It is closely related to
the shifts in the modern labour market.
Work exerts a significant impact on peo-
ple’s status in the social structure, and its
role in today’s society is constantly grow-
ing. Oftentimes job is the main tool of
self-realization. Unfortunately, unlike men,
women still face many additional barriers
on their way to professional success. The
existing obstacles are discussed in detail
later in this paper.

Therefore, the objective of the article is
to examine the situation of women in the
Polish labour market. The paper is struc-
tured as follows. First, some basic statistics
is provided to describe the current state
of things in the sphere of women employ-
ment in Poland. Second, the author ana-

lyzes the factors that influence women's
professional life. Third, the system of gen-
der quotas is reviewed, which was intro-
duced to remedy the situation of women
in the labour market.

THE CURRENT SITUATION OF WOMEN
IN THE POLISH LABOUR MARKET

Poland is now evolving into a knowl-
edge-based economy. The traditional sec-
tors of economy are giving way to services
and advanced technologies. This requires
an upgrading of professional qualifica-
tions, which is quite difficult to fulfil, espe-
cially for women with small children due
to lack of time or a problem with provid-
ing them with care. The abovementioned
changes are accompanied by a growing
flexibility of the labour market. Forms of
employment, such as part-time work, self-
employment and flexible working time are
becoming more widespread these days'.

The situation in the field of female
employment is gradually changing. It is
closely related to the new requirements in
the global labour market. An opportunity
to work flexible schedules or teleworking
is particularly important for women, who
are traditionally more oriented towards
family, upbringing and care. Flexible forms
of employment make it easier for parents
to combine childcare and work. For ex-
ample, they are free to adjust schedules
in such a way as to drive their children to
kindergarten at any convenient time and
have an opportunity to work out these
hours later. However, even the availability
of such advantages of flexible working ar-
rangements is not sufficient.

Changes are taking place within the
Polish society as well. Until recently, the
traditional family model was dominant
in the country. According to this model,
women exercise the functions of care and
housekeeping, and men provide financial
support for their families. Nevertheless,
this model is gradually losing its impor-

! Gender and Economic Opportunities in Poland:
whether women lost their transformation? Report of
the World Bank. March 15, 2004. Available at: http://
siteresources.worldbank.org/INTPOLAND/Resources/
Gender_report_pl.pdf.
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Abstract

The situation in the labour market in Poland
indicates a significant gap in opportunities for men
and women. This is evidenced by persisting trends,
such as a decline in economic activity of women,
a growing level of female unemployment, a widening
wage gap between men and women and lower pres-
ence of women in senior positions and on boards
of directors. The situation of women in the labour
market is more difficult due to a number of barriers
and obstacles hampering their career growth. The
objective of the paper is to show that women are still
found in a pressure situation and there is a long way
to go to improve it. The undertaken actions such as
gender quotas are a starting point.

JEL classification

J21,)71

53

LTOZ /,9/€ 5N HIDVNVIN IHL/SLINTTAVHdN




54

YMPABAEHEL, Ne 3/67/ 2017

Tpya  Kappbl ® O6pasoBaHue

12 —
70 —
622 631 635 639 642 0644 644 647 ol
60 —
8 —
50467 471 475 475 48,0 483 485 485
’ 6 —
6,0
40 1 1 1 1 1 1 1 ) 4 1 1
2007 2008 2009 2010 2011 2012 2013 2014 2007 2008
—l— MyXunHbl —l— XeHWwwHbI
Puc. 1. SkoHOMUYECKas aKTUBHOCTb MY)XCKOro
U KEHCKOro HaceneHHs [ToAbLUM Ha PbIHKE TpyAa
(IV kBapTan COOTBETCTBYIOLLErO roaa)
WcToyHuk: MnaBHoe ctatucTyeckoe ynpasnenvie Monbum (GUS - Glowny
Urzad Statystyczny). Statystyczny).

HO 6onee OpWeHTMPOBaHbI Ha BOMPOCHI
cembl, BocnuTaHuA 1 yxopa. bnaropaps
rmokoit QGopme 3aHATOCTU 3HAauUTENbHO
npolie CoBMeLlaTb MpodeccmoHanbHyio
JeATenbHOCTb U yxop 3a pebeHkom. Ha-
npuMep, POLUTENK MUMEKT BO3MOXHOCTb
OpraHu3oBaTb CBOW paboumii fjeHb Takum
06pa3om, uTobbl CBOOOAHO OTBO3UTD U 3a-
6upatb pebeHka 13 JeTCKOro cafla, a Takke
npW HeobXOAMMOCTU NePEeHOCUTb U OTpa-
6aTtbiBaTb pabourie yackl B fpyroe, bonee
ypobHoe Bpemsa. OfHaKko Aaxe Takol wu-
POKMIA CNEeKTp MpenmyLLecTs rmbKoro pa-
6oyero rpapuka He CNOCOOEH MONHOCTbIO
MCNPaBUTb CUTYaLMIO.

OpHOBpeMEHHO C TpaHchopmaumen
pblHKa Tpy#a MeHAeTcA W coumanbHoe
yctpowncTeo [Monbwu. Ewe HegaBHO Ao-
MUHUpYIOLaA B CTpaHe TpPaAWLMOHHaA
Mofenb CeMbn (B COOTBETCTBUM C KOTO-
POV Ha MEeHLWMHY BO3Naranucb QyHKLUK
XpaHWTeNbHWLbl AOMALIHEro ovara, a Ha
MY>KUMHY — GUHAHCOBOE coflepxaHue ce-
MbM) MOCTENEHHO TepAET CBOK aKTyallb-
HOCTb, U Ha ee MeCTo MPUXOLUT MofeNb
napTHePCKUX OTHoLeHWA. Cpeu nNpounx
M3MEHEHU MOXeM TakXKe OTMEeTUTb No-
ABIEHME aNnbTepPHATUBHbIX BapUaHToB ce-
MENHOro ycTponcTBa. Tak, 3a nocnegHee
Bpems 06LLecTBO 3aMeTHO NepecMoTpeno
CBOW B3rNAfbl HA COBMECTHOE U pa3fefib-
HOe NPOXBaHWe NapTHepoB. 1o faHHbIM
areHTCTBa MapKeTUHIOBbIX UCCefoBaHNIA

«TNS MonbLax», 6onee NONOBMHbI MONAKOB
(51%) ¢ noHMMaHMeM OTHOCATCA K Takou
dopme OTHOLWIEHWI, KaK COXMTENbCTBO.
C yBenuyeHunem uncna paboTaroLmx xeH-
WKMH, a TaKXe pacTywum ypoBHem 06-
pa3oBaHWA MOMAKOB, FMaBHbIM 06pasoMm
CPeAV XEeHCKOro HaceneHus, pbiHOK Tpyaa
B CTpaHe HaMONHAETCA Kagpamu cnepyto-
Llero NOKONEHNA, NpUAEPXMBatoLLeroca
6onee NPOrpeccMBHOrO MMUPOBO33PEHMA.
Ha puc. 1 npegcraBneHa sKkoHoMMuecKas
aKTUBHOCTb HaceneHuA MonbLww B 3aBNCK-
MOCTV OT nofna.

Kak MoXHO BMZeTb 13 puc. 1, ypoBeHb
3KOHOMWYECKON aKTUBHOCTUA MYXUMH Ha
pbiHKE TpyAa NpeBblllaeT YPOBEHb aKTWB-
HOCTW eHLWKH. HaunHas ¢ 2007 r. noka3sa-
TENM Ana obomx nosioB BbIPOC/U He3HaUN-
TeNbHO: ANA KeHLWKnH — ¢ 46,7 no 48,5%, ana
MY>UWH — € 62,2 po 64,7%. C gpyroii cTopo-
Hbl, 06PATVBLINCD K PUC. 2, HAarNAAHO OTO-
HpaxkatoLLemy YPOBHU KEHCKOM N MyXCKOI
6e3paboTMLbl, Mbl MOXEM 3aMeTUTb, UTO
pons 6e3paboTHbIX CPeamn XeHWMH 6bina
Bbllle, Yem cpeamn MyxuuH (8,7 n 7,6% co-
OTBETCTBEHHO).

Kak cnepyet m3 1abnuubl, Jona xeH-
LUMH, 3aHATbIX B rOCYAapCTBEHHOM CEKTope
(64,4%), 3HaunTeNbHO HOMbLUE, YEM B YaCT-
HOM (41,0%). YTo KacaeTca ypoBHA 3apa-
60THOII NNaThl, TO Yy MY>XYMH OH Bblllle BHe
3aBMCMMOCTU OT CEKTOpa, B KOTOPOM OHM
pabortator.

2009
—l— MyXuunHbl

2010 2011 2012 2013 2014

—l— KeHWWuHbI

Puc. 2. YpoBeHb 6e3paboTuLibl CPeANU MyXCKOro
M XEHCKOro HaceaeHus [oAbLLn
(IV kBapTan COOTBETCTBYIOLLErO roaa), %

WcTounwk: MasHoe ctatncTnyeckoe ynpasnexue Monbium (GUS - Glowny Urzad

HecmoTps Ha TO UTO KapbepHblid POCT
MYXXUMH U KEHLMH B lMonblue MMeEeT MHOTO
obuyero, nepsble 06bIYHO 3aHKMAIOT bonee
BbICOKME AOMKHOCTY 1 MONyYatoT 60bLUYyI0
3apaboTHylo nnaTy. 370 06BACHAETCA TeM,
yTO B OOLLECTBE €lle CUIbHbI CTEPEOTUNbI,
accoummpylowme BnacTb € My»KeCTBEH-
HOCTbI0. TeM He MeHee HayuHble UCCNepo-
BaHWA [OKa3bIBaIOT, UTO KaK My>KYMHbI, TaK
1 KEHLUMHbI, 3aH/MaloLLMe pyKoBOAsLLME
JOMKHOCTY, YCMEWHo CrnpaBasioTca  Co
CBOVMM 06s13aHHOCTAMM. TaKiM 06pasoMm,
npefcTaBieHne O BRacTh Kak atpubyTe,
MPUNNCHIBAEMOM UCKIIOUNTENIBHO My»KUU-
HaM, He bonee Yem CTepeoTUn.

OAKTOPbI, OMPEAENAIOLLUE NONOXEHWNE
KEHLLIVH B NOJbLUE

MpodeccnoHanbHoe pa3BUTUE KEH-
WWH npegonpefenaeTcd MHOMOYNC-
NeHHbIMKU 6apbepamn 1 CTepeoTUnami,
TOPMO3ALMMUA X NPOABUMXKEHUE NO Ka-
pbepHON necTHUue. 3TV NpenaTcTBuA
BAMUAIOT Ha pasfnuHble chepbl KNU3HW
(MeHTanbHyto, MHANBUAYANbHYIO U UHCTU-
TYLMOHANbHYI) U KacalTcA Kak CamMux
KEeHLUMH, TaK 1 IpYrux yYacTHUKOB PbIHKa
Tpypa, BK/KYasA rocynapcreo, pabortoga-
Tenem n cocnyxusLes. [aHHble dakTopbl
MOXHO pa3fennTb Ha [Be KaTeropum -
BHELUHWE U BHYTPEHHNE.

KopeHb MeHTanbHbix 6apbepoB ne-
XWUT B TPAZULMOHHOM MOHUMAHWW PON

OTHOLLEHME JOMM MYXKYUH M KEHLUMH K 06LLEMY MOKa3aTesto Mo BbIGPaHHON KaTeropum B rocy4apCTBEHHOM U YaCTHOM ceKTope, %

focyaapcTBeHHbIN cekTop (100,0) YacTtHbin cektop (100,0)
Kareropus
MyX4YrHbI JKeHLWMHbI My>X4YMHbI XeHLWMmHBbI
35,6 64,4 3aHATOCTb 59,0 41,0
113,9 92,3 CpeaHeMecayHasi BanoBas 3apaboTHas naata 108,9 87,3
107,9 95,2 CpeaHAs noyacoBas BaAOBasi onAata TpyAa 108,2 88,0
109,1 95,8 MeaunaHHbIN BanOBbIA AOXOA 109,5 87,9

WcTounuk: [14].
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Source: GUS, Main Statistical Office in Poland.

tance in favour of a partnership model.
Among other changes we can name the
emergence of alternative family models:
cohabitation or living alone are common
now and, most importantly, more socially
acceptable. According to TNS Poland,
more than half of Poles (51%) expressed
their acceptance of cohabitation. With an
increasing number of working women and
a rising level of education among Poles
(mostly women), the labour market is be-
ing filled with members of the next gen-
eration, representing different worldviews.
Figure 1 demonstrates the activity rate of
women and men.

Figure 1 shows that activity rate of men
is obviously higher than that of women.
Starting from 2007, the figures have slight-
ly increased - from 46,7 to 48,5 for wom-
en (this is a minor growth), and for men
- from 62,2, to 64,7. On the other hand,
Figure 2 presents unemployment rate of
women and men. Female unemployment
rate (8,7%) is still higher compared to male
unemployment (7,6%).

According to Table, more women are
employed in the public sector than in the
private one (64,4% and 41,0% respective-
ly). Men generally earn more and the sec-
tor does not play a role.

Although career paths of women and
men in Poland are similar, men usually
reach higher positions and earn more. Ste-

(IV quarter of the corresponding year), %

Source: GUS, Main Statistical Office in Poland.

reotypes associating power with mascu-
linity are still prevalent. However, research
studies prove that both sexes in leadership
positions cope well with their duties. Pow-
er as an attribute ascribed only to men is,
therefore, a myth.

FACTORS DETERMINING WOMEN'S
SITUATION IN POLAND

Women'’s path to professional success
is predetermined by numerous barriers
and stereotypes that hinder equal oppor-
tunities and career advancement. Such
barriers affect different spheres of life
(mental, individual and institutional) and
relate to women, as well as other partici-
pants of the labour market - the state, em-
ployers and co-workers. These factors can
be divided into internal and external.

Mental barriers stem from the tradition-
al approach to the roles of women and men
in a family. After giving birth, the mother
has to temporarily leave work and take
care of the child. The father takes respon-
sibility for maintenance of the family. This
traditional approach to masculinity and
femininity is reflected in professional deci-
sions of women. Some of them after mater-
nity leave decide to stay at home. But when
these women return to work, they often de-
cide to puta child into nursery or, if they can
afford it, hire a babysitter. In recent years,
however, the family model has undergone

significant changes. There evolves a new
partnership model, in which both parents
share not only duties and responsibilities
for the upbringing of children, but also the
responsibility for the financial situation of
the family. According to the survey, the ma-
jority of Poles are in favour of partnership
in a family (48%); every fourth respondent
supports the mixed model (27%)'. However,
the findings of the study conducted in 2011
demonstrate that 64% of Poles believe that
mothers with children under 3 years should
stay at home. Both women and men were
among the supporters of this position. 23%
of respondents opposed this view?.
Therefore, we assume that there are
two types of family: traditional and liberal,
and both of them have their supporters
and opponents. Situation changes, when
it comes to preferences to their own fami-
lies. If there are children of preschool age
in a family, declarations of support for the
partnership model are ahead of practice.
From the viewpoint of professional
advancement of women, it is very impor-
tant to actively support and encourage
men to participate in children’s education.
Promoting the new family model by show-

Potrzeby prokreacyjne oraz preferowany
i realizowany model rodziny / CBOS. Warszawa, 2012.

27o0na? Niech siedzi w domu i wspiera meza.
URL:  http://wyborcza.pl/1,76842,11928113,Zona__
Niech_siedzi_w_domu_i_wspiera_meza.
html?disableRedirects=true.

The relationship of men and women to the total value of ownership in a given sector, %

Public sector (100,0) _ Private sector (100,0)
Chosen categories
Men Women Men Women
35,6 64,4 Employment 59,0 41,0
113,9 92,3 Average monthly gross wage 108,9 87,3
107,9 95,2 Average hourly gross wage 108,2 88,0
109,1 95,8 Median monthly gross wage 109,5 87,9

Source: [14].
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KEHLUMHbI 1 MYX4YMHbI B paMKax CembM.
Mocne poxpaeHusa pebeHKa rnaBeHCTBYIO-
Lyt ponb B YXOfe 3a HUM bepeT Ha cebn
VMEHHO MaTb, YTO BbIHYX[aeT ee Bpe-
MEeHHO 0CTaBUTb paboTy, a Bonpochl du-
HaHCOBOrO COAepPXaHWA CemMbMl BCELeNo
NOXATCA Ha MyXKUUMHY. [laHHbIN obuienpu-
HATbIA NOAXOA K OCMbICIIEHNIO MYXKCKMX 1
KEHCKMX LIEHHOCTEN MMeeT CBOW nocnef-
CTBMA AN NPOdEecCHOHanbHON AeATeNb-
HOCTW XeHLWMH. HekoTopble 13 HUX nocne
OKOHYaHUA 0TNycKa No yxofy 3a pebeHKom
peLuatoT ocTaTbeA fJoMa. Korga »ke OHK BO3-
BpallaloTca K TPYAOBOM AeATeNbHOCTH,
TO 3a4acTylo onpepenaT pebeHka B feT-
CKUIA cag nnu, ecim umeetcs $rHaHCoBas
BO3MOXHOCTb, HaHMMatoT HsH. OpHako
B Noc/egHue roabl B CEMENHON mopenu
HabnoaalTCca 3ameTHble M3MeHeHus. [Mo-
cTeneHHo ¢dopmupyeTca HoBas - MapT-
Hepckaa — mopgenb, B KOTOPOWN poguTenn
paBHOMEPHO pacnpeaensioT mexay coboi
He TONbKO 0053aHHOCTM MO BOCMMUTAHUIO
JeTel, HO 1 OTBETCTBEHHOCTb 3a (UHAHCO-
Boe nonoxeHne cembu. CornacHo onpo-
cam, 6ONbLWMHCTBO MONAKOB BbLICTYNAOT B
NOALEPXKKY MapTHEPCKUX CeMeMHbIX OT-
HoweHun: 48% ONPOLIEHHbIX ABNAOTCA
CTOPOHHMKaMK 3TOW Mogenu, B TO Bpema
KaK Kax bl YeTBePTbI pecnoHAeHT (27%)
noaAepMBaeT CMelaHHylo mogenb'. Tem
He MeHee pe3ynbTaThbl UCCefoBaHmMA, Npo-
BefieHHoro B 2011 r., noKka3biBatoT, uTo 64%
NONbCKMX FPaXgaH CYMTalOT, YTO MaTepm C
LeTbMU MNaguie 3 neT JOMKHbI 0CTaBaTbCA
noma. Cpeay CTOPOHHWUKOB TaKoM No3uuum
OblIN KaK MY>XUMHbI, TaK W XXeHLWWHbI. [Tpo-
TWB BbICTYNWAN TONbKO 23% OMPOLLEHHDIX,
OCTa/IbHble C OTBETOM He OMNpeaenmninch?.

Takum 06pa3om, MOXHO BbIAeNNTb [iBa
TNa CEMENHOW OopraHn3auun — Tpaguuu-
OHHbI 1 NGepanbHbIn. Kaxabii U3 Hux
MMeeT KaK CBOWX CTOPOHHWKOB, TaK 1 Npo-
TUBHMKOB. Kak 6bl TO HK 6bINO, NpeanoyTe-
HWA LMaMeTpanbHO MEHAIOTCA, Koraa Aeno
KacaeTcA BHYTPEHHEro YCTpoiicTBa Co6-
CTBEHHON XM3HW. Ha npakTuke nepexop K
NapTHEPCKOW MOLENN B CEMbAX C AETbMMU
[OLLKOJIbHOrO BO3pacTa OCTAaeTCA NNLWb fe-
Knapauuen.

C no3uumn npodeccuoHanbHoN ycTpo-
€HHOCTN JKEeHLUMH Ype3BblYaliHO BaXKHO
BCeMV cnocobamu NOOLLPATL U CTUMYNINPO-
BaTb aKTUBHOE y4acTne MyX4uH B BOCMU-
TaHun peTen. MoBcemecTHaa nponaraHga
HOBOW MOfENuN cemMbl, B TOM UMCie NyTem
OEMOHCTpaLMM NPUMEPOB ANA MOLpPaxa-

"Potrzeby prokreacyjne oraz preferowany
i realizowany model rodziny / CBOS. Warszawa, 2012.

27ona? Niech siedzi w domu i wspiera meza.
URL:  http://wyborcza.pl/1,76842,11928113,Zona__
Niech_siedzi_w_domu_i_wspiera_meza.
html?disableRedirects=true.

HUA (M3BECTHbIX NIMYHOCTEN N UX CeMeN,
MKUBYLLMX NO MPUHLMNAaM NApTHEPCKON MO-
Jenu), cnocobHa CylecTBeHHO 0cnabuTtb
HenpuATUe B obLiecTBe UNKU faxe npuse-
CTW K NOSHOMY YCBOEHWIO HOBOWN (GOpMbI
CcemenHo opraHm3aLmu.

CrepeoTunHble ponu BO MHOTOM fB-
naT cobo pesynbTaT npouecca couua-
nn3aumn. C manoneTcTea AeTaAM npuBuUBa-
I0TCA TPAOULMOHHBIE MYXCKWE U XKEeHCKne
LeHHocTU. B wKone couuanbHble HOPMbI
3aKnagblBaloTca yepes obyuatoLlyo nuTe-
patypy U cywecTsylowme yyebHble nnaHbl,
NOCTPOEHHbIE B COOTBETCTBUM C UCTOPUYe-
CKM 06pa3oM MYXUMH 1 XeHLWH B obLue-
cTBe [2]. B manbHenwem 3To cKa3blBaeTcs
Ha Bblbope npodeccmoHanbHOro MyTw.
Kak pe3ynbrat, Mbl monyyaem npodeccuu,
cunTaloLMeca UCKNIOUNTENBbHO KEHCKUMK,
K KOTOpbIM B MepBYI0 o4epedb OTHOCATCA
HU3KOOMNNauMBaemble 1 HeAOOLeHeHHble
061LecTBOM CNeLmanbHOCTH.

flpkum  npumepom  TpaHcdhopmaLum
MbILNEHNA MOXeT CNYyMTb NporpamMma
«[leByLIKM B TEXHNYECKUX YHUBEPCUTETAXY,
HanpaBneHHaa Ha npefoTBpalleHne He-
raTUBHbIX MOCNEeACTBUIA FeHAEePHbIX CTe-
peoTunoB Ha pbiHKe Tpyda. [porpamma
OCyLLeCTBNAETCA NO MHMLMATMBE 1 NOA Na-
TpoHaToM MHUCTEPCTBA HayKV U BbICLIETO
o6pa3oBaHuA MonbLun 1 NprU3BaHa OKa3aTb
cofencTBre AeByLWKaM C MaTemaTuyeckm-
MW CNOCOBGHOCTAMM NPU MOCTYNAeHUn B
TexHuyeckme By3bl. CornacHo oTtyeTty, ony-
6nukoBaHHOMY opraHu3aTopamu B 2012 r.,
C MOMeHTa BBefileHuA nporpammbl B 2007 T.
UMCNEHHOCTb  CTYAEHTOK, obyualowmxcs
NO TEeXHUYECKMM CneLnanbHOCTAM, 3Ha-
UMTENbHO BbIPOCNA, YTO COMPOBOXAANOCH
OJHOBPEMEHHBIM CHUMXEHWEM AOAN CTy-
AEHTOB MYXKCKOrO nona’.

[eHaepHble CTepeoTUnbl TakXe OLLy-
TUMO CKa3blBalOTCA Ha KOHKYPeHUMW Ha
pbiHKe Tpypa. VIMEHHO Tam MeHTanbHble
6apbepbl Y UHCTUTYLMOHAMbHDBIA NOAXOL
nepennetawTca Hambonee TecHo. Monb-
CKUM 3aKOHOAaTeNbCTBOM CO3AaHbl Gnaro-
NPUATHbIE YCNIOBMA ANA MOOAbIX MaTepen,
OfIHAKO 3TO OTpaxaeTcA Ha obliem BoOC-
NPUATAN XeHWnH paboTtogatenamu. Mpo-
BOMKNTENbHOCTb [eKPeTHOro OTMycKa B
Monblwe coctasnaet 20 Hegenb. Kpome 310-
ro, 820121 2013 rr. XXeHLwmMHa umena npaso
npoannTL OTMYCK MO yxofy 3a pebeHKom
elle Ha ueTbipe Hepenu. [ina cpaBHeHMA:
cornacHo TpygoBOMy Kofekcy oTuam npe-
[OCTaBNAGTCA NULWb ABe Hefenu oTnycka.
PaboTtopateny oco3HaloT, UTo BEPOATHOCTb
yXofa eHL/Hbl AeTOPOAHOro Bo3pacTa B
[eKpeT BeNnKa, UTo HenpeMeHHO noeneyeT

3Girls as Engineers! & Girls go Science! Cam-
paigns. URL: www.dziewczynynapolitechniki.pl.

ee BpeMeHHOe OTCYTCTBMe Ha pabouem me-
CTe, i MOTOMY NPU HalMe 1 NPOLBUXKEHNN
no cnyx6e oTAAIOT NPeAnoYTEHNe MyXK4L-
Ham. COTPYAHUKN-MYXXUNHbI BOCMPUHMMA-
toTcA paboToaaTenamu Kak yHUBepcanbHas
paboyan cuna, B TO BPeMA KaK MeHLUWHbI
OTHOCATCA K rpynmne MoBblLLEHHOrO PUCKa
[5]. CnioHA 2013 r. B cuay BCTYNUAW HOBble
npaswna. Vi3MeHeHVA B NONOXeHNAX, Kaca-
IOLLMXCA POAUTENbCKUX MpaB, npepnona-
ranu, cpeay npoyero, NPOAneHNe oTnycka
no 6epemMeHHOCTV 1 pofam Ha nepuoA Ao
OJHOrO roAa u BBefieHne HOBOro BMAa OT-
Mycka — poaUTENbCKOro, OCHOBHOW Liefbio
KoToporo 6bin0 paBHOMepHOe pacrpe-
AeneHne NbroT 1 NPeuMyLecTs CUCTEMbI
OTMYCKOB Mexay 06oMMM poaMTENAMM.
K coxaneHuio, JlaHHOe HOBOBBEAEHWe He
obowwnocb 6e3 pasHornacwii. flo Tex nop,
MoKa CyllecTByeT cepbes3Has pasHuLa B
3apaboTHoi nnate (MO CTATUCTVKE eH-
wyHbl B lMonblue 3apabaTbiBaloT MeHblue
MYXUWH), @ TaKkXe He yperynnposaH nops-
AOK NpefoCcTaBieHns OTNYCKOB, BBEAEHMe
POAUTENBCKOTO AeKpeTa TONbKO ycyryout
MONOXeHWe XEeHLUWMH Ha PbiHKe TPYAa, Tak
Kak 1X OTCyTCTBME Ha paboTe MOXeT pac-
TAHYTbCA Ha Oonee ANUTENbHBIA CPOK.
EAMHCTBEHHBIM  BO3MOMHbIM ~ Cnocobom
HanaguTb CUTyaLMio BUAWUTCA NpefocTas-
NleHne poANTeNbCKOro OTMyCKa MCKYM-
TeNbHO OTLaM, NpK YCNIOBUM, 4TO OH byaeT
AeNCTBITENEH B TeYeHWe onpeaeneHHoro
BpeMeHU.

lMoKasaTenbHbIM MPYMEPOM CTPaHbl,
rAe AencTByloWan 3aKoHOAaTeNbHaA Cu-
ctema cobntopaet npaea oboux popuTe-
nen, asnsetca LUseuyma. Mpopomxutens-
HOCTb AeKPEeTHOro OTMNyCKa B 3TO CTpaHe
cocTanner 480 fHel, KOTopble AenATcA
MOPOBHY MeX Ay OTLIOM 1 MaTepblo. Ha To,
4Tobbl MX MCnonb3oBaTb, AaeTca 8 ner,
npy 3TOM 3a KaxAblM 3aKpennaeTca no
60 AHeln oTmycKa (ecnn WX He MUCnonb3o-
BaTb, OHW aHHynupytoTca). OcTaslueeca
BpemsA pacnpefenserca poauTenaMu no
cob6CTBEHHOMY YCMOTPEHMI0. MOCKONbKY 1
oTeL, U MaTb C OAWHaKOBOW CTeneHbio Be-
POATHOCTY MOTYT YUTW B MPOLJOMKUTESNb-
HbI OTMYCK, NON coMcKaTena npw ycTpomn-
CTBe Ha paboTy He urpaeT ocobol ponu.
Mopo6Hble pelueHKA CylLeCcTBEHHO NOBN-
ANN Ha PbIHOK TpyAa LseLnn ¢ Touku 3pe-
HUA PaBEHCTBA BO3MOXHOCTEN ANA MyX-
UMH 1 XeHWuH. O6 3TOM CBUAETENbCTBYET
TPaAULMOHHO BbicoKoe MecTo Lsewnn
B peliTuHre cTpaH, nybnukyemom Bo Bce-
MUPHOM [lOKNafile O paBHOMpPaBuK NON0B
(The Global Gender Gap Report). B 2006 1
2007 rr. cTpaHa 6blna Naepom peiTuHra,
a HaumHasa ¢ 2009 r. He onyckanacb Huxe
4eTBepTON CTPOUKMW. ExerofHbll Aoknag



ing positive examples (e.g. public persons,
who apply the principles of partnership in
practice) can significantly diminish reluc-
tance and even lead to total acceptance of
the model in today’s society.

Stereotypical roles are largely the re-
sult of the socialization process. Parents
inculcate certain patterns of masculinity
and femininity in their children from an
early age. This process is continued in the
school. Social norms are studied through
the existing textbooks and curricula de-
signed in accordance with the traditional
image of women and men in society [2].
Subsequently, it affects the choice of the
career path. As a result, we have to deal
with the phenomenon of feminization of
certain professions, typically those less
valued and less well-paid.

A good example of a shift in thinking
and an attempt to prevent negative ef-
fects of gender stereotyping in the labour
market is the program “Girls to Technical
Universities”. This is an initiative under the
patronage of the Ministry of Science and
Higher Education of Poland, which en-
courages young women with mathemati-
cal skills to study at technical universities.
A report published by the organizers in
2012 indicates that since the introduc-
tion of the program in 2007 the number of
young women studying in technical fields
increased considerably with a parallel de-
crease in the number of male students'.

Gender stereotypes significantly af-
fect competition in the labour market.
Here mental barriers intertwine with the
institutional approach. Polish legislation
provides favourable conditions for moth-
ers, but this affects the overall perception
of women by employers. After giving birth,
women are entitled to maternity leave of
20 weeks. In 2012 and 2013, they were also
able to take additional maternity leave of
four weeks. For comparison, the Labour
Code provides only two-week vacation for
fathers. Employers are aware that there is
a high probability that women of child-
bearing age can take maternity leave af-
ter childbirth and for some time they will
have a break in employment. Therefore,
when planning promotion, they prefer hir-
ing men over women. Men are perceived
by employers as universal employees,
while women - as employees of increased
risk [5]. From June 2013, a new regulation
came into force. The changes in the regula-
tions on parental rights assumed, among
other things, extension of maternity leave
up to one year and the introduction of

1 Girls as Engineers! & Girls go Science! Cam-
paigns. URL: www.dziewczynynapolitechniki.pl.

parental leave, which was introduced to
make it easier for parents to share privi-
leges. However, it raised some concerns.
As long as there is a wage gap (women
in Poland statistically earn less than men)
and arbitrariness in decisions about which
of the parents takes the leave, its introduc-
tion can further deepen discrimination
against women in the labour market since
they will be absent at work even longer.
The situation can improve in case if paren-
tal leave is assigned to fathers only, pro-
vided that the leave is not lost.

The prime example of a nation where
the current legislation equally treats both
parents is Sweden. Parental leave in this
country includes 480 days. It can be used
within eight years. During this period, two
months are reserved only for the mother,
and two months - only for the father,
the unused annual leave for each parent
is lost. The remaining months of paren-
tal leave are to be shared between both
parents according to their discretion. The
probability of going on a long vacation for
both parents is similar, so the gender of an
applicant does not play a role. Such solu-
tions significantly influenced the Swedish
labour market in terms of providing equal
opportunities for women and men. This is
evidenced by traditionally high positions
of Sweden in the Global Gender Gap Re-
port. In 2006 and 2007, the country was
the leader of the ranking, and since 2009
it has placed in the top four. The ranking
was first published in 2006 by the World
Economic Forum, which aims to determine
how country resources and opportunities
are distributed between men and women
using economic, educational, health-
based and political indicators.

In 2012, among more than 130 coun-
tries Poland recorded the 53rd place (11
lines down from the 42nd position a year
earlier). The worst result was registered in
2007, when the country occupied the 60th
place. In 2016, Poland demonstrated the
best position (38th place), which proves
the positive trends in the country?.

Analyzing the availability of nurseries
and kindergartens in Poland, we should
underline that until recently the situation
in this sphere has been tense. The first im-
provements were noticed in 2011. The law
on the care after children under the age of
three widened the range of childcare op-
portunities, such as guardian living, small
clubs for children, etc. Ensuring a sufficient
number of places in nurseries and kinder-

2The Global Gender Gap Report 2016. World Eco-
nomic Forum. URL: www.weforum.org/issues/global-
gender-gap.
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gartens and other institutions has a signifi-
cant impact on the position of women in
the labour market. This enables them to
return to work after childbirth easier and
quicker.

We should also discuss such an ex-
tremely important issue as internal barri-
ers. Gender stereotypes have a negative
effect not only on women'’s professional
success, but also on their self-confidence
causing insecurities, excessive concern
about what others think, etc.

The negative attitude towards women
is particularly evident when negotiating
wages and job promotions. The wide-
spread limitations are a lack of assertive-
ness, aggressiveness or courage. More-
over, some women experience difficulties
when returning to work after a long period
of absence. This problem is particularly
true for women with a low level of educa-
tion. It is partially explained by the loss of
professional qualifications or restrictions
on access to continuing education. Long-
term unemployment often results in with-
drawal from the labour market [10].

There is a group of the so-called ex-
ternal barriers resulting from negative
attitudes towards the functioning of
women in professional circles and from
rules that discriminate against women
and are explained by male solidarity. This
is evidenced by a relatively small number
of women in senior positions, taking into
account that in Poland women are usu-
ally better educated and statistically out-
number men. In addition, the standards
used for assessing performance of men
and women are of great importance. The
shortcomings of men are treated with un-
derstanding, while women have to work
harder, withstand added pressure and are
more severely assessed. Women employed
in the business sphere also point out other
types of restrictions such as men’s habit
to discuss business at dinners or in men’s
clubs, often late at night. Since women do
not have an opportunity to always partici-
pate in such meetings, their role in making
important managerial decisions automati-
cally reduces.

Therefore, the solution to increase the
number of women in the labour market in
Poland can be proposed by introducing
gender quotas. Let us provide some exam-
ples of countries applying gender quotas
in their practice.

3Pte¢ a mozliwosci ekonomiczne w Polsce: czy
kobiety stracity na transformacji? URL: http://sitere-
sources.worldbank.org/INTPOLAND/Resources/Gen-
der_report_pl.pdf.
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0 paBHOMpaBuK NONoB MybAKKyeTcA nop
arngon BcemmnpHOro skoHommuyeckoro
dopyma ¢ 2006 r. 1 CTaBUT CBOEN Lienblo
npoaHannu3MpoBaTb CUTyaUWio reHgep-
HOro paBeHCTBa B rnobanbHOM MacliTabe
C TOYKM 3peHMA pPaBHOMEPHOCTU pac-
npefeneHna pecypcoB M BO3MOXHOCTEN
KOHKPETHOI CTpaHbl B ueTbipex cdepax:
34paBoOXpaHeHnK, 06pa3oBaHNK, SKOHO-
MUWKe 1 TPYJOYCTPOWCTBE 1 MONNTUKE.

B peiituHre 2012 r. cpeamn 6onee yem
130 ctpaH lMonblua 3aHMMana 53-e mecro,
onycTBLIMCL Ha 11 NO3uUWIA NO CpaBHe-
HUIO C npeablgywym rogom (42-e mecto
B 2011 r.). Hamxygliuin pe3synbrtat 3aperu-
cTpupoBaH B 2007 ., Koraa CTpaHe 6bina
oTgaHa 60-a cTpouka peintuHra. Camyio Bbl-
COKYI0 oLeHKy (38-e mecTo) MNonbLa nony-
ymna coBcem HefaBHo, B 2016 r., UTO CBU-
AETeNbCTBYET O BbIPAaBHMBAHMM CUTYaLmMK'.

AHanusmpya obecneyeHHOCTb cemeii
Ha Tepputopumn [lonbwu AeTCKUMK [o-
LWKONbHBIMUA  yUpexpeHuamm, Heobxoaw-
MO OTMETUTb, YTO O HeAaBHEro BpemeHm
CuTyauma B 3Toi obnact 6bina BecbMa
nnaveBHon. [lonoxwuTenbHble CABUMM Ha-
meTunuch B 2011 r. C NpUHATUEM 3aKOHa 06
yxofe 3a [eTbMu mnaglle 3 neT, KOTopblii
paclwmpun CNeKkTp ycayr no npucMoTpy
3a pebeHKOM 3a CYeT BBeAEHWA BaKaH-
CUIA HAHb, CO3AaHUA JETCKNX KNy6oB 1 ap.
[laHHble Mepbl 3HauMTENbHO obnerunny u
YCKOPUIM BO3BPALUEHME XeHLUMH Ha pabo-
Ty nocne poxaeHusa pebeHKa, ynpours Tem
CaMbIM WX NO3MLUM Ha PbIHKe TpyAa.

Henb3a He yNnoMaAHYTb 1 TakoW BaXHblii
acrnekT, Kak BHyTpeHHMe bapbepsl. leHaep-
Hble CTepeOoTUMbl HEraTVBHO CKa3blBalOTCA
He TONbKO Ha Peann30BaHHOCTMN XeHLMHbI
1 YCNELHOCTU ee Kapbepbl, HO TakXKe Ha ee
NCUXONOTMYECKOM COCTOAHWUM, CTAHOBACH
MPUYUHON 3aHVKEHHOW CaMOOLIEHKM, OT-
CYTCTBUA YBEPEHHOCTU B cebe 1 CBOWX Ha-
BblKaX, M3NMWHero 6ecrnoKoncTBa 0 MHe-
HV OKPY>KAKOLWWX 11 Ap.2

MpenB3ATOCTb B OTHOLUEHWUMN KEeHLUMH
0COBeHHO 3ameTHa Npu obCyXaeHnn 3a-
paboTHOM NnaThl U NPOLBVKEHWN NO CIy-
*ebHol nectHuue. Cpefyu cambiX YacTbix
NPUYUH OTKasa — HeAOCTaTOK HacTonuu-
BOCTY, arpecCMBHOCTU MAK XBaTkW. Kpome
TOro, Nocne JEeKPETHOro OTMycKa HeKoTo-
pble XeHLLUMHbl UCMbITHIBAIOT CIOXKHOCTU C
afjanTaumeil U MeAneHHoO BXOAAT B pabo-
unin npouecc. OcobeHHo 3TO XapaKTepHO
ONA XeHLWWH C HU3KNM ypoBHEM 06pa3o-

! The Global Gender Gap Report 2016. World Eco-
nomic Forum. URL: www.weforum.org/issues/global-
gender-gap.

2Pfe¢ a mozliwosci ekonomiczne w Polsce: czy
kobiety stracity na transformacji? URL: http:/sitere-
sources.worldbank.org/INTPOLAND/Resources/Gen-
der_report_pl.pdf.

BaHUA. JTO OODBACHAETCA ocnabneHrem U
YTpaTol HEKOTOPbIX MPOdECCUOHANBHbBIX
HaBbIKOB W/IM OTPaHNYeHHbIM AOCTYMOM K
HenpepbiBHOMY 06pa3oBaHuio. Mpu 3aTsa-
HyBLIEMCA nepuoge 6e3paboTuLbl Takoro
pOfia COMCKaTeN MOTYT N BOBCE OCTaTbCs
«3a 6opTom» [10].

MoMUMO BHYTPEHHWX, CYLLECTBYIOT W
TaK Ha3blBaemble BHellHWe 6Gapbepbl, Mo-
poX[aemble HeraTMBHbIM BOCNPUATUEM
XEHIWMH B NpodeccrioHanbHbIX  Kpyrax,
a TaKXKe npasunamu, AUCKPUMUHUPYHOLLM-
MU XKEHCKNIA TPYA 1 OOBACHAEMbIMN My>-
CKOIl CONMAapHOCTbI0. ITO [OKa3blBaeTcs
TeM $aKTOM, UTO KEHLUMHBI KpaiiHe He3Ha-
UNTeNbHO MPEefCTaBNEHbI Ha BbICOKUX MO-
CTax, MpW TOM YTO 3ayacTylo obnagaloT
6onee BbICOKAM ypoOBHeM 006pa30oBaHus, a
Mo CTaTUCTUKE WX YUCIEHHOCTb B lMonblue
MPEBbIAET YMCNEHHOCTb MyXunH. [lo-
MUMO 3TOro, BECbMa BbICOKA 3HAYMMOCTb
MPaKTUKYeMbIX CTaHOAAPTOB OLEHKM pe-
3y/IbTaTUBHOCTY Tpyda. Tak, HefopaboTKm
COTPYAHWKOB MYXCKOro mona BOCMPUHM-
MatoTCA C GONbLUEl CTEMNEHbIO TONepaHT-
HOCTW, B TO BPeMs KaK COTPYAHWKM-XKeH-
WWHBI BbIHYX[EHbI TPYAUTbCA YycepaHee,
BblJEPXKUBaTb [OMNOHUTENbHOE AaBNeHne
1 6onee cTporyio oueHky. Cpean npounx
OTPaHMYEHNIA XEHLMHbI Ha3bIBAIOT MyX-
CKoI obbluaii 0bcyxpaatb paboure Bonpo-
Cbl B Y3KOM Kpyry 3a 06efjoM 1nu BO Bpems
LENOBbIX YXKUHOB. TMOCKONBKY KEHLUMHbI
HE MMEIOT BO3MOXHOCTW MPUCYTCTBOBATH
Ha Takoro poja BCTpeuyax, WX posb B Npu-
HATW BaXKHbIX YMPABNEHYECKUX PEeLIeHN
ABTOMATNYECKI CHUXAETCA.

B cBA3K C [JaHHbIM OBCTOATENbCTBOM
8 [Monble 6biN B3AT KYpC Ha yBeNuuYeHne
UMCNEHHOCTN KEHWMH Ha pPbliHKE Tpyaa,
yeMy B 3HAYMTENbHOW CTEMEHU CrMocob-
CTBYET BBELEHWE CUCTEMbI KBOTVPOBAHWS.
MpuBegem HeKOTOpble MPUMEpPbl CTPaH,
YCMELWHO NPUMEHSIOWMX KBOTbI B CBOEN
npaKTuKe.

MEHLLMHbI HA PYKOBOJALMX JOMKHOCTAX:
MWPOBOW OMbIT

Bonpocbl reHgepHoro pa3Hoobpasuis
cpeay nud, paboTalowyx No Hailmy, wWi-
POKO OOCYX[ATCA Kak B akafieMUYeCKux
Kpyrax, Tak 1 B CpefCTBaXx MacCOBOW WH-
dopmanumn. B pamkax faHHOro Hanpasne-
HUA 0C000 OCTpble AMCKYCCUMM pa3ropa-
I0TCA OTHOCUTENbHO pPaBeHCTBA MOMOB U
ANCKPUMUHALIAN KeHLUWH Npu NPpoaBuxe-
HUKM Mo cnyxebHOW necTHuue. B paHHOM
clyyae  reHpepHasa  npepfcTaBfieHHOCTb
CXOfHa C 3TMYeckum umnepatusom [9; 11].
B 10 e BpemsA »eHLWHbI MPUBHOCAT CBON
OnbIT, 3HAHWA W HaBbIKK, CMOCOOCTBYIOWME
aKTVBHOMY POCTY pe3y/bTaTUBHOCTU 1 3¢-

dekTMBHOCTM KoMnaHum [8; 15]. Mpu 3ToM
reHepHoe pasHoobpasme MOXHO oxapak-
Tepu30BaTb Kak pecypCHbI MMnepaTvB
[3; 6]. B obomx cnyuasnx uccnepoBaHus B 06-
NacTW pPaBEHCTBA NOJIOB CKOHLIEHTPUPOBa-
Hbl BOKPYT OZJHOW 06LLeil TeMbl — NPeACTaB-
NEHHOCTb MYMUMH U XEHLUWH Ha BbICLUMX
LOMKHOCTAX.

HecmoTpa Ha To 4tO nmpobnema reH-
JepHOro  pasHoobpasua cpegu  Ton-
MeHeI)KMeHTa KOMMaHWA B nociegHee
BpemMA 0COBEeHHO pacnpocTpaHeHa, nomny-
NAPHON TeMOWN AnA 0b6CyXAEHMIA B paMKax
Hay4HbIX ANCKYCCUIA OHa CTana NnLb HeJas-
HO. Kak npaBmno, nofobHble nccnefoBaHua
CoCpefoToUEeHbl Ha U3YUYeHN NPUCYTCTBUA
XKEHIWMH B COCTaBe COBETOB LMPEKTOPOB
KPYNHbIX KOMMaHWIA, akuMK KOTOPbIX TOp-
ryiotca Ha 6upxe [1]. 310 CBA3aHO C TeM,
4TO KOPMOpaTVBHOE YnpaB/eHne paccma-
TPVBAETCA KaK 3MEeMEHT MepBOCTENEHHOMW
BaXHOCTU B MpoLecce NMPUHATUA CTpaTe-
TMYECKUX, OMEPALMOHHBIX 1 GUHAHCOBBIX
peLLIeHni, a TakXe Mpu NOCTaHOBKe Lienen
1 3agay dupmbl [12]. Camble OXMBNEHHblE
ANCKYCCU BO3HMKAOT Npu 0bcyaeHnu
CUCTEMbI FeHAEPHOrO KBOTUPOBAHNA.

B 2003 r. HopBerusa ctana nepsoi cTpa-
HOW, YyCTAaHOBMBLLEW reHepHYI0 KBOTY AnA
KEHLLVH B COBETaX ANPEKTOPOB Ha YPOBHE
He MeHee 40%. B 2011 r. ee npumepy no-
cnegosana OpaHuma, Koraa napiameHTom
CTpaHbl 6bIN0 NPUHATO pelueHune, npegyc-
maTpuBatoLiee, 4to K 2016 r. Kak MUHUMYM
40% MecT B COBETax JUPEKTOPOB OOMK-
Hbl NPUHagNexaTb NpeLCTaBUTENbHULAM
«cnaboro nonar. [laHHOe pelleHMe Kaca-
NOCb KPYMHbIX KOMMNAHUIA C YACIEHHOCTbIO
COTpyAHMKOB 6onee 500 uenoBek u exe-
rogHblM 060poTOM CBbilwe 50 MAH eBpo.
Bcnepn 3a Hopserueit n OpaHuymein nogob-
Hble KBOTbI 6bIn ycTaHOBMEHb! B LLBeLun
n Wcnanmm - 25 n 40% COOTBETCTBEHHO.
C 1 anBapsa 2016 r. BCTynuna B Cuny KBOTa
B epMaHun, B COOTBETCTBUM C KOTOPOW
PYKOBOZACTBO KPYMHbIX GUPM AOMKHO CO-
CTOATb W3 XKEHLMH He MeHee YeM Ha 30%?3.
3a npegenamu EBponbl BBeAeHwue rocyaap-
CTBOM FeHAEepHbIX KBOT AOCTAaTOYHO pep-
Koe ABNeHMe, UTo 0OYCNOBAMBAET HU3KYIO
MO CPaBHEHMIO C 3amagHbIMU CTpaHamu
JONI0 KEHLWMH B COBETaX KPYMHbIX KOM-
naHuin. Hanpumep, B ABCTpaniu HaHHbIN
nokasatesnb cocTaBndaeT 15,6%; Kutae - 7,2;
[oHKoHre - 8,9; AnoHun - 0,4; CLLA - 16,1%.
Heobxoanmo oTMETUTb, YTO 6ONBLIMHCTBO
NCcCnefoBaHMA HanpaBieHbl Ha aHanu3
reHJepHOro pasHoobpasmna NCKAYUTENb-

3Women in leadership roles - the west
finds itself outshone. URL:  https://www.
ft.com/content/8a5b7c66-4cc7-11e5-b558-
8a9722977189mhqg5j=e1.



WOMEN AND TOP ROLES IN BUSINESS
AROUND THE WORLD

Though gender diversity in business
organizations has become a prominent
issue in both academia and the popular
press, the issues of equality and discrimi-
nation are driving most discussions about
the increase in the number of women in
top leadership roles. Such issues frame
gender diversity as an ethical imperative
[9; 11]. At the same time, women are be-
lieved to bring their expertise, knowledge
and skills that improve the performance
and efficiency of their firms [8; 15]. Here,
gender diversity is a source imperative [3;
6]. In both cases, research studies on gen-
der diversity appear to coalesce around
one common theme: gender diversity in
upper echelon positions.

Despite the fact that the problem of
gender diversity among top management
is quite widespread, it has only recently
become a popular topic for scientific dis-
cussions. Such research gravitate towards
studying women on boards of directors
of large, publicly traded firms [1]. This is
because corporate governance is seen as
critical to these firms' decision-making, par-
ticularly strategic, operational and financial
decisions, as well as to the setting of policy
objectives [12]. The system of gender quo-
tas ignites the most intense debate.

In 2003, Norway was the first country
to introduce a gender quota requiring at
least 40% of women on company boards.
In 2011, the French Parliament imposed a
gender quota for corporate boards, which
required 40% female directorship by 2016
(for firms with more than 500 employees
and annual turnover exceeding 50 million
euros). Similarly, Sweden and Spain im-
posed quotas of 25 and 40% respectively.
On January 1, 2016, Germany introduced a
30% quota for female board membersin the
top listed companies’. Outside of Europe,
governments do not use gender quotas so
often, which may result in lower represen-
tation rates. For example, the proportion of
women on boards in Australia is 15.6%; Chi-
na - 7.2; Hong Kong - 8.9; Japan - 0.4; the
USA - 16.1%. It is worth noting that most of
the studies are aimed at analyzing gender
diversity solely on boards of directors, leav-
ing behind the issues of women's presence
in other leadership positions.

The study of women CEOs is an excep-
tion [4]. In Australia, for example, a recent
study on women in leadership positions

"Women in leadership roles - the west
finds  itself outshone. URL:  https://www.
ft.com/content/8a5b7c66-4cc7-11e5-b558-
8a9722977189?mhg5j=e1.

identified that, in 2012, women CEOs in
the ASX500 accounted for approximately
3%?2. Similarly, in the UK, women CEOs in
the FTSE350 stood at 3% in 20133, In the
USA, the percentage of women CEOs in
the Fortune 500 was 4.2% in 2016 (a slight
decrease from 4.8% in 2015)*. In Germany,
in 2013, firms in the major DAX30 index
could not boast a single woman CEO>.
Generally, the statistics suggests that the
percentage of women on boards of direc-
tors and in other leadership roles such as
CEOQ is increasing in most countries under
study. However, it is obvious that women
remain largely underrepresented, particu-
larly in countries without gender quotas.

CONCLUSION

The situation of women in the Po-
lish labour market has been transforming
since 1989. Women come into power, the
social model of partnership is becoming
more common, and men express inter-
est in sharing responsibilities for running
a household and helping to bring up
children. Moreover, the role of women in
top business positions is now a popular
topic for discussion in the scientific litera-
ture and mass media.

Notably, since women face far greater
barriers while reaching top positions, the
expectation is that they strive to achieve
“exceptional” status. One way to achieve
this is by breaking into top roles in highly
important industries or regions.

Comparing the situation of women in
the labour market in Poland before and af-
ter 1989, we can conclude that significant
improvements appeared to take place due
to the following reasons:

e opportunity to participate in the
existing groups or organizations sharing
common interests or create new ones;

e access to mass media, the informa-
tive and promotional role of which in to-
day’s society is very great;

e introduction of flexible electoral
quotas requiring at least 35% of women’s
representation in the European Parlia-
ment;

2Workplace Gender Equality Act 2012. URL: htt-
ps://www.wgea.gov.au/about-legislation/workplace-
gender-equality-act-2012.

3Just 3% of FTSE350 companies have female
CEO’s now. URL: http://www.hrreview.co.uk/hr-news/
diversity-news/just-3-of-companies-have-female-
ceos-now/49078.

4The Percentage of Female CEOs in the Fortune
500 Drops to 4%. URL: http://fortune.com/2016/06/06/
women-ceos-fortune-500-2016/.

5’Abysmal’ that no female CEO among Germany'’s
DAX30 companies. URL: http://www.marcusevans.
com/news/202/abysmal-that-no-female-ceo-among-
germany-s-dax-30-companies.
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o the country’s membership in the Eu-
ropean Union, which gives access to addi-
tional financing [13].

We believe that in the long term these
processes will allow a democratic society
to be built, which is opened for changes,
friendly to the gender diversity in Poland
with the balanced participation of women
in the management of the country. The
presence of women in decision-making
positions in legislation and politics is ex-
pected to increase, so introduction of
gender quotas should be the next step to
move forward.

To sum up, success of socio-economic
development of any country, not only
Poland, to a large extent depends on the
reasonable use of the potential of female
labour resources. |
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Tpya  Kappbl ® O6pasoBaHue

HO B COBeTax AWNPEKTOPOB, OCTaBNAA 3a
PamMKamn BOMPOCbI XKEHCKOro NPpUCyTCTBUA
Ha Jpyrmx pykoBogAwmx nocrax.

NcknioyeHnem ABnAOTCA paﬁOTbI,
NOCBALLEHHble MXeHLWWHaM Ha NoCTax re-
HepasnbHbIX AUPEKTOPOB KPYMHenwmnx
Komnanui [4]. Hanpumep, cornacHo uccne-
[OBaHWIO, NpoBeAeHHOMY B ABCTpaﬂI/IVI B
2012 r.,, TonNbKo 3% K3 NATUCOT KOMMaHWIA,
BK/OUEHHbIX B MHAekc ASX500, Haxoau-
JMCb Nof ynpaBneHVWeM reHanpeKTopa-
eHWMHb!'. B BennkoGpuTaHUM [OaHHbIN
NoKa3satenb AnAa KOMMaHUN 13 MHAEKCa
FTSE350 B 2013 r. 6bin Takxe paBeH 3%2.
Jlona pykoBoaWTENeN-XeHLLMH, CTOALLMX Y
pyna KomnaHui m3 cnucka «Fortune 500»
(CLLA), B 2016 I3 cHn3mnach 0 4,2% (c 4,8%
B 2015 r.). B 10 ke Bpema B 2013 1. HK B OA-
HOW 13 KOMNaHW n3 nHgekca DAX 30 (fep-
MaHWA) He BbIN0 reHANPEKTOPa-KEHLLUHbI*,
B LieNloM, KaK NnoKasblBaeT CTaTUCTNKa, A0NA
KEHLLNH B COBETAX ANPEKTOPOB N Ha ApYy-
X BbICOKMX MOCTaX, TaKNX KaK reHepanb-
HbIl AMPEKTOP KOMMaHUK, pacTeT B 60Mb-
LUMHCTBE pacCMaTpUBaeMbIX CTPaH. O}J,HaKO

"Workplace Gender Equality Act 2012. URL: htt-
ps://www.wgea.gov.au/about-legislation/workplace-
gender-equality-act-2012.

2 Just 3% of FTSE350 companies have female
CEO’s now. URL: http://www.hrreview.co.uk/hr-news/
diversity-news/just-3-of-companies-have-female-
ceos-now/49078.

3The Percentage of Female CEOs in the Fortune
500 Drops to 4%. URL: http://fortune.com/2016/06/06/
women-ceos-fortune-500-2016/.

4’Abysmal’ that no female CEO among Germany's
DAX30 companies. URL: http://www.marcusevans.

com/news/202/abysmal-that-no-female-ceo-among-
germany-s-dax-30-companies.

04YeBNAHO, YTO NX YMUCNEHHOCTb BCe elle
HefoCTaToYHa, 0cobeHHO B rocyaapcrBeax,
He NpuMeHALWNX reHaepHble KBOTbI.

3AKNIOYEHUE

HaunHaa ¢ 1989 r. cutyauma c xeH-
CKoW 3aHATOCTbio B [lonble npeTtepnena
CyLeCTBEHHble U3MEHEeHWA: Ynucno npeg-
CTaBUTENbHUL, «MPEKPAcHOro Mofa» Ha
KNIoUeBbIX NO3MLMAX KOMNAHWUIA HEYKNOH-
HO pacTeT, WMPOKOe pacnpocTpaHeHue
nonyyaeT NapTHepCKasa Mofenb B3aumMooT-
HOLLIEHWI, MY>KUYMHbI NMPOABNAT 6OMbLUNIA
MHTepecC K COBMeCTHOMY BefeHU0 X03A1-
CTBa W BOCMMTaHUIO AeTel. Kpome 3Toro,
B CpeLCTBaX MaccoBOW MHPopmaumy,
a TakXe B HayYHOW nuTepaType perynsapHo
0CBeLIAlTCA BOMPOChI MEHCKOro Tpymo-
YCTPOWCTBA U NPOABWXKEHUA NO Kapbep-
HOW NnecTHuue.

[MockonbKy Ha CBOeM MyTW K BbIC-
WNM JOMKHOCTAM B MepapXmy KOMNaHMM
XeHLWWHbl npeofoneBatoT 6Gonblue npe-
NATCTBWIA, MpefnonaraeTca, uto Bce WX
YCTPEMAEHNA HanpasneHbl Ha TO, YTOObI
NOAYEPKHYTb CBON  «UCKMIOUUTENbHbINY
ctatyc [16]. OguH 13 cnocobos caienatb 310
- NpobnTbCA Ha PYKOBOAALLME NOCTbI B 3Ha-
YMMOW OTPACAN UNIN PEFNOHE,

CpaBHMBaA CUTyaUMiO Ha MOAbCKOM
pblHKe Tpyga fo v nocne 1989 r., MOXHO
3aKNoumnTb, YTO Hanbonee CyllecTBEeHHble
M3MEHEHMA B MONIOXKEHUN KEeHWMWH Npo-
130NN MO CegyoLym NpuUnHam:

© BO3MOXHOCTb YyacTua B YxKe cCylue-
CTBYIOLUMX UMW CO3AaHNA HOBbIX FPYNn Uiu

OpraHu3aLmnii, 06bearHEHHbIX 0OLWUMI UH-
Tepecamu;

e foctyn kK CMW, okasbiBalowmm ce-
pbe3HOe BANSAHME Ha COBPEMEHHOE 0bLLe-
CTBO;

e BBeleHMe TMOKIX 3aKOHOMATENbHbIX
KBOT, B COOTBETCTBUM C KOTOPbIMMX NPW Bbl-
6opax B EBponapnameHT KaHANAATOB-KeH-
LLVH [OJIXKHO ObITb He MeHee 35%;

® BXOX[EHue CTpaHbl B coctaB EBpo-
MencKoro Co3a, YTo OTKPbIBaeT AOCTyn
K paclumpeHHomy drHaHcmpoBaHuio [13].

Mo Hawemy MHeHUIo, B AOATOCPOYHOW
nepcnekTnBe AaHHble NpPOLecchl Mo3Bo-
naT chopMMpoBaTb AEMOKpaTUyecKoe
006LecTBO, OTKPBITOE ANA NepeMeH U cro-
COOHOe OnaroXenatenbHo  BOCMPUHATbL
reHgepHoe pasHoobpasne He TOMbKO B
pamKax KpyrHbIX OpraHv3aLuii, HO 1 B Co-
CTaBe NoANTUYeCcKon 3nuThl MonbLun. byger
pacTn ponb XEHWMWH MpWU MPUHATAW OT-
BETCTBEHHbBIX peLLeHNi B chepe 3aKoHOAa-
TenbCTBa U NONUTMKKM, NO3TOMY NpPUMeHe-
HWe CUCTeMbl FeHAEepHOro KBOTUPOBAHUA
npeacTasnser cobon Tpurrep ANA Aanb-
HeWLLNX N3MEHEHWA.

MogBoga wTOr, OTMETKM, YTO YPOBEHb
COLMaNbHO-3KOHOMUYECKOTO pa3BUTUA
Nto6oN CTpaHbl B 3HAUNTENBHON Mepe 3a-
BWCWT OT Pa3yMHOro WCMOfb30BaHWUA Mo-
TeHLMana *eHCKIX TPYA0BbIX pecypcos. |

Bu6bnuozpaguyeckas ccoiika: Conek-bopoecka C. MNMonoxeHWe XeHWMH Ha pbliHke Tpyaa Monblwn // YnpaeneHew. 2017. Ne3(67).

C. 52-61.
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