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BBEJEHUE

BBEIEHWE

Hauano XX| Beka 3HaMeHyeTCA YCWUIIMAMU 4YesioBe-
YyecTBa Ha ynydlleHne 611arococToAHMA U 3allu-
Ty Hawewn nnaHetbl. [TocygapcTtBa NpPMsHAlOT, YTO
MepPONpUATUA N0 HaPALLMBAHUIO SKOHOMUYECKOrO
pOCTa M peLLEeHUIo Liesioro pAaaa Bornpocoe B obna-
CTM 06pasoBaHuA, 34paBoOOXPaHEHNA, COLMabHOM
3aluThl, TPYAOYCTPOMCTBA M TaK danee LOJIHKHbI
NpoBOAMTLCA MapannenbHo. Takon nogxod ABMA-
€TCA OCHOBOM YCTOMUMBOIO pa3BUTUA 06LLECTBa B
LLeJIoM.

OgHot m3 rnobanbHbix pewweHnn OOH crana
npueepieHHocTb 17-Tn Lenam B obnactu ycton-
UYMBOrO pasBUTUA, rOe B Kaxgon ns 17-tm uenen,
eHLWMHaM OTBOOUTCA WCKIIIOUYUTENIbHO BarkHasA
poJSib U MHOIME 3a4a4M HenocpeacTBeHHO Hanpas-
NeHbl Ha NPU3HaHWe PaBEHCTBA MEeHLLMH U Crocob-
CTBYIOT PacLUMPEHMIO MX MPaB U BO3MOMKHOCTEN.

INTRODUCTION

The beginning of the 21st century is marked by
the efforts of mankind to improve welfare and
protect our planet. Countries admit that measures
to enhance economic growth and address a
number of issues in education, healthcare, social
protection, employment, etc., should be taken
simultaneously. This approach is the basis for
overall sustainable development of society.

One of the UN’s global decisions is a commitment
to the 17 Sustainable Development Goals, where
women play an extremely important role in each of
the 17 Goals and many tasks are directly aimed at
recognizing women'’s equality and facilitate their
empowerment.!
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BBEOEHWE / INTRODUCTION

HKeHLMHbl U OeBOYKM COCTaBNAOT MOSIOBUHY Ha-
CefleHNA MNaHeTbl, YTO PaBHO3HAYHO MOSIOBUHE
noTeHumMana yenosevectsa. ObecneyeHne paBHbIX
reHAepHbIX BO3MOMHOCTEN CEroHA UrpaeT Kiio-
YeBYyI0 poJib B fene obecrieyeHUs MMpa U cornacua
B 06LlecTBe M MOJIHOLEHHON peanu3auun Yeso-
BEYECKOro MoTeHLMana Ha OCHOBe YCTOMYMBOIO
pa3BuTUA. [loKazaHo, YTO BOB/IEYEHME HEHLLMH B
¥M3Hb obLlecTBa obecneymBaeT 3KOHOMUYECKUN
pocT.

HeKoTopble 3agauun reHgepHoro 6anaHca KaryTcs
OOCTUTHYTBIMU, TaK KaKk Mbl BUOUM NPUMEPbI HeH-
LLMH, KoTopble CMOMMM O06UTbCA ycrnexa, Bo3rna-
BMB MWHWUCTEPCTBA WM KpynHble npeanpusaTva. Ho,
BMecCTe C TeM, MMPOBas CTaTUCTUKa MNacuT — reH-
OepHbI ancbanaHc 4o KoHua ceba He ucyepnan.

“ HEPABEHCTBO MEXLLY
MYXYUHAMIA W OKEHLLAHAMIA
BO BCEM MWPE COCTABNAET

2%

CornacHo «lnobanbHoMy OoKnagy O reHAepHOM
paspbiBe-2018» BceMupHOro 3KoHOMWYecKoro
dopyMa, HepaBeHCTBO MeXOY MYMHUMHAMM U HeH-
LLMHaMM Bo BCceM Mupe cocTaenaeT 32%. O6bnacty,
OXBaTblBaeMble OTYETOM, BKJIIOHAIOT pe3y/bTaThbl B
OTHOLLIEHNW 3[0P0BbA, YPOBHA 06pa3oBaHUA, y4a-
CTUA N BO3MOMHOCTEN B 3KOHOMUYECKOM HU3HU U
pacLUMPEHMA NOSTUTUYECKUX NPaB.>

Women and girls make up half the world’s pop-
ulation, which means half of the human poten-
tial. Ensuring equal gender opportunities today
plays a key role in ensuring peace and harmony
in society and full personal fulfilment through
sustainable development. It has been proved
that involving women in society ensures eco-
nomic growth.

Some tasks of gender balance seem to have
been achieved, as we see examples of women
who have succeeded in leading ministries and
large enterprises. However, the world's statis-
tics show that the gender imbalance has not run
its course.

‘ ‘ INEQUALITY
BETWEEN MEN AND WOMEN
WORLDWIDE IS

2%

According to the World Economic Forum'’s Glob-
al Gender Gap 2018 report, inequality between
men and women worldwide is 32%. The areas
covered by the report include health and sur-
vival, educational attainment, economic partic-
ipation and opportunity and political empower-
ment.2

BBEOEHME / INTRODUCTION

AHanutnkn BceMupHoro 3koHommyeckoro ®opy-
Ma, Hanbonee TpyOHbIMW AN1A NPEOLONEHUA FeH-
OEepHOro pa3pbiBa HA3bIBAlOT aCNeKTbl pacLLUMPEHNA
3KOHOMMYECKUX BO3MOMHOCTEN, U YTOBbI JOCTUYb
paBeHCTBa B 3TOM Borpoce notpebyerca 202 ropaa.

B T0 XXE BPEMA [L71A NPEOAO/IERKA
MOJINTUYECKOr 0 HEPABEHCTBA MIUPY
[OTPEBYETCA OKO/O 107 JIET 2

Bce 6osblue KOMMaHUA U3 pasHblX OTpacnen 3Ko-
HOMMKM OCO3HAIOT LLEHHOCTb MreH4epHOro pasHoo-
6pa3us Ha paboyeM MecTe. OCHOBbLIBAACH Ha CBOMX
nccrnefoBaHUAX MHOMMe KOHCANITUHIOBble KOMMa-
HWMU NPU3bLIBAIOT TOM-MEHEeOMEPOB U COBCTBEHHU-
KOB KOMMaHW 06paTUTb BHMMaHWe Ha CyLLLeCTBY-
loLLLee MOJIoMEHME, U He TONbKO aKTUBHEE NpuBIe-
KaTb MEHLUMH K paboTe, HO U CrMocobCcTBOBaTbL MUX
POCTY, CTPEMACb K TOMY, YTOObl KOJIMYECTBO HEH-
LLIMH B TOM-MeHeOKMeHTe BbIpoC/Io.

B nepeoi yactn 6poutopbl ans Bawero o63opa
npencTaBneHbl MeXOyHapoaHbIe U HaLMOHasbHble
[aHHble 0 reHAepHOM pasHoobpasuu.

“http://reports.weforum.org/global-gender-gap-report-2018/measuring-the-global-gender-gap/
*https://www.wonderzine.com/wonderzine/life/news/240117-global-gender-gap-2018

Analysts at the World Economic Forum name
the aspects of enhancing economic opportu-
nities as the most difficult ones to bridge the
gender gap, and it will take 202 years to achieve
equality there.

AT THE SAME TIME, IT WILL TAKE
ABOUT 107 YEARS TO OVERCOME POLITICAL
INEQUALITY:?

More and more companies from different sec-
tors of the economy are realizing the value of
gender diversity in the workplace. Based on
their research, many consulting companies urge
top managers and company owners to pay at-
tention to the current situation, and to not only
actively involve women, but also to help them
grow, trying to increase the number of women
in top management.

The first part of the brochure pr.
tional and national data on
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Hoknag «MeHwuHbl B 6U3Hece U MeHeOrKMeH-
Te: SKOHOMMYECKOe 060CHOBaHWEe MepeMeH» 6bin
nogrotosneH biopo MexayHapogoHoM opraHm-
3auMM Tpyga Ha OCHOBE MCCNedoBaHWA MOYTU
13 000 npeanpuATui B 70 cTpaHax.

" 57%

OMPOLLIERHBIX NIOATBEPANN,
YT0 I'EHEPHOE PASHOOBPASWE
CMOCOBCTBYET YNYUILERN
PE3YJIbTATOB B bBUSHECE.

K OYHAPOOHOM OPFAHU3ALMN TPYOA «HKEHLLUMHbI B BUSHECE
3KOHOMWYECKOE OBOCHOBAHWE MEPEMEH» (2019 T)

DATA FROM THE INTERNATIONAL LABOUR
ORGANIZATION'S STUDY “WOMEN IN
BUSINESS AND MANAGEMENT:

THE BUSINESS CASE FOR CHANGE"
(20191}

The report “Women in Business and Manage-
ment: The Business Case for Change” was pre-
pared by the Bureau of the International La-
bour Organization based on a study of nearly
13,000 enterprises in 70 countries.

‘ MORE THAN

1%

OF RESPONDENTS CONFIRMED THAT
GENDER DIVERSITY FACILITATES
BETTER BUSINESS PERFORMANCE.

DATA FROM THE INTERNATIONAL LABOUR ORGANIZATION'S STUDY
“WOMEN IN BUSINESS AND MANAGEMENT: THE BUSINESS CASE FOR CHANGE" (2019)

Moyt TpW YeTBEPTU KOMMNAHWK, CieaMBLUMX 33 CO-
6nodeHVeM reHgepHoro pasHoobpasuA B CBOMX
opraHax ynpasfieHusa, 4o6UNMCb NOBbILLEHNA NpU-
66111 B pasMepe oT 5 fo 20 NpoLeHTOoB.

Y bOJTbLUMHCTBA I3 HIX POCT MPUBbIN
COCTABWIIOT 10 710 15 MPOLIEHTOB.

Mo cnoBaM noytu 57% oOMpOLUEHHBIX, B YC10BU-
AX reHOepHOro pasHoobpasuaA MnpoLle HaxoauTb U
yOepHmBaTb CNocobHble Kaapbl.

Bonee 54% oTMeyaloT, 4To OHO CMOCOBCTBYET pOCTY
TBOPYECKOr0 Hayvana, HOBAaTOPCTBY M FNACHOCTW.
CToJIbKO e roBOPAT, YTO BHUMaHWE K reHOepHbIM
BOMPOCAaM YKPEnuSIo penyTaumio UX KOMMaHuW, a
noyt 37% — 4To0 OHO NOMOraeT UM ToUHee onpegde-
NATb HAaCTPOEeHWE KIIMEHTOB.

DaKTbl FOBOPAT TaKe 0 TOM, YTO Ha HaLMOHasb-
HOM YPOBHE POCT 3aHATOCTU HEHLUUH MO3UTUBHO
CKa3sblBaeTcA Ha npupocte BBI. K atoMy BbiBoOy
paspaboTyMKK OoKIada NpuLLIM, NpoaHanmnsmpo-
BaB faHHble no 186 ctpaHam 3a nepmog ¢ 1991 no
2017 rogpl.

Nearly three-quarters of companies that moni-
tored gender diversity in their governing bodies
achieved a profit increase of 5% to 20%.

MOST OF THEM ACHIEVED PROFIT GROWTH
OF 10% TO 15%.

According to almost 57% of respondents, gen-
der diversity makes it easier to find and retain
talented personnel.

Over 54% of respondents said it boosts creativ-
ity, innovation and publicity. The same number
of respondents also said that attention to gender
issues enhanced the reputation of their compa-
nies, and almost 37% admitted that it helps them
more accurately identify their clients’ mood.

Facts also indicate that the growth of women's
employment at the national level has a positive
effect on the GDP growth. The report develop-
ers came to this conclusion by analyzing data for
186 countries from 1991 to 2017.%

“https://www.ilo.org/global/about-the-ilo/newsroom/news/WCMS_701767/lang--en/index.htm
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bl Ha paboyeM Me-
cKinsey coBMecTHO ¢
LeanIn.Org., paccMoTpeHbl Npo6/ieMbl reHAepHoro
pa3Ho06pasuA Ha OCHOBe AaHHbIX 279 KoMMNaHui, B
KOTopbIx paboTaeT 6onee 13 MUAIMOHOB YeNOBeEK,
a TaKKe onpoca 6onee 64 000 cOTPYOHUKOB U UH-
TepBbIO.

CornacHo uccnegoBaHuio reHgepHoe pa3Hoo6pa—
3ne paccMaTpuMBaeTCA KaK npuoputeTt 6usHeca,
HauMHaA C MOCTaHOBKM Lienen 1 4o npuenevyeHuA
inaepoB K 0TBETCTBEHHOCTU 3a pe3y/ibTaThbl.

OYEHD BAXXHO YCTPAHEHWE IEHAEPHBIX
PASTINYIAN MPU HAVME HA PABOTY WA
[POLIBVXEHWA 110 CTYXBE, 0COBEHHO
HA PAHHWX 3TANAX, KOT 1A XXEHLLHbI
YALLLE BCE0 UrHOPUPYHOTCA.

CKINSEY «*KEHLLUMHbBI HA PABOYMX MECTAX 2018»

DATA FROM THE MCKINSEY'S
STUDY “WOMEN IN THE WORKPLACE
2018™

The “Women in the Workplace 2018” study by
McKinsey and LeanIn.Org. covers gender diver-
sity issues and is based on data from 279 com-
panies employing more than 13 million people,
as well as surveys of more than 64,000 employ-
ees and interviews.

According to the study, gender diversity is seen
as a business priority, from setting goals to
holding leaders accountable for results.

ELIMINATION OF GENDER DIFFERENGES IS
PARTICULARLY IMPORTANT IN HIRING AND
PROMOTION, ESPECIALLY IN THE EARLY
STAGES WHEN WOMEN ARE MOST OFTEN
IGNORED.

Shttps://www.mckinsey.com/featured-insights/gender-equality/women-in-the-workplace-2018

DATA FROM THE MCKINSEY'S STUDY “WOMEN IN THE WORKPLACE 2018"

M 3T0 o3HavaeT, 4YTo HeobxoOuMMo NpeanpuHATbL
LarvM AnA co3faHuA YBarKUTEIbHON UM MHKITIO3UB-
HOWM KOpropaTMBHOM KyNbTyphbl, YTObbI BCe COTpyA-
HUKW YyBCTBOBaNM cebAa KOMPOPTHO U NPULEPHKU-
BaJ/IUCb YCTAHOBNEHHOW 3TUKE UHKITIO3UN.

HeHLWMHbI peke HaHUMMAIOTCA Ha paboTy Ha pyKo-
BOAALLME NMO3ULUW, U FOPa3[0 perKe UX MoBbILLaloT
B OOJIKHOCTM — Ha Kamapbix 100 My4mH, noBbl-
LUEHHbIX 40 OOJIKHOCTU MeHeOXKepa, 79 MeHLLMH.
Bo MHOroM 13-3a 3TUX reHaepHbIX PasINYUA MyM-
UMHbI B UTOre 3aHMMaloT 62 MpoLeHTa PyKoBOASA-
LUMX [OOJIHHOCTE B KOPMopaTMBHOM CeKTope, a
YKEeHLLMHbI 3aHMMaI0T NKLLb 38 NpoLEeHTOoB.

This means that measures are needed to create
a respectful and inclusive corporate culture, so
that all employees feel comfortable and adhere
to the established ethics of inclusion.

Women are less likely to be hired for leadership
positions, and much less often they are pro-
moted - 79 women against 100 men promoted
to managerial positions. As a result, men take
62% of corporate leadership positions, while
women take only 38%, largely due to these gen-
der differences.

/%
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BbiTb «0guHOYKOM» Ha paboTe Bce elle ABNAET-
€A 06bIYHbIM OefioM ON1A eHLWMH. Kawaaa naTtan
¥KeHLLMHa FOBOPUT, YTO OHA YacTo ABNAETCA efnH-
CTBEHHOW ¥eHLLMHOM B KabuHeTe/noapasaeneHunm/
oTOene/genapTaMeHTe.

‘ XEHLLVH «0QWHOYEK» B [1BA PASA
BOJIbLLE HA BbICLLEM YPOBHE I
TEXHAYECKMX 10/KHOCTAX: OKOMO

0%

HeHWwmHaM «ogMHOYKaM» HaMHOIO CIOMKHeN pa-
6oTaTb B SMOLUMNOHAJIbHOM TMJ1aHe, YeM HeHLUHaM,
KOTOpble pa60Ta+0T B p83H006pa3HOM KoJ1neKTuBe.

BOJIEE 80 NMPOLIEHTOB U3 TAKIX XEHLLIH
ABNIAOTCA EPTBAMIA MUKPOAT PECCIM.

OHM ¢ 6osbLUE BEPOATHOCTBIO MOABEPraloTCa He-
npodeccroHasnbHbIM Y YHU3UTESIbHBIM 3aMeYaHUAM
CO CTOPOHbI KOJINEr-My}KumH. B yacTHocTH, KeH-
LUMHBI «OMHOYKM» MOYTU B [Ba pa3a 4alle nog-
BEPraloTcA XapacCMeHTY B TeYEHWE CBOEN Kapbepbl.

Ecnu KoMnaHum npoaonXart HaHnMMaTb U NpoaBu-
raTtb HeHWWMH Ha pyroBoaAlLMe OOJTKHOCTU B Ta-
HKOM Me TeMne, YMcino MeHLnH Ha pyKoBoOALLMUX
LOONHKHOCTAX YBEJIMYUTCA BCEro Ha OONH NMPOLEHT-

Being the Only at work is still a common thing
for women. Every fifth woman says she is often
the only woman in the office / unit / section / de-
partment.

‘ THERE ARE TWICE AS MANY THE ONLY
WOMEN AT THE SENIOR LEVEL AND
TECHNICAL POSITIONS, WHICH IS ABOUT

0%

It is much more difficult emotionally for the Only
women to work than for women who work in a
diverse team.

MORE THAN 80% OF THESE WOMEN ARE
VICTIMS OF MICRO-AGGRESSION.

They are more likely to experience unprofes-
sional and derogatory comments from male
colleagues. In particular, the Only women are
almost twice as likely to experience harassment
during their careers.

If companies continue to hire and promote wom-
en to leadership positions at the same pace, the
number of women in leadership positions will
increase by only one percentage point over the

DATA FROM THE MCKINSEY'S STUDY “WOMEN IN THE WORKPLACE 2018" 15

HbIM MYHKT B Te4eHWe credyowwmx gecati net. Ho
€C/IM KOMMaHWU HauyHyT HaHMMaTb M MpoABUraTb
MKEHLLMH U MY}KYMH Ha PYKOBOASALLME OOJTIHKHOCTU C
PaBHbIMU [OMAMM, TO OHWU OOJTHHbI MPUBIN3UTLCA
K NapuTeTy B ynpaBieHUn — 48 NPOLIEHTOB HeHLLWH
NpPoTMB 52 NpOLEHTOB MYMUMH — 33 Te e OecATb
neT.

B oTnunume oT Toro, YTo KOMNaHUM rOBOPAT O CBO-
el NpUBEPXEHHOCTU, TONIbKO OKOJIO TMOJIOBUHbI
BCEX COTPYAHUKOB CUMTAIOT, YTO MX KOMMaHUA pac-
CMaTpMBaEeT reHaepHoe pasHoobpasue B KayecTse
npuopuTeTa U fenaeT Bce BO3MOMHOe, YTobbl Jo-
6uTbCA Nporpecca.

0K0J10 20 NPOLIEHTOB COTPY 1HKOB
['OBOPAT, YTO NPUBEPXXEHHOCTb WX
KOMMAHAW TEHQEPHOMY PASHOOBPASNH)
JT0 JILLb NYCTbIE OBELLAHIA.

M nuwb HeMHorve KoMnaHuu npueBoaAT ybeaum-
TeNbHble apryMeHTbl B M0J1b3y FreHAepHOro pa3Ho-
o6pasuA: B To BpeMA Kak 76 NpoLEeHTOB KOMMaHWi
chopMynMpoBanu 3KoHoMMYeckoe 060CHOBaHUe,
TonbKo 13 NpoueHToB coenanu crenyoLwmii Bar-
HbIM LWar s pacyeta MoSIOKUTENIbHOMO BAUAHNA
Ha ux busHec.

KoMnaHuAM HeobxoauMo nNpeanpuHATL LWEeCTb La-
roB AnA OOCTUMEHWA nporpecca B obnactu rex-
[epHoro pasHoobpasus. be3 aTux gencreumn ycne-
Xa B f@HHOM HarnpaBneHWu He byaeT:

next ten years. But if companies begin to hire
and promote women and men to leadership po-
sitions at equal shares, they should come closer
to management parity — 48% of women versus
52% of men - over the same ten years.

Contrary to what companies say about their
commitment, only about half of all employees
think their company considers gender diversity
as a priority and tries its best to make progress.

ABOUT 20% OF EMPLOYEES SAY THEIR
COMPANY'S COMMITMENT TO GENDER
DIVERSITY IS JUST EMPTY PROMISES.

Only a few companies put forward forceful ar-
guments for gender diversity: while 76% of the
companies formulated the business case, only
13% took the next important step to estimated
the positive impact on their business.

Companies need to take six step
gress on gender diversity. Th
without taking these actio



YACTb | / PART I

OAHHBIE UCCITEOOBAHMA MCKINSEY «*KEHLLIHBI HA PABOYMX MECTAX 2018»

[PAB/IbHO COCTABITD LIEMA PASBUTHA TEHAEPHOTO
PA3HOOBPASNA KOMTAHIN.

YBEUTBGH, UTO HAVM ATIPOLIBIDKEHVE 110 CTYXXBE
CrIPABELL/IMBB! KAK LA MYXXU/H, TAK 1A LNAKEHLLNH.

CLENATb COCTAB BbICLUMX PYKOBOAWTEEV M MEHELKEPOB
APKIAM MPUMEPOM I'EH[IEPHOT 0 PASHOOBPASIA.

04

BOCTMTBIBATD MHKIHOSMBHYHO U
YBAXUTENbHYIO KYTIbTYPY B KOMMAHWN.

CO3[ATb YC/I0BMA A YMEHBLIEHINA YMCIA XEHLLH
(O[IMHOYEK B KOMIEKTHBE.

06

MPEQJIOXITD COTPY IHVKAM TVBKWE YCIIOBIA TPY IIA,
[71A [OCTVKEHNA BATIAHCA CEMbIA M PABOTbI.

SETTING CORRECT DEVELOPMENT
GOALS FOR GENDER DIVERSITY
IN THE COMPANY.

ENSURING THAT HRING
AND PROMOTION ARE FAR FOR
BOTH MEN AND WOMEN.

MAKING TOP EXECUTIVES
AND MANAGERS A PRIME EXAMPLE
OF GENDER DIVERSITY.

FOSTERING AN INCLUSIVE
AND RESPECTFUL CULTURE
IN THE COMPANY.

CREATING CONDITIONS
TOREDUCE THE NUMBER OF THE
ONLY WOMEN IN THE TEAM.

OFFERING EMPLOYEES FLEXIBLE

WORKING CONDITIONS TO ACHIEVE A FAMILY

AND WORK BALANCE.

CumnTtaeTcsa, YTo reHAepHbIN 6anaHc Kak B BbiCLLEM
PyKOBOOALLEM 3BEHe, TaK M B cocTaBe paboyelt
CUNbl 0YeBMAEH MPU MPOLEHTHOM COOTHOLLUEHMU
40 Ha 60 B nio6Y10 CTOPOHY.

OpgHako noyvtn Ha 60 npoueHTax NpegnpUATUIN 3TO
ycrioBue He cobiogaeTca, a 3Ha4uT, 1 BOCMOSb30-
BaTbCA MPenMyLLLeCTBaMKN reHaepHOro pasHoobpa-
31A UM TpyaHo. KpoMe Toro, noytu B nosioBuHe
06cneqoBaHHbIX KOMMaHUA MeHLLUHbI COCTaBNAIT
MeHee TPeTU KaHOMAATOB Ha HadvasibHble yrpa.-
JIeHYecKMe JOJIHKHOCTU, @ 3TO 3HAYMT, YTO Ha KOH-
Belep, obecneynBaloLLMiA MOMOJIHEHNE BbiCLLEr0
3BeHa, MOryT He NonacTb LeHHbIe Kaapbl.

Moutn Ha Tpex 4eTBepTAX 06cnefoBaHHbIX Mpea-
NPUATUIA NPUHUMAIOTCA Mepbl 4nA obecneveHun
paBHbIX BO3MOXHOCTEMN, MHOM006pasnA 1 MHTerpa-
LMK, OfHaKo, MO MHEHWI0 aBTOPOB AOKNada, Ans
TOro, YTOObI eHLUMHbI Urpanu 6onee 3ameTHyIO
pofib U MOF/IM BbIABUraTbCA Ha CTpaTeruyveckue
yyacTkmn 6usHeca, TpebyloTcA 6oriee KOHKpeTHble
Laru.

B noknape BbiABNeH pAg BaKHbIX GpaKTopoB, npe-
NATCTBYIOLLIMX MPOABUMKEHMIO MEHLLUMH Ha PYKO-

It is believed that the gender balance in senior
management, as well as in the workforce in
general, is evident with a percentage ratio of
40 to 60 in either direction.

However, this condition is not met at almost
60% of companies, which means that it is diffi-
cult for them to take advantage of gender diver-
sity. In addition, in almost half of the surveyed
companies, women make up less than a third
of candidates for initial managerial positions,
which means that valuable personnel may not
get into the senior management pool.

Almost three-quarters of the surveyed compa-
nies are taking measures to ensure equal op-
portunities, diversity and integration, however,
according to the authors of the report, more
specific steps are needed to ensure that women
play a more noticeable role and are able to ad-
vance to strategic business sectors.

The report identified several important factors
hampering the promotion of women to lead-
ership positions. The corporate culture, based
on the principle of willingness to work always
and everywhere, especially affects the women's
status, taking into account their household and




YACTb |/ PARTI

JAHHBIE UCCITEOOBAHMA MCKINSEY «*KEHLLIHBI HA PABOYMX MECTAX 2018»

BoAALMe OomKHocTU. KopriopaTmBHaa KynbTypa,
MOCTPOEHHAaA Mo MPUHLMMY rOTOBHOCTM paboTaTb
Bcerga W Besfe, 0CObeHHO CUSIbHO CKasblBaeTcA
Ha MOJIOMEHWUM HEHLUMH, YYUTbIBaA UX OOMaLLHMe
N ceMelHble 06a3aHHOCTU. CylliecTByioLLME Mepbl,
npusBaHHble obecrneynBaTb y4eT UHTepecoB Bcex
PaboTHUKOB U 6anaHC Mexay CiyXebHoM U nuy-
HOM M3HbIO (KaK MYMUYMHAM, TaK U HeHLLMHaM),
— TaKkue Kak, rMbku pabounin rpadvk u npepo-
CTaBfIeHWEe poaMTENbCKUX OTMYCKOB — HYXOAloTCA B
COBepLUEHCTBOBaHUN.

[IPYT O/ AKTOP — TAK HA3bIBAEMAA
(MPOTEYKAN ("LEAKY PIPELINE"), KAK
HASbIBAHOT COKPALLEHE L0 XEHLLNH
[10 MEPE MTPO/IBVXKEHIAA 110 KAPBEPHON
JIECTHILLE.

Mop «cTeKNAHHBIM NoToNIKOM» (“glass ceiling”) noa-
pa3yMeBaeTcA MOBbILLIEHHOE NPUCYTCTBUE HEHLLUH
Ha ynpaBneHYeCcKUX OO/MKHOCTAX B Takux obna-
CTAX, Kak KapgpoBad, ¢vHaHcoBadA, aAMUHMCTPa-
TUBHAA paboTa: 3TW HanpaBeHNA NPUHATO CYUTaTb
HYMHbIMW, HO B CTpaTerMyecKoM MjiaHe BarkHee
NMPON3BOACTBEHHbIE TEXHUYECKME LOJSIHKHOCTU, U
y TeX, KTO 3aHAT Ha BblLUenepeyncieHHbIX OOMHK-
HOCTSAIX, MeHbLLe LUaHCOB BbIABUHYTLCA B BbiCLLEE
ynpaBreH4yecKoe 3BEHO MK MonacTb B NpaBfeHune
KOMMNaHWK. MeHblle YeM B TpeTu 06ceoBaHHbIX
KOMMaHWM B COCTaBe MNpaBfieHUA OONA HEeHLUMH
0OCTUraeT MUHUManbHO HeobXxoaMMOro ypoBHA B

family duties. The existing measures aimed at
ensuring consideration of the interests of all
employees and a balance between work and
personal life (for both men and women), such as
flexible working hours and parental leave, need
improvement.

ANOTHER FACTOR IS THE SO-CALLED
“LEAKY PIPELINE", WHICH IS THE
REDUCTION IN THE PROPORTION OF WOMEN
AS THEY MOVE UP THE CAREER LADDER.

“Glass ceiling” means the increased presence of

women in managerial positions in such areas as
personnel, financial, and administrative work,
and these areas are considered to be necessary.
However, in strategic terms, production techni-
cal positions are more important, and those who
take the above positions are less likely to be
promoted to senior management or make it to
the company’s management board. The number
of women in the management board reaches
the minimum necessary level of one third in less
than a third of the surveyed companies. Approx-
imately in every eighth company the board con-
sists of men only. Over 78% of the companies
that provided data for the report have a man as
general director, and women tend to have such
positions in small businesses.

DATA FROM THE MCKINSEY'S STUDY “WOMEN IN THE WORKPLACE 2018"

O[HYy TpeTb. A MPUMEPHO B Kark[0M BOCbMOM NpaB-
JIeHNe COCTOUT UCKIIIYMTENBHO M3 MyXUnH. bonee
YeM y 78 nNpouEeHTOB KOMNaHWA, NpeaoCcTaBMBLLNX
[aHHble COCTaBUTENAM [0KNaaa, A0SHKHOCTb FeHe-
panbHOr0 OMPEKTOpa 3aHUMaeT MyMK4YMHa, a ecnu
3TO MEHLMHAa, TO peYb, KaK NpaBuso, NOeT 0 MasioM
npeanpuATUN.
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PACMPE[ENEHVE N0 NoNTy PACIPE[E/EHVE 110 BOPACTY
SEX DISTRIBUTION AGE DISTRIBUTION

DATA FROM THE EY'S STUDY
“WOMEN IN BUSINESS: MYTHS
AND REALITY" [2019 r]B MYMUMHBI / men [0 44 net / Under 44 y.o.

HEHLLMHBI / women cTapLue 44 net/ Over 44 y.0.

bOJIbLUIMHCTBO HAYAJIbHIKOB —- THE MAJORITY OF BOSSES
MYXYIHbI ARE MEN

33% 33%
11% 11%

-
=
o
-
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MonoBMHa pecrioHOeHToB XoTena 6bl BUAETH B
PO PYKOBOOMTENA MYMHUMHY, MPUYEM MYMHUUHbI
W HEHLLUMHbI BbIPa3nsv TaKoe HaMepeHue B PaBHbIX
LONAX: TpaAuLMOHHOe MpeacTaBieHne o ToM, YTo
HaYaNbHUK JOSTHeH BbITb MYM{CKOMO Mona, NoKa co-
XpaHseTcA.

Mpun 3ToM noZ Ha4yanoM My4mHbl XoTenn bbl pa-
6oTaTe 49% OMPOLUEHHbIX MEHLLMH, U TOSbKO
7% *eHLLUMH — oA yNpaBieHNeM HeHLLMHbI. Tonb-
Ko 7% Bcex onpoLLeHHBIX XoTenu 6bl paboTaTb Nog
PYKOBOACTBOM HEHLLMHbI, U3 HUX OMATb XKe MoJo-
BMHA — MY*KUMHbI, MOSIOBMHA — HeHLMHbLI. 3TO uaet
Bpa3pes C MHEHWEM O TOM, YTO MMEHHO MYHYUHbI
KaTeropu4yecKun He XoTAT paboTaTb B NOOYMHEHNUM Y
HKEHLLIH.

KTO MPELNOYTUTENBHEE B PONIA PYKOBOAWTENA?

[oBoNbHO NONYNAPHBIM OKasancA OTBeT «Non py-
KOBOOMWTENA He MMeeT 3HaYeHMA»: C 3TUM corna-
cunuck 43% pecnoHgeHToB. TakuM obpasoM npu
Hanu4mMm Tpex BapMaHTOB OTBETA, OJMH U3 KOTOPbIX
(«He WMMeeT 3HauyeHWA») MpedrnonaraeT BO3MOXK-
HOCTb paboTbl KaK C MYyHUMHON-PYKOBOOUTENEM,
TaKk U C *KeHLMHON-PYKOBOAMTENEM, Hemnonynsap-

Half of the respondents would like to see a man
as the leader, moreover, equal number of men
and women expressed this wish — the traditional
idea that a man should be the boss still exists.

At the same time, 49% of the surveyed wom-
en would like to work under the leadership of a
man, and only 7% of women would like to be led
by a woman. Only 7% of all respondents would
like to work under the leadership of a woman, of
which, again, half are men and half are women.
This is contrary to the opinion that it is men who
strongly oppose to work under women.

The answer “the gender of the leader does not
matter” turned out to be quite popular - 43% of
respondents agreed with this. Thus, in the sur-
vey with three possible answers, one of which
(“does not matter”) suggests the possibility of
working with both the male or female leader,
the option of working only with a woman is un-

*https://www.ey.com/Publication/vwLUAssets/ey-eww-2019-stud/$FILE/ey-eww-2019-study.pdf

K/ 4

HbIM OKa3blBaeTCA MMEHHO BapuWaHT, nogpasyMe-
BalOLLMN paboTy WCKMIOUYUTENIBHO C MKEHLLMHOW.
370 noaTBepHKOaeT, YTo B 06LLECTBE OO0 CUX Nop
COXpaHAEeTCA HeKas NpeOB3ATOCTb K 06pasy KeH-
LLIMHbI-pyKoBOAUTENA.

MogYnHEHHblE XOTAT BMAETb B PYKOBOAMTENAX
NPUMEPHO OAHW U Te ¥e KayecTBa, He3aBUCUMMO OT
rnona pyKoBoauTens.

JT0NOATBEPXIAET MHEHWE 0 TOM, UTO
EC/IN XEHLLHA SAHUMAET PYKOBOOALLYHO
[103WLIAKO, TO OHA I0MDKHA NPUEPX-
BATbCA MOJENEN NOBEMIEHVA, MPUCYLLINAX
PYKOBOAMTENAM-MYXYIHAM, KAK 1 1PO-
ABJIATb AHANOTMYHBIE KAYECTBA.

YMeHUA coneperkmBaTb MOOYMHEHHble HOYT KaK
0T PYKOBOOUTENEN-HEHLLUMNH, TaK U OT pyKOBOOMU-
Tenen-My¥4mnH, 0HaKO UMEHHO MeHLLUMHbI (71%)
paccyMTLIBAOT Ha 3MNATUI0 PYKOBOOUTENEN-HKEH-
LLUWH B 6onbLUel cTerneHn, YeM Ha 3MMaTUIo CO CTO-
POHbI PYKOBOAUTENEN-MYHUNH.

3HauMMOCTb 3/1eraHTHOCTU U 0baAHUA pyKoBoau-
TeNA MeHAeTCA B 3aBMCUMOCTU OT MOJia OMNpoOLLIEH-
Horo: 63% MyM4MH OTMETUIU, YTO OIS HUX UMeeT
3HaYeHme 3/1eraHTHOCTb PYKOBOAUTENA-HEHLLMHDI,
B TO BpPeMs KaK 3/1eraHTHOCTb PYKOBOAUTENA-MYHK-
UMHbl OKasanacb 3HauuMon ana 60% KeHLLMH.
[lnAa pykoBoOuTena ogHOro nosa ¢ pecrnoHOeHToM
3TV KayecTBa He MMeloT 0coboro 3Ha4yeHmA.b

DATA FROM THE EY’S STUDY “WOMEN IN BUSINESS: MYTHS AND REALITY" (2019) 23

popular. This confirms that the society still has
a certain bias towards the image of a woman
leader.®

Subordinates want to see almost the same qual-
ities in managers, regardless of their gender.

THIS CONFIRMS THE OPINION THAT IF A
WOMAN TAKES A LEADERSHIP POSITION, SHE
MUST ADHERE TO THE BEHAVIOR PATTERNS
TYPICAL OF MALE LEADERS, AS WELL AS
SHOW SIMILAR QUALITIES.

Subordinates expect the ability to empathize
both from female and male leaders, however, it
is women (71%) who expect empathy from fe-
male leaders to a greater extent than from male
leaders.

The importance of the leader’s elegance and
charm varies depending on the respondent’s
gender — 63% of men said elegance of the fe-
male leader is important for them, while e
gance of the male leader was important
of women. These qualities are not
importance for the leader of th
the respondent.®
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KAKWE KAYECTBA PYKOBOAWTENA OMPEAENAMLINE?/
WHICH QUALITIES OF THE LEADER ARE DECISIVE ONES?

EC/ PYKOBOAWTETb - XEHLLIMHA /
IF THE BOSS IS A WOMAN

EC/IA PYKOBOQWTESTb - MYXUUHA /
IF THE BOSS IS A MAN

0 KOMMETEHTHOCTb (3HaHWe Oena) U 4enoBUTOCTb / 0

0 Competence (expertise) and business-like manner 0
U paboTtocnocobHocTb / 0

0 Capacity to work 0

0 COCTpafaHue, coneperkusaHue / U
0 Compassion, empathy 0

U yMeHWe 06LaTheA ¢ NiogbMu / U

0 Interpersonal skills 0
0 3/1eraHTHoCTb, obaAHue / 0

0 Elegance, charm 0

CyLLLeCTBYET MHEHME, YTO MEHLUMHbI He TaKk 4YacTo
3aHMMaIOT pyKOBOAALLME [OSTIHKHOCTU BO MHOIOM
MOTOMY, YTO CaMW He XOTAT 6bITb PYKOBOAUTENAMM.
PesynbTtatel onpoca ato onpoepratoT: 86% pe-
CMOHOEHTOB CYMTAIOT, YTO MKEHLLMHbI [OCTAaTOYMHO
aMOMLMO3HbI M KaK pa3 roToBbl 3aHWMaTb ynpas-
NEHYECKUEe NO3ULUM.

There is an opinion that women are less likely to
take leadership positions, largely because they
do not want to be leaders themselves. The sur-
vey shows the contrary — 86% of respondents
believe that women are quite ambitious and
ready to take managerial positions.

DATA FROM THE EY'S STUDY “WOMEN IN BUSINESS: MYTHS AND REALITY” (2019)
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OHaKo cpeau onpoLLEHHbIX CTapLue 65 feT noytn However, almost a third of respondents over

TPeTb CYMTAET, YTO MKEHLUMHbI OeNCTBUTESIBHO He 65 years old believe that women really do not

XOTHAT PYKOBOAUTb. 3TO 06bACHAETCA TPagULMOH- want to lead. This is due to the traditional views
HbIMW B3rfAgamMy NpeacTaBUTesien cTapLlero no- of the older generation.® ATTITUDE O THE QUOTE Myl / Men
KosieHus.b

XEHILIMHbI CAMI HE XOTAT bbITb PYKOBOAWUTENAMN?
WOMEN DO NOT WANT TO BE LEADERS

54%

MYXYIHBI 1 XEHLLIAHDI MEN AND WOMEN
BOCMPYHVMAKOT AIPYT [IPYTA PERCEIVE EACH OTHER
[10-PASHOMY DIFFERENTLY 22%

‘ EC/IA XOYELLIb, YTOBbI YTO-TO ‘ IF YOU WANT SOMETHING SAID,
bbI/10 CKA3AHO, M0MPOCY 0b 3TOM ASK A MAN; IF YOU WANT
MYXYUHY; EC/IN XOYELLb, YTOBbI SOMETHING DONE, ASK A WOMAN.”
- YTO-TO bblN0 CAENAHO - NOMPACH
0B 3TOM KEHLLIVHY). K i M, 17919
é Maprartep Tetuep,
5 npembep-MuHucTp Benukobputatmn ¢ 1979 no 1990 .

MW,
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OAHHBIE NCCNTENOBAH]

[IAHHbIE NCCJIEIOBAHWAP
(MHIEKC 3AHATOCTM XEH
(20191

DATA FROM THE PWC’ STUDY “WOMEN IN WORK INDEX 2019"

VCNAHIAA A LUBELIVA NPOAOMKART
SAHUMATb NEPBbIE [1BA MECTA MO3LIN
M0 WHAEKCY SARATOCTIA XKEHLLIH, B TO
BPEMA KAK HOBAA 3EJTAHAVA [BXKETCA
BBEPX HA O[IHO MECTO, UTOBbI BOITV B
EPBYIO TPOVKY.

ICELAND AND SWEDEN CONTINUE
TOHOLD THE FIRST TWO PLACES IN THE
WOMEN'S EMPLOYMENT INDEX, WHILE NEW
ZEALAND IS MOVING UP ONE SPOT TO ENTER
THE TOP THREE.
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UccnepnosaHue yyeHbix McKinsey Global Institute
(MGI), rosoput 0 ToM, 4To B bnmanwme 10 net
aBTOMAaTU3MPOBaHHbIE CUCTEMbl 3aMEHAT NpuUMep-
HO paBHOE KONNYECTBO PabOTHWMKOB HEHCKOro U
MyrcKoro nona. OgHako, B pesynbTate 3TOW 3a-
MeHbl eHLLMHaM NpUOEeTCA MPUIIOHUTb HAMHOMO
6onbLUe YCUNUIA, YEM MYMUYMHAM, YTOObI YXBaTUTb-
CA 33 HOBble BO3MOXKHOCTM, BeAb reHAepHble npe-
ayberkpeHua yepes 10 neT He UCHe3HYT.

YyeHbIMM 6bITM U3y4deHbl Mokasatenu 10 cTpax:
6 c pa3BUTON 3KOHOMUKOM U 4 ¢ BbICTPO pa3BuBa-
oLencA.

OKA3ANOCH, YTO ABTOMATU3ALINA, KAK
B CBOE BPEMA NEPEX0] OT CEJIbCKOr0
X03ANCTBA K MPOMBbILLISIEHHOCTH,
MPVBELET K TOMY, 4TO PABOYME MECTA,
SAHAMAEMBIE XEHLUAHAMAA, BY YT
COKPALLIEHBI K 2030 TO1Y HA 20%.

HAHHBIE MCCITEOOBAHMA MCKINSEY
MH HA PABOTE: MEPEXOAbI B 3M0OXY ABTOMATU3ALIMW» (2019 )

DATA FROM THE MCKINSEY'S STUDY
“THE FUTURE OF WOMEN AT WORK:
TRANSITIONS IN THE AGE OF
AUTOMATION" (201928

A study by McKinsey Global Institute (MGI)
says that automated systems will replace an
approximately equal number of female and
male workers in the next 10 years. However, as
a result of this replacement, women will have to
make much more efforts than men to seize on
new opportunities, because gender bias will not
disappear in 10 years.

Scientists studied the indicators of 10 coun-
tries, including é developed economies and
4 fast-growing ones.

IT TURNED OUT THAT AUTOMATION, LIKE
THE TRANSITION FROM AGRICULTURE TO
INDUSTRY BACK AT THE TIME, WILL LEAD
T0 A SITUATION WHERE THE JOBS TAKEN BY
WOMEN WILL BE CUT BY 20% BY 2030.

®https://www.mckinsey.com/featured-insights/gender-equality/the-future-of-women-at-work-transitions-in-the-age-of-automation

DATA FROM THE MCKINSEY'S STUDY “THE FUTURE OF WOMEN AT WORK:
TRANSITIONS IN THE AGE OF AUTOMATION" (2019)

To e KocHeTcA 21% My:unH. B To e Bpems, aB-
TOMaTU3auuA COKpaTUT pabouyve MecTa B OOHUX
cdepax, Ho co34acT B Apyrux.

CornacHo gaHHbIM BceMUpHOro 3KOHOMMYECKOro
¢dopyMa, B byayLueM Hanbonee akTMBHO KOMMaHUK
NpPoao/KaT BHeAPATb Chedyllime TeXHONOoruu:
aHanuTURy 6onbLUMX AaHHbIX — Big Data (85% KoM-
naHui), MobunbHble 1 Be6-npunokenus (75%), nH-
TepHeT Bewen (75%), MalnHHoe obydeHure (73%)
n obnaudHble TexHonorun (72%). 3to nosneveT 3a
cobow JanbHenLwne U3MeHeHNA Ha pbiHKe Tpyaa u
B 06pase *u13HU Nogen.

The same will happen to 21% of men. At the
same time, automation will reduce jobs in some
areas, but create in others.

According to the World Economic Forum, in
the future, companies will most actively imple-
ment the following technologies: Big Data (85%
of companies), mobile and web applications
(75%), Internet of things (75%), machine learn-
ing (73%) and cloud technologies (72%). This
will entail further changes in the labor market
and in people’s lifestyle.

Y%
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HAHHBIE MCCITEOOBAHMA MCKINSEY
«BYAYLLIEE HEHLLIMH HA PABOTE: NMEPEXO/bI B 3r10XY ABTOMATU3ALIMW» (2019 T)

BY YULLEE MPOMECCIN

MccnenoBaHWe NoKasbiBaeT, YTo B LLeSIOM MacluTa-
6bl NoTepy paboymx MecT M LOXOL4OB MOryT 6biTb
OJMHAKOBbI 417 MYKYMH U MEHLLMH.

YYEHbIE CHATART, YTO K 2030 oAy
SAHATBIX HA PbIHKE TPY1A XXEHLLIH BYIET
HA 20% bOJTbLLE, A MYXUIH — HA 19%.

CerogHa cdepbl NnpodeccroHanbHom geATeNlbHOCTU
nopeneHbl FreHOepHbIMU «IMHUAMK pa3fena»: Ha-
NMpyvMep, MHOTME MKEHLLMHbI He pelualoTcs npobo-
BaTb cebA B TEXHUYECKUX CMeLManbHOCTAX, @ MHO-
rMe MyMUMHbI He BblOMPalOT MyMaHWTapHble M3-3a
reHaepHbIX CTepeoTUoB.

YueHble npoaHann3npoBanu NpPorHo3bl pocTa 3Ko-
HOMWKM, JOX0O0B HAceNeHuaA, OAUTeNIbHOCTU Hun3-
HW, BEPOATHOCTb MPUMEHEHUA HOBBLIX TEXHOOMUM
B pasHbix cdepax. Okasanock, 4to 52% paboumx
MECT MKEeHLLWH, KoTopble MonmagyT noj CoKpalle-
HVe «M3-3a poboTOB», NpPUAYTCA Ha cdepy ycnyr
1 oducHyto paboTy, a BoT 40% MyHCKMUX BaKaHCUI
3anoJsIHAT MaLLMHbI HA NPOM3BOACTBE M B peMecnax.

TeM He MeHee, eCTb BO3MOMHOCTU NpodeccuoHarb-
Horo pocta ans Bcex. Hanpumep, MeamuuHa — 6bi-
CTPO pa3BuBalOLLAACA chepa, KoTopas MOXKeT o0be-
cneynTb paboToin 1/4 coKpalleHHbIX paboTHuu, YTo
KacaeTcA My¥uuH, To anA 25% u3 HWUX HangyTcA
paboune MecTa B CTpaHax C pa3BMBalOLLMMMNCA 3KO-
HOMWKaMU, roe aBToMaTU3aumA bymeT BHeApATb-

THE FUTURE OF PROFESSIONS

The study shows that the general extent of loss
of jobs and income may be the same for men
and women.

SCIENTISTS BELIEVE THERE WILL BE
20% MORE WOMEN AND 19% MORE MEN
EMPLOYED BY 2030.

Fields of expertise are divided today by gender
“dividing lines”. For example, many women hes-
itate to dip their toes into technical professions,
and many men give up on humanitarian ones
due to gender stereotypes.

Scientists analyzed forecasts of economic
growth, incomes of the population, life expec-
tancy and likelihood of using new technologies
in various fields. It turned out that 52% of wom-
en’s jobs that will be cut “because of robots” will
be in the service sector and office work, while
40% of men'’s vacancies will be filled by ma-
chines in production and in crafts.

Nevertheless, there are professional growth op-
portunities for everyone. For example, medicine
is a fast-growing area that can provide work
for 1/4 of the redundant female workers. As
for men, 25% of them will find jobs in countries
with developing economies, where automation
will be introduced much more slowly. And yet,
women will most likely have more difficulties

DATA FROM THE MCKINSEY'S STUDY “THE FUTURE OF WOMEN AT WORK:
TRANSITIONS IN THE AGE OF AUTOMATION" (2019)

€A HaMHoro MepsieHHee. U Bce e, cKopee Bcero,
¥EHLUMHaM NPUOETCA CIOXHee, YeM MYyXKUYMHaM,
Beb YrKe ceryac MHorue cdepebl, CBA3aHHbIE C TeX-
HOMOrUAMM, BBICTPO 3aMONHAIOTCA MYMUYMHAMM, a
reHaepHble CTepeoTUrbl BCe eLle CUibHbl. Y10 Mo-
¥KET MOMOYb HeHLUMHaM (M My*KYMHaM) YCTOATb B
rpAZYyLLYt 3py aBToMaTM3auum paboymx MecT?

ObPA30BAHIE N KBATINDUKALINA

Ha cerogHALIHMA OeHb, B 5 U3 6 pa3BUTbIX CTPaHax
KOJIMYECTBO HKEHLLMH C OMMNSIOMOM KoJlega unm
yHMBepcuTeTa 60sbLUe, YeM MYMUMH, HO B KaKUX
e chepax y Hux gunnomel? Hanpumep, B Benu-
KobpuTaHUM ToNbKo 37% NEepBOKYPCHUL, U3y4aloT
Hay4Hble OUCLMMAWHBI, cpean napHen — 48%. B
PasBMBAIOLLIMXCA CTPAHAX MHOMO MKEHLUWMH 3aHATHI
B CE/IbCKOM XO3ANCTBe, HanpuMep, B UHOuM 3TuMm
TpyaoM 3aHuMatoTca 60% TpyooyCTPOEHHBIX HeH-
LWMH — Y HUX UK COBCEM HET 06pa3oBaHuA, UK
OHO HayanbHoe, a HaBblKM OYeHb y3Kocneuuanu-
3MpOBaHHbIe, UM ByOeT oYeHb TAKENO TPYA0YCTPO-
UTbCA, KOrda Ha MosiA BMECTO HUX NPUAYT MaLLMWHbI.
B OByx U3 Tpex pasBMBalOLLIMXCA SKOHOMMKAX, KO-
Topble M3y4anu uUccrnenoBaTenu, NporHosupyertca
3HauuTeNbHOE MOoBbILLEHWE Crpoca Ha paboTHUKOB
C NOJIHBIM LUKOMbHBIM 06pa3oBaHNEM.

B 3ABMCYMOCTW OT CTENEHIN ABTOMATI3ALLIAW,
0T 7% [10 24% PABOTARLLX XEHLLIAH
(0T 40 10 160 MIANTIAOHOB XXEHLLIAH BO BCEM
MWPEJ MOT'YT HYXXIATbCA B CMEHE MTPOMECCHIA.
CPEAV MY)XYMH TAKMX BYLIET 8-28%.
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EDUCATION AND QUALIFIC

The number of women with a colleg
sity diploma is greater than the numbe
in 5 out of 6 developed countries today, bu
question is what areas they major in. For ex-
ample, only 37% of first-year female students
in the UK study scientific disciplines, while the
share of male students is 48%. In developing
countries, many women are engaged in agricul-
ture. For example, 60% of women in India are
employed in this sector - they either do not have
education at all, or it is primary, and their skills
are very field-specific. It will be very difficult for
them to find a job when machines come to fields
to replace them. A significant increase is ex-
pected in demand for workers with completed
school education in two of the three developing
economies studied by researchers.

DEPENDING ON THE DEGREE OF AUTOMATION, 7%
10 24% OF WORKING WOMEN
(FROM 4070 160 MILLION WOMEN WORLDWIDE)
MAY NEED TO CHANGE THEIR PROFESSION. AS
FOR MEN, THE SAME WILL BE TRUE FOR 8-28%
OF THEM.




YACTb |

JAHHbIE UCCIEOOBAHUA MCKINSEY «BYAYLLEEE HEHLLIMH HA PABOTE: MEPEXObI B 3M0XY ABTOMATU3ALIMW» (2019 T.) /

B cTpaHax ¢ pasBUTON 3KOHOMUKOM HEHLLMHbI
YalLie, YeM My4MHbI, paboTaloT Ha HU3KOoOMIa4n-
BaeMbIx npogeccusx.

Mon yOapoMm B NepByio 04epefib OKaXYTCA MyrKum-
Hbl-pabo4ne cpeHero 3BeHa.

B cTpaHax ¢ pa3BMTOM 3KOHOMWKOM CMPOC Ha pa-
6ouyio cuny B cyLlecTByloLwmMx npodeccunax bynert
YBEJIMYMBATLCA Ha COTPYOHWKOB C BbICLUMM 06pa-
30BaHMEM WK C y4eHOM cTeneHblo. KpoMe Toro,
noABATcA paboune MecTa B Npodeccusx, KoTopble
elLe He cylecTByioT.?

MOBW/IbHOCTb

HKeHLLMHaM MoXKeT bbITb CNIOXHee MeHATL Npodec-
CUI0 NN MECTO PaboTbl, YEM MyXKUMHAM, OHW 4acTo
MeHee MobuIbHbl N3-3a ceMelHbIX 06A3aHHOCTEN,
3TO TaK*Ke OrpaHMYMBaET BpeMaA Ha NepenoaroToB-
Ky W BO3MOXHOCTb €30WTb B KOMaHOMPOBKU. Tex-
HOJOrMM MOryT AaTh MM 6osiee rMbKMe rpadukm pa-
60Tbl: paboTa U3 [OMa, 3NIEKTPOHHAA KOMMepLUA.
KoMnaHuaM HyHO paboTaTb Hag pacLUMpeHueM
onuwmi. B 2018 rogy Tonbko 23% paboTHMKOB npe-
[0CTaBU/IM BO3MOMHOCTb paboTaTb yaaneHHo unu
o rmbromy rpadury.

///// ///I)A

In developed countries, women are more likely
to have low-paying jobs than men.

Mid-level male workers will be the first to take
a hit.

The labor demand in existing jobs in developed
countries will increase for employees with high-
er education or an academic degree. In addition,
professions will appear in fields that do not yet
exist.®

MOBILITY

It may be more difficult for women to change
their profession or workplace than for men, as
they tend to be less mobile due to family duties,
which also limits the time for retraining and
the ability to make business trips. Technology
can offer them more flexible working hours -
working from home, e-commerce. Companies
need to work on expanding options. In 2018,
only 23% of employees were provided with the
opportunity to work remotely or flexible hours.

Bce 310, B BMOy rpAgyLlien aBTOMaTM3auuW Bbl-
3blBaeT 6ecrnokoncTBo 3a paboTHMu. BosbMeMm
[OBa CEKTopa, B KOTOPbIX OXMOAETCA yBelnveHue
pabounx Mect: IT u cectpuHcrkoe geno. B CLLUA B
1980-x n 1990-x rogax Konu4yecTBo eHLWuH B IT
Bo3pocsio Ao 40%, B Hawm gHu — 310 Bcero 25%,
BMHOM TOMY — reHOepHble CTEPEOTUNbI U HEXBATKa
HEeHLUH-MeHTOopoB. B cpegHeM B MeanepcoHane B
1970 rogy MyuuH B CLLA paboTano 3%, B 2000 —
11%, K 2018 - TonbKko 12%. Kak Mbl BUOMM, ecnu
He peluaTb NpobsieMy C reHOepHbLIMU CTepeoTUna-
MU, TO C TPYOOYCTPOMCTBOM Y MHOIMX 6yayT 60/1b-
Lwue npobnemsbl.®

In view of the forthcoming automation, all this
causes concern for female workers. Take the
two sectors where job growth is expected, IT
and nursing care. In the USA in the 1980s and
1990s, the number of women in IT increased
to 40%, but today it is only 25%. The reason for
this is gender stereotypes and a lack of female
mentors. On average, 3% of men worked in
medical staff in the USA in 1970, 11% in 2000,
and only 12% by 2018. As we see, if we do not
solve the gender stereotype problem, many will
have big employment problems.®
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BNIEHU Pa3BUTKA
ne ceMemHoro uH-
HOCTEN MKEeHLUMH U
Morpaduyeckon mno-

3 MapTa 1995 roga B cTpaHe 6bin1 co3naH CoseT no
npo6sieMaM CeMbM, HeHLMH 1 aeMorpaduyecKom
nonutuke. B 1998 rogy OaHHbin CoBeT 6bin npe-
obpasoBaH B HaLMoHanbHylo KoMUCCUIO MO Aenam
CeMbW W eHWMH npu lNpe3ngeHte Pecny6nvku
KasaxcraH. B 2006 rogy B cooTBeTcTBUM C YKa3oM
lMpe3unpeHTa bbina yTeepkaeHa HaumoHanbHas Ko-
MUCCKA MO deflaM CEMbU U FreHOepHOM MOSIUTUKE,
KoTopana npuobpena CcTaTyc KOHCYNbTaTUBHO-COBe-
LiaTenibHoro opraHa npw MNpesungeHte Pecnybnuku
KasaxcraH.

CornacHo YKasy [Npe3ngeHTta B 2008 rogy Komuc-
CWA cTana MMeHoBaTbCA KaKk HaumoHanbHaA KoMuc-
CWA MO JeNaM HeHLWUH U ceMelHo-aeMorpaduye-
CKor nonutuke npu MpesngeHte PK.

B 1997 rogy CoseT yTBEpOMA KOHLEMNUMIO rocy-
[ApPCTBEHHOW MOSIUTUKM MO YNYYLLEHUIO MOJSIOMe-
HUA HeHLWMH B Pecnybnuke KasaxctaH (1 ¢peBpans
2006 roga KoHLEMLMA yTpaTina cuny).

C B KASAXCTAHE / GENDER ISSUE IN KAZAKHSTAN

GENDER ISSUE
INKAZAKHSTAN

Strengthening the family institution, empower-
ment of women and their support, and devel-
opment of demographic policy are the priority
development areas for Kazakhstan.

The Council on Family, Women and Demo-
graphic Policy was established in the country on
March 3, 1995. It was further transformed into
the National Commission for Family and Wom-
en Affairs under the President of the Republic
of Kazakhstan in 1998. In accordance with the
Decree of the President, the National Commis-
sion for Family Affairs and Gender Policy was
approved in 2006, with the status of an advisory
body under the President of the Republic of Ka-
zakhstan.

According to the Decree of the President in
2008, the commission became known as the
National Commission for Women and Family
Demographic Policy under the President of the
Republic of Kazakhstan.

The Council approved the state policy concept of
women advancement in the Republic of Kazakh-
stan in 1997 (the concept ceased to be in force
on February 1, 2006).

TEHOEPHbIV BOMPOC B KASAXCTAHE / GENDER ISSUE IN KAZAKHSTAN

B 1999 roay 6bin npuHAT HauMoHanbHbIM nnaH o6
YAYULLIEHUN MOMOMEHNA HeHWMH B Pecnybnunke
KasaxcTtaH.

YKASOM [ JIABbITOCYJAPCTBA
B2002100Y bbl/0 CO3[AHO
[PEACTABUTENBCTBO M0 NPABAM
YE/IOBEKA, B KOTOPOM HAYATIA PABOTY
CELIWATINCTbI M0 'EHAEPHBIM BOMPOCAM.

[na pa3BuTUA OeATeNbHOCTU MO YAyudLleHuo Mo-
NOMeHUA eHLWKH 29 uioHAa 1998 roga KasaxcraH
npucoeguHuca K KoHBeHUMM 0 NMMKBUOALMM BCEX
¢$OpM OUCKPUMUHALMU B OTHOLLEHUW MEHLUMH U
30 gexabpa 1999 roga K KoHBeHLMAM 0 Nonntuye-
CHKUX MpaBaXx MEeHLUMHBI M FParKOaHCTBE 3aMyMHeN
HEHLLINHBI.

OOHVMM M3 MHCTPYMEHTOB peanusauun reHgep-
HOM MONUTUKM B CTpaHe cTana CrpaTerva reH-
JepHoro paBeHcTBa B Pecnybnuke KasaxctaH Ha
2006-2016 ropabl, KoTopasa bblnla HaleneHa Ha co-
3[aHue yCoBMIM ONA peanu3almu paBHbIX NpaB U
BO3MOMHOCTEM MYMUYMH U HEHLLMH, NPOBO3r/ia-
LWeHHbIX KoHctutyumen Pecnybnvku KasaxctaH u
MeOyHapoOHbIMM aKTaMU, K KOTOpbIM Npucoeam-
Huca KasaxcTaH, a TaK¥e UX paBHoe yyacThe BO
BceX chepax Hu3HeOeaTeIbHOCTU 0bLLecTBa.

B uenAx peanusaumu BbllleyKasaHHon CtpaTerum,
B 2009 rogy 6bn1 NpuHAT 3aKoH «O rocynapcTeeH-
HbIX FapaHTUAX PaBHbIX MPaB M PaBHbIX BO3MOXKHO-
CTEN MY}KUMH U HeHLLMH».?

“https://www.zakon.kz/4933688-gendernoe-ravenstvo-v-kazahstane.html

The National Plan for Advancement of Women
in the Republic of Kazakhstan was adopted in
1999.

A REPRESENTATIVE OFFICE FOR HUMAN
RIGHTS WITH GENDER SPECIALISTS WAS
ESTABLISHED BY THE DECREE OF THE HEAD
OF STATE IN 2002.

Kazakhstan joined the Convention on the Elim-
ination of All Forms of Discrimination against
Women on June 29, 1998, and the Conventions
on the Political Rights of Women and the Citizen-
ship of a Married Woman on December 30, 1999,
to develop women advancement activities.

One of the tools for implementing gender pol-
icy in the country was the Strategy for Gender
Equality in the Republic of Kazakhstan for 2006-
2016, which was aimed at creating conditions
for the exercise of equal rights and opportu-
nities for men and women, proclaimed by the
Constitution of the Republic of Kazakhstan and
international acts to which Kazakhstan acceded,
as well as their equal participation in all spheres
of society.

The Law “On State Guarantees of Equal Rights
and Equal Opportunities for Men and Women”
was adopted in 2009 to implement the above
said Strategy.’

37



YACTb |

FEHZEPHBI/ BOMPOC B KABAXCTAHE /

B4oaHHOM 3aKoHe 6kl AaHbl ofpefenieHus Ta-
KUM MOHATUAM KaK «reHaep», «reHaepHoe Hepa-
BEHCTBO», «AUCKPUMUHALMA MO Npu3HaKy nosav,
«PaBHbIe MPaBa», «PaBHbIE BO3MOXHOCTU», a TaK-
K€ U3N0XeHbI OCHOBHbIE 3aa4n MroCy[apCTBEHHOW
MOJIUTUKU U FapaHTUK rocynapcTea no obecneve-
HIIO PaBHBIX MPaB U BO3MOMHOCTEN MYKUMH U HEeH-
LLUMH, KoMneTeHUMW TpaBnTenbCTBa, LEHTPasbHbIX
WU MECTHBIX WMCFONHUTENbHLIX OpraHoB BfacTv B
OaHHou cdepe, yyacTue paboToaatenei B obecne-
YEHUV paBHbIX MPaB M PaBHbIX BO3MOXKHOCTEN B
cdepe TpyOoBbIX OTHOLLEHU U T.4.

Mocne okoH4aHWA cpoka nencteuA CrpaTermu B
CTpaHe 6bina ytBepraeHa KoHuenuma ceMeitHom
W reHgepHon nonutuku Pecnybnukn KasaxctaH
0o 2030 roga (manee — KoHuenuwmsa). KoHuenuma
BK/Il0UMA B ce65 He TONBbKO OCHOBHbIE MPUHLIMMbI U
noaxobl B opMMpoBaHUM CEMENHON N FreHOepHOM
MONIUTUKMU, LieNI, 3aa4u, Nepmos 1 ctpateruo pe-
anu3auuu, HO U CTaTUCTUYECKUe faHHble, aHanus
TEKYLLEN CUTyaLUMM 1 aKTyasbHble BONPOChl, KOTO-
pble TpebyioT peLueHmA.'?

[laHHble 0 reHOepHOM paBeHCTBE B CTPaHe npeg-
cTaBneHbl B rnobanbHoM poknage BcemupHoro
3KOHOMMYecKoro ¢opyMa O reHOEepHOM paspbl-
Be 2018 ropa. B goknage oueHuBaeTcA nporpecc
CTpaHbl B 0611aCTU reHAepHOr0 paBeHCTBa Ha OCHO-
Be YeTbIpEX MoKasaTesfielt: ypoBeHb 06pa3oBaHuA,
YpOBeHb J0CTyNna K MeauuMHe, YPOBEHb 3KOHOMU-
YeCKOro y4acTua W Nporpecc B pacLUMpeHnmn nonm-
TUYECKMX NPaB M BO3MOMKHOCTEN.

B nepvoa ¢ 2013 no 2018 (cM. amMarpamMmy HurKe)
MeHWMHbl B KasaxctaHe OoOCTUINM FeHOEPHOro

1%https://www.zakon.kz/4836884-koncepcija-semejjnojj-i-gendernojj.html

This Law defined such concepts as “gender”,
“gender inequality”, “gender discrimination”,
“equal rights”, “equal opportunities”, as well as
set out the key state policy objectives and state
guarantees to ensure equal rights and opportu-
nities for men and women, the competence of
the Government and central and local executive
authorities in this area, the participation of em-
ployers in ensuring equal rights and equal op-
portunities in labor relations, etc.

After the Strategy expired, the Concept of Family
and Gender Policy of the Republic of Kazakh-
stan until 2030 was approved (hereinafter - the
Concept). The concept included not only the key
principles and approaches in the formation of
family and gender policies, the goals and objec-
tives, the implementation period and strategy,
but also the statistical data, analysis of the cur-
rent situation and current issues that need to be
addressed.'?

Data on gender equality in the country are pre-
sented in the World Economic Forum'’s Global
Gender Gap Report 2018. The report assesses
the country’s progress towards gender parity on
the basis of four indicators, such as Economic
Participation and Opportunity, Educational At-
tainment, Health and Survival, and Political Em-
powerment.'!

Between 2013 and 2018 (see chart below),
women in Kazakhstan reached gender parity

https://kapital.kz/gosudarstvo/76539/po-urovnyu-gendernogo-ravenstva-kazakhstan-poteryal-28-pozitsiy.html

EHAEPHBIA BOMPOC B KA3AXCTAHE /

napuTteTa B OTHOLLEHWM YPOBHA 06pa3oBaHus (oue-
HVBaeMoro C TOYKM 3peHUs YpPOBHA rPamMOTHOCTU
M oxBaTa obpasoBaHuWeM). TaKre Mo rnokasaTesio
«ypPOBEHb J0CTyNna K MeguumHe» (C TOYKM 3peHus
OXWOaEMOW NPOLOHKUTENIBHOCTU 3[0POBOW HM3-
HW) *eHLWMHbI B Ka3zaxcTaHe Haxo4ATCA Ha 0OHOM
YPOBHE C MyMUMHaAMW.

3aMeTHbI paspbiB MposBNAeTCA B MoKasaTesie
«3KOHOMUYecKoe yuyactre» — 0,74 (noxasatenb
nonHoro napureTa paseH 1). A nokasatenb «pac-
LUMPEHME MOSIUTUYECKMX MPaB M BO3MOMHOCTEN»
CBUOETEeNLCTBYET O paspbiBe C 06LMM MoKasarte-
nem 0,13 ¢ y4ETOM [ONM HEHLLMH B NONUTUKe. 2
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3BOTHOLLNA MOKASATENIEN
[EH[EPHOT0 PABEHCTBA
B KASAXCTAHE B 2013-2018T. 0.800

0,700
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0,100
0,000

3KOHOMMYECKOE yYacTue JOCTyn K MeauLHe
Economic participation Health and survival

in terms of educational attainment (measured
in terms of literacy and enrolment ratio). Wom-
en in Kazakhstan are also on a par with men in
“Health and Survival” (in terms of expected life
expectancy).

A noticeable gap of 0.74 is seen in “Economic
Participation and Opportunity” (full parity indi-
cator is 1). “Political Empowerment” indicates
a gap with the general indicator of 0.13, taking
into account the share of women in politics.'?

2015 2016 2017 2018 2019

ypoBeHb 06pa3oBaHuA pacLuMpeHune NoINTUHECKUX
Educational attainment MpaB W BO3MOMHOCTEN

Political empowerment

"?https://forbes.kz//process/expertise/kogda_borba_za_gendernoe_ravenstvo_v_kazahstane_stanet_bessmyislennoy/
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TEHAEPHBI BOMPOC B KA3AXCTAHE / GENDER ISSUE IN KAZAKHSTAN

3HayeHUs Karkporo M3 3TUX MoKasatenen Obinu
NMPaKTUYeCKM HenM3MeHHbIMK B nepuog 2013-2018,
HEeCMOTPA Ha MHOMECTBO 3aKOHOB, CTpaTerMn u
MsaHoB, BBEAEHHbIX OSA MOOLLPEHUA reHOepHOro
paBeHcTBa. [MoMMMO ypoBHA 06pa3oBaHWA, KOTo-
pbiI gocTtur nonHoro naputeta B 2018, octankbHble
TPW MOKasaTens CBUOETENbCTBYIOT O HEOOMbLLOM
cHurKeHmm B 2018 rogy no cpasHeHuio ¢ 2013.

C TouKM 3peHua onnatbl Tpyda, B KasaxctaHe Ha-
6/1101aeTCA 3HaUYMTENbHbIN pa3pbiB B onnare Tpyda
(oTHoLLEHWe cpefiHel 3apaboTHOM MNaThl MeHLLMH
1 MY}KUMH, BbIparKeHHOe B MPOoLIeHTaXx).

CPE/THII PA3PbIB B ONJTATE TPY 1A
MEXIY MYXYAHAMM W KEHLLHAMA
BAPBIPYETCA OT 29% B ®WMHAHCOBO-

bAHKOBCKOM CEKTOPE [10 43% B
CE/TbCKOM XO3AWNCTBE.

CpeoHuin nokasatesib no cTpaHe coctasnseT 33%,
yTo Bbiwe, YeM B CLUA n Benukobputanuu, roe
paspbiB cocTtaBnAeT okono 28% u 18% cootBeT-
CTBEHHO."®

13BceMUpHbI 3KOHOMUYECKUi GopyM, 0TYETHI 0 o6anbHOM reHaepHoM paspoise 2018; House of Commons. Gender,

The values of each of these indicators remained
almost the same in 2013-2018, despite the
many laws, strategies, and plans introduced to
promote gender equality. In addition to the edu-
cational attainment, which reached full parity in
2018, the other three indicators indicate a slight
decrease in 2018 as compared to 2013.

As for remuneration in Kazakhstan, there is a
significant gap in wages (the ratio of the aver-
age wage of women and men, expressed as a
percentage).

THE AVERAGE PAY GAP BETWEEN MEN
AND WOMEN VARIES FROM 29%
IN THE FINANCIAL AND BANKING SECTOR
10 45% IN AGRICULTURE.

The national average is 33%, which is higher
than in the USA and the UK, where the gap is
about 28% and 18%, respectively.'
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KA3AXCTAHCKAA HAYKA «BOMPOCHI FEHOEPHOI0 PABEHCTBA U PACLUMPEHUA MPAB
1 BO3MOMHOCTEM HKEHLLUWH B PAMKAX UOEU «MBHTIJTIK ENT»

Temupberosa H.A.

pexmop EBpa3ulickozo MexHUYecKoeo yHuBepCUmema

Zh.A. Temirbekova

Rector of the Eurasian Technical University

KA3AXCTAHCKAA HAYKA «BOMPOCbI
['EHAEPHOI0 PABEHCTBA 11 PACLLWPEHIA
MPAB /1 BO3MOXHOCTEM XXEHILIH B
PAMKAX VIIEW «MaHT 11K E/y

KAZAKHSTANI STUDY “THE ISSUES OF
WOMEN'S GENDER EQUALITY AND
EMPOWERMENT WITHIN THE
“MANGILIK EL" IDEA”

[aHHaa Hay4HaA paboTa HaxoAMTCA Ha CTaAMM UC-
cnefoBaHWA W paspaboTku. Mbl 6narogapum py-
KoBoauMTenA npoexta Temnpbekoy HaHap AMaH-
renbObleBHY, KaHOWOATa SKOHOMMUYECKMUX HayK,
pekTopa EBpa3suninckoro TexHNMYeCKoro yHMBepcuTe-
Ta 3a NpefocTaBneHHy UHPopMaLIMIo N0 4aHHOMY

MpOeKTy.

This work is at the stage of research and develop-
ment. We would like to thank the project manager
Zhanar Amangeldievna Temirbekova, Candidate of
Economic Sciences, Rector of the Eurasian Tech-
nical University, for providing information on this
project.

K/ 4

Temupbexkosa MH.A. sABnsAeTcA naypeaToMm npe-
mun OoHpa [lMepeoro [lpesupeHta Pecny6nvku
KasaxctaH - Jlugepa Haumu, MonogpiM y4yeHbIM
3a Jlyywme uccnefoBaHUA M OOCTUMKEHUA B 06-
NnacTu Hayku u TexHukm (2012 r.), obnapatenem
rpaHta MOH PK «Jlyywnin npenogaBatesnb By3a»
(2013r.), aBTOpOM H0nee 40 Hay4yHbIX paboT, UMeeT
pag ny6nvKaumin B MUPOBLIX U30aHMAX, B TOM YKC-
Nle B U34aHUAX C UMNaKT-GaKTopoM rno b6ase gaH-
Hbix Thomson Reuters, a Take 2-x MoHorpadum,
oQHa U3 KoTopbix onybnvKoBaHa B Hbio-Mopke B
2012 r. n uMeeT bubnMorpaduyeckyto 3anuce B Ka-
Tanore brubnuotekn KoHrpecca CLLA.

fABnAeTcA pykoBoaOMTENEM Hay4yHOro MpOeKTa Ha
TeMy «Bonpocbl reHgepHoro paBeHCTBa M pac-
LUMPEHUSA MPaB U BO3MOMHOCTEN HKEHLUMH B paM-
Kax noen «MaHrinik en», Kak NpoekTa coumanb-
Horo rocygapcrBa KasaxctaHa», BbINOSHAEMOro
no rpaHToBoMy ¢uHaHcupoBaHuio KH MOH PK Ha
2018-2020 rr.

UneH International leadership Association ILA
(CLLIA) 1 pedepu (peLieH3eHT) B MeayHapoaHbIX
Hay4HbIX *KypHanax «African Journal of Business
and Management» u «Gaziantep University
Journal of Social Sciences», UMeeT nHaeKc XupLua:
4 (h-index: 4) M MHOEKC AeCATUYHOrO LUTUPOBAHMA:
2(i10:2).

OcHoBHOM ULefblo HayyHoro npoekta «Bonpochl
reHJepHOro paBeHCTBa M pacLLUMPeHWA NpaB 1 BO3-
MOMHOCTEN MEHLUMH B pamKkax maen «MaHrinik
eN», KaKk MpoeKTa couunanbHoro rocygapcrea Ka-
3axcTaHa» fABNAETCA onpefeneHne pPosin HeHLLMH
B 06LLeCTBEHHOM, 3KOHOMUYECKON, MOSUTUYECKOMN
N KynbTypHoM cdepax KasaxctaHa, paccMoTpeHue

TZh.A. Temirbekova is a prize winner of the
Foundation of the First President of the Repub-
lic of Kazakhstan - the Leader of the Nation,
as a young scientist for the best research and
achievements in science and technology (2012),
holder of the MES RK grant «The Best University
Teacher» (2013), author of over 40 research pa-
pers and a number of internationally published
works, including publications with impact factor
based on the Thomson Reuters database, as well
as 2 monographs, one of which was published in
New York in 2012 and has a bibliographic record
in the Library of Congress Catalog.

She is the academic adviser of a project on «The
Issues of Women'’s Gender Equality and Empow-
erment within the “Mangilik E1” idea, as a project
of the welfare state of Kazakhstan”, implement-
ed with grant financing of the Science Commit-
tee of the Ministry of Education and Science of
the Republic of Kazakhstan for 2018-2020.

She is a member of the International leadership
Association, ILA (USA) and a reviewer in_thefin-
ternational academic journals AfricanJournal of
Business and Management and‘Gaziantep Uni-
versity Journal of Social Sciénces, has a Hirsch
index of 4 (h-index: 4) an@ decimal citation index
of 2 (i10: 2).

The main goal of the research «The Issues of
Women's Gender Equality and Empowerment
within the “Mangilik El" idea, as a project of the
welfare state of Kazakhstan” is to identify the
role of women in the social, economic, political
and cultural spheres of Kazakhstan and to con-



44

ayyHaa HOBM3Ha
TeM, YTO BrepBble
HayaT Hay4HbIM Npo-
PHOM HarpasfieHUn ¢
CUMMJIMHAPHOro MoaXo-
Manory u B3aMModencTBuio
M aKTMBUCTaMM Mo NPoLOBUHKe-
0 PaBeHCTBA M OOCTUMKEHMIO LieNlen
€HUIO NMPaB Y BO3MOMKHOCTEN HKEHLLMH.

11719 IOCTVXKEHIAA LIETIEV MPOEKTA Mbl
PA3LIENANW BCE 3ALAYN HA
3 PYMMNbl, KOTOPBIE bbl/IA HAMPAB/IEHDI
HA UCC/ELIOBAHWE TEHLEPHOI O
HEPABEHCTBA B 3KOHOMMYECKOM,
MOMTIYECKONM, OBLLLECTBEHHOM I
KYIbTYPHOM CIOEPAX XW3HM CTPAHbI.

B cooTBeTCTBUM C NOCTaBNEHHOM Liefblo npegycMa-
TPUBAJIOCb peLleHne cnenyLmx OCHOBHbIX 3aday:

3anaqw unccnenoBaHuA 3KOHOMMUYECKOM
cohepbl: onpenennTb posib KasaxCTaHCKUX MeH-
LUMH-NpeanpuHUMaTenei B 06LLeCTBEHHOM HIU3HM
W UX BKNag B NocTpOeHWe coLmManbHO-0pUEHTUPO-
BaHHOro rocydapcrea; aHanus 6egHoct B Kasax-
CTaHe C reHAepHOM TOYKWN 3peHUs; aHanus3 Hanuums
unu otcytcTBuA B KasaxctaHe 6loKeTa ¢ reHaep-
HOW OTBETCTBEHHOCTbIO.

3agaum uccnegoBaHUMA MONUTUYECKOW cde-
Ppbl: COCTOAHME FeHepHOM MONUTUKK U Npobem

YACTb |/ PARTI

AYKA «BOMPOCHI FEHAEPHOI0 PABEHCTBA 1 PACLUMPEHUA NPAB
MOMHOCTEW HEHLLWH B PAMKAX UOEV «MBHTIJTIK ENT»

sider ways to improve their lives. The academic
novelty of the research is that it is the first sci-
entific project on gender issues in the national
science, based on an interdisciplinary approach,
facilitating dialogue and interaction between
gender equality experts and activists to achieve
the women'’s empowerment goals.

T0 ACHIEVE THE GOALS OF THE PROJECT,
\WE DIVIDED ALL THE OBJECTIVES INTO
3 GROUPS, WHICH WERE AIMED AT STUDYING
GENDER INEQUALITY IN THE ECONOMIC,
POLITICAL, SOCIAL AND CULTURAL SPHERES
OF THE COUNTRY.

To achieve the goals of the project, we divided all
the objectives into 3 groups, which were aimed
at studying gender inequality in the economic,
political, social and cultural spheres of the coun-
try. The goal required to solve the following key
objectives:

The objectives of the economic sphere re-
search: Identify the role of Kazakhstani busi-
nesswomen in public life and their contribution
to building a welfare state; analyze the poverty
level in Kazakhstan from a gender perspective;
analyze the presence or absence of a budget
with gender responsibility in Kazakhstan.

The objectives of the political sphere re-
search: Study the situation in gender policy and

KAZAKHSTANI STUDY “THE ISSUES OF WOMEN'S GENDER EQUALITY AND EMPOWERMENT
WITHIN THE “MANGILIK EL" IDEA”

coupmanbHoM ¥u3HM B KasaxcTaHe; aHanu3 OBu-
YEHWUI MO 3aliuTe MpaB eHWUH B HKasaxcTaHe;
0COBEHHOCTM Y4aCTUA Ka3aXCTaHCKUX MEHLUUH B
NosUTUKe.

3agauM uccnegoBaHuA 06L,eCTBEHHO-KY b~
TYPHOM cdepbl: perpeseHTaLMA HeHLLMHbI B CO-
BPEMEHHOM Ka3axCKOM KWMHO U B Ka3aXCTaHCKMX
cpefcTBax MaccoBoi HpopMaLmMu; bopMUpoBaHme
MOJMTMKN PacnpocTpaHeHUA MHPopMaLmKM, OCHO-
BaHHOW Ha reHAepPHOM PaBEHCTBE B Ka3aXCTaHCKMX
mMeaua.

/////////h.

problems of social life in Kazakhstan; analyze
women'’s rights movements in Kazakhstan; pe-
culiarities of Kazakhstani women's participation
in politics.

The objectives of the social and cultural
sphere research: Study the representation of
women in Kazakhstan's modern film industry
and in the Kazakhstani media; formation of an
information dissemination policy based on gen-
der equality in the Kazakhstani media.
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COBMECTHOE UCCJTEOOBAHUE KAZE
(

COBMECTHOE MCCIEIOBAHIAG
KAZENERGY 11 EBPP

(POJIb XEHLLIWH B 3HEPTE
KASAXCTAHAY
(MPOMEXYTOUHbIE ATOT,

JOINT STUDY BY KAZENERGY AND EBRD “THE ROLE OF WOMEN IN THE ENERGY SECTOR IN KAZAKHSTAN"
(INTERIM RESULTS)

[EHAEPHIM BANAHC HAB/IOIAETCA CPEAM ALMUHVCTPATUBHO-YNPABIIEHYECKON O MEPCOHAJIA, HO HE HA MPOMSBOLICTBE

THERE IS GENDER BALANCE IN BUSINESS & ADMINISTRATIVE ROLES, BUT NOT IN TECHNICAL ROLES
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YACTb 1/ PARTI

COBMECTHOE UCCNEOOBAHUE KAZENERGY U EBPP «POJTb -XEHLLIMH B 3HEPTETUKE KA3AXCTAHA»
(MPOMEXKYTOYHbIE UTOTW)

HA MPOW3BOACTBE XEHLLHBI HEAOCTATOYHO NPEACTAB/EHBI CPEAN KBATM®ULINPOBAHHBIX
PABOYMX, HE ABTAOLLIMXCA CELIMANIUCTAMM

IN TECHNICAL ROLES, WOMEN ARE ESPECIALLY UNDER-REPRESENTED AMONG NON-SPECIALIST SKILLED WORKERS

Creuuanuctbl-npodeccroHansi
Specialist professionals

“

*

31%

euENy
.* .

*

L/

659% 2%

Bcero: 10 502 coTpyaHuKoB

Total:

10,502 employees

B TOM 4ucCre: NponU3BOACTBEHHbIE UHMEHepbl,

WHKeHepbl HE¢T€FBBOEDFO aena,

CreuuanucTbl-TeXHUKM
Specialist technicians

16%

Bcero: 3 957 coTpyoHuKoB
Total: 3,957 employees

B TOM Yucse: NOMOLLHWUKU UHXKeHepoB,

p
XUMUKU, UHHEHepbl-3NeKTPUKN 1 Op.

Including: production engineers, oil and gas
engineers, chemical engineers, electrical

engineers, etc.

XUMWY. NPpOU3BOACTBA, TEXHUKU

He¢TerazoBoro Aaena, TeXHUKU-3NEKTPUKU 1 Op.

Including: assistants to engineers, chemical
production technicians, oil and gas technicians,

electrical technicians, etc.

Hpyrve

KBanUuMUMpoBaHHble paboune
Other skilled workers

Bcero: 24 946 coTpyaHuKoB
Total: 24,946 employees

B TOM Yucrie: paboune MpOMbILLIEHHOCTH,
paboyvie No 3MEeKTPUKE, OnepaTopb
NpOU3BOACTBEHHOTO 060PYAOBaHMA 1 Ap.

Including: industrial workers, electrical workers,
operators of production equipment, etc.

JHEPTETUYECKWE KOMITAHWA YNYCKAKT TAJTAHT XEHLLVH B BbICLUEM PYKOBOLCTBE ...
ENERGY COMPANIES ARE MISSING OUT ON FEMALE TALENT IN THEIR SENIOR LEADERSHIP TEAMS ...

4113 12 KoMnaHuin (MMeroLLIMX
CoBeT AVPeKTOpOB) He UMeloT
H OZIHOM MEHLLIMHBI AMpeKTopa

4 out of 12 companies
(with Boards of Directors) have
no women on the Board

14 13 35 KOMNaHui He MMeloT
HU OZIHOW MEHLLMHBI Cpeau
BbICLLIEr0 PyKOBO/CTBA

14 out of 35 companies have

no women among senior
managers

Hl  MyunHbl / Men

Bl HeHwuHbl / Women

YucneHHocTb *KeHwmH B CoBeTax

OVPEKTOPOB (YesI0BeK)

BbICLLIEr0 PyKOBOACTBA (YenoBeK)

Total number of women on Boards

17%

11

of Directors

12%

YNCNEHHOCTb HeHLLMH cpeamn

Total number of women in
senior management

JOINT STUDY BY KAZENERGY AND EBRD “THE ROLE OF WOMEN IN THE ENERGY SECTOR IN KAZAKHSTAN"

(INTERIM RESULTS)

... HECMOTPA HA TO, YTO XXEHILLVHbI IMEFQT BOJIEE BbICOKIAN YPOBEHb OBPA3OBAHNA
.. DESPITE WOMEN HAVING A HIGHER OVERALL LEVEL OF EDUCATION




HWE KAZENERGY W EBPP «POJTb HEHLLIMH B 3HEPIETUKE KABAXCTAHA» JOINT STUDY BY KAZENERGY AND EBRD “THE ROLE OF WOMEN IN THE ENERGY SECTOR IN KAZAKHSTAN"
(MPOMEXKYTOYHbIE UTOTW) (INTERIM RESULTS)

MOKASATEIV HAVIMA XXEHLLIVH ¥ IPOLIBINKEHIAA 110 CYXBE CTATUYHI ..

RECRUITMENT AND PROMOTION RATES FOR WOMEN ARE STATIC ...

[onf *eHLLMH cpen HOBbIX COTPYAHUKOB U COTPYAHUKOB, MOSTYHYMBLLKX NMPOOBUMKEHME
ro cyy»<6e, B CpaBHEHWM C [0eN HeHLMH B 06LLLe YMCTIeHHOCTH paboyeit cusbl (2016-2018)

Female share of new recruits and promotions compared to female share of total workforce (2016-2018)

2% 2% 250
. [1001A ¥eHLLMH CPe/in COTPYAHWKOB, @ ......
MOMYYMBLUMX MPOABUMKEHIE MO CYbe —_ e
Women's share of promotions @ ........

26% @ ........................... @

. [1onA MeHLWH CPeau HOBbIX COTPYAHUKOB

Women's share of new recruits [lonA MeHLLMH B 06LLIeM YNCTIEHHOCTU COTPYOHUKOB

Women'’s share of total workforce

2016 2017 2018

.. 310 03HAYAET, YTO ECTb PUCK MOHKERNA YPOBHA 3AHATOCTM XEHILIAH CO BPEMEHEM

. WHICH MEANS THERE IS A RISK OF WOMEN'S EMPLOYMENT RATE DECREASE OVER TIME

[lonA *eHLLMH B 06LLIeN YNCTIEHHOCTM COTPYOHMKOB U BbICLLEero pyKkoBoAcTea (2016-2019)
Women's share of total workforce and management positions (2016-2019)

MoHWKeHWe umcna COTPYAHWKOB HeHLWMH

2613% 25 0% ¥ Ha 14,3% 3a 2016-2019 (2 174 cotpyaHwka)

— \ 243% 23.7%

' 3 ‘3 14.3% decrease in women employees
19.9% 19,8% 19,9% 19,6% 2016-2019 (2,174 employees)

© ® * —e

f 132% : 12,5% ° i

0 b : 0N [lonA ®eHLUMH B 06LLei YNCTIEHHOCTN COTPYAHUKOB

1 ]v‘s % + 12".1% —e Women's share of total workforce

©  [ons eHLWMH cpemn GYHKLMOHABHBIX

2016 2017 2018 2019 i

Women's share of functional managers

-
%
o
-
0
=
(&)
¢
o

©  [lonA eHLUMH B BbICLLEM PYKOBOACTBE
Women's share in senior management
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PART

IV FORUM OF KAZENERGY
WOMEN ENERGY CLUB “THE
MODERN FEMALE LEADER-
SHIP PATTERN IN ENERGY"

B pamkax KAZAKHSTAN ENERGY WEEK 25 ceHtAa-
6ps 2019 roga B KoHrpecc-uentp EXPO r. Hyp-Cyn-
TaH cocTtoAnca IV ®opyM H{eHCKoro aHepreTMyeckoro
kny6a KAZENERGY «CoBpeMeHHbI 06pas HeHCKoro
nuaepcTBa B 3HepreTuke» (ganee — Oopym).

B pabote ®opyma 6biniv paccMoTpeHbl BOMPOCHI
3KOHOMWYECKOr0 MOTEHLMANa HeHWMH U UX posib B
pasBuUTUKM OTpac/v, NpodeccuoHasnbHOro ycrexa u
nuaepcTsa, NepefoBble NPaKTUKK U ONbIT HedTeraso-
BbIX W 3HEpPreTUYecKnX KOMMaHuii, CrnocobCTBYIOLLMX
pacLUMpeHUio NpaB U BO3MOMHOCTEN HEHLUMH B UH-

LyCTpUK.

M MEHCKOI0 3HEPTETUYECKOIO KITYBA KAZENERGY
bl OBPA3 M{EHCKOI0 JIMOEPCTBA B 3HEPTETUKE»

The IV Forum of KAZENERGY Women Energy
Club “The modern female leadership pattern in
Energy” (hereinafter — the Forum) was held on
September 25, 2019, at the EXPO Congress Center
in Nur Sultan, as part of the KAZAKHSTAN ENER-
GY WEEK.

The Forum addressed the issues of women'’s eco-
nomic potential and their role in the sector’s de-
velopment, professional success and leadership,
best practices and experience of oil and gas and
energy companies that help empower women in
the industry.
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MeponpusaTtue

UHTEeNNeKT

e MPaKTUKK
{opropaT1BHOM CEKTope AnA
obecneyeHna paBeHCcTBa
YKEHLLIMH Ha paboyeM MecTe

PYM HEHCKOIO 3HEPTETUYECKOIO KITYBA KAZENERGY
HbII1 OBPA3 YXEHCKOO JIMAEPCTBA B 3HEPIETUKE»

Copepi<aHue

Mopepatop: Maxa66at EceH, Tenepaduosedyuwjas,
JHCypHanucm

Koyu: Hatanba KonbineHko, Pykosodumerns, Akademus
6busHeca EY 8 LlenmpansHol A3uu, YKpauHe, py3uu

u AsepbationcaHe

Mopepatop: Maxa66at EceH, Terepaduosedywjas,
xcypHanucm

Cnukep: O3sug C3onowwm, MexcoyHapooHsil
3xcnepm @ obsiacmu Gender inequality, PwC,
Useliyapusa

14.00-15.00

BbicTynneHue o peanusyemMbix
npoektax EBPP B PK,
HanpaBeHHbIX Ha pa3BuTHE
reHAepHOM NOMUTUKM

BbicTynnexne o MeponpuaTUAX

no NoaaepKe reHaepHoro
pa3BUTUA B KOMMaHUK
CaMypK-3Hepro

lNpe3eHTaL A NPOMEKYTOUHbIX
MTOrOB COBMECTHOI0
uccneposaHna KAZENERGY,
EBPP u Ergon «Posnb *eHLmH
B 9HepreTuke PK»

Mopepatop: Maxa66at EceH, Terepaduosedywjas,
xcypHanucm

AHHa BépHepMapk, 3amMecmumersns dupexkmopa no docmyny
K ycnyaam u ydemy eeHOepHol hpobieMamuku, 2pynna

no 2eHdepHoU npobieMamuke U 3KOHOMu4YecKoU
uHmezpayuu, EGPP

AxToHuWHa LLleHoeBa, Ynpasnaouwul dupekmop
no mpaHcgopmayuu busHeca, AO «CaMpyK-3Hepa0»

KupcteH Hitout, 3amecmumens dupekmopa,
Ergon Associates, Besukobpumarus

15.00-17.00

YACTb I/ PART I

MneHapHas ceccus
«CoBpeMeHHbI 06pa3
¥KEHCKOro nuaepcTea
B 3HEpreTuKe»

anBETCTBEHHbIe cnioBa:

JNassat HaHblAbICKbI3bI,

LHenymam Cenama lNapnameHma, Pecnybnuka Kazaxcmat,
3amecmumerns [pedcedamena HayuoHansHoU Komuccuu

no desiaM JceHWUH U ceMelHo-deMo2pagpuyeckol NolumuKe
npu lNpe3udeHme Pecnybnuxku Kazaxcma

AceT Marayos,
Buye-muHucmp 3Hepzemuku, Pecnybnuka Kazaxcmax

PART II. IV FORUM OF KAZENERGY WOMEN ENERGY CLUB
“THE MODERN FEMALE LEADERSHIP PATTERN IN ENERGY”

Bpemsa MeponpusaTtue CopneprkaHue

17.00-17.10

HarpaxpeHue

Bonat Akuynakos,
leHepanbHbIU dupekmop, Accoyuayusa «KAZENERGY »

Anszapa AkkancueBa,

Mpedcedamernb H{eHcKo20 sHEp2emuYecKo20 Kiyba
KAZENERGY, ®uHaHcoabIl dupeKkmop,
KAZMORTRANSFLOT UK Ltd

Mopepatop: daHuAa Ecnaesa,
Henymam Maxcunuca lMapnamerma,
Pecnybnuka Kazaxcmat

CnuKepbl:

Anyap HaKcbi6eKos,

lpedcedamerns lNpaaneHus, AO «3mbamyHatieas»
OoaHHa KyeHcbepr,

Buye-npe3udeHm no cBA3AM ¢ 20Cy0apcmaeHHbIMU
opaaHamu cmpaH CHI™ u Poccuu, Poan Jamd LLenn nnc.
3aurynb [locanvesa,

3amecmumerie MeHedcepa KanUMasnbHO20
cmpoumesnscmaa lpoekma bydyuje2o PacuwiupeHus,
TOO «TeHau3wespolisn»

Cypu Papgrkaronan,

Ynpasnaowut mpydoseimu pecypcamu, KPO B.V.
Po6epTto Kappapa,

TexHu4ecKul dupekmop Adxcun KacnuaH Cu b.B.,
MeHedxcep-PesudeHm 3Hu Micamadi b.B.

AHHa BépHepMapk,

3amecmumerne dupekmopa no docmyny K yc/iy2am u ydemy
2eHdepHoU npobeMamuku, 2pynna no 2eHoepHouU
npobieMamuke u 3KoHoMu4ecKol uHmezapayuu, EBPP

ToprKecTBeHHOe HarparKAeHWE HEeHLLMH-COTPYOHULY
3HepreTUYecKoro U HedpTerasoBoro KOMMJieKca B YeCTb
120-neTuns Ka3axcTaHCKON HedpTu.

17.10-17.15

YenneHor B Yectb 175-netun Abaa KyHaHb6aeBa

///// ///I)A
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Time Event Content

PART II. IV FORUM OF KAZENERGY WOMEN ENERGY CLUB
“THE MODERN FEMALE LEADERSHIP PATTERN IN ENERGY"

Bpemsa MeponpusaTtue CopepixaHue




YACTb I/ PART I

OCTel MeHLUUH fAB-
apCTBEHHOW MONUTU-
. O6ecneyeHune paB-
HbIX FeHOEpHbIX BO3MOXHOCTE CerofHA urpaet
KMI0YEBYIO POJib B HApaLLMBAHWN 3KOHOMUYECKOr 0
pocTa noboro rocygapctea. TeMa MEHCKOro nu-
[OepcTBa ye MHOro ieT HaxoAuTcA B [OenoBoW
noesecTke AHA, U pabota QopyMa aKueHTUpoBana
BHMMaHWe Ha KIII0YEBbIX acreKTaxX MeHCKOoro -
[epcTBa B 3HepreTuKe.

B PAMKAX ®OPYMA COCTOA/IACb
OAHOVMMEHHAA NNEHAPHAA CECCIA B
(OPMATE TALK SHOW «COBPEMEHHbI/

ObPA3 )XEHCKOI 0 JINOEPCTBA B

JHEPTETWKEN, HA NOBECTKY [IHA
MNEHAPHO CECCIV BbI/W BbIHECEHbI

SHAYAMBIE BOMPOCHI IEHAEPHOMO
PABEHCTBA B UHLYCTPUI.

HHbIVI OBPA3 *KEHCKOIO JIMOEPCTBA B 3HEPIETUKE»

PLENARY SESSION
“THE MODERN FEMALE LEADERSHIP
PATTERN IN ENERGY"

Women's empowerment is one of the goals of
the state gender development policy. Ensuring
equal gender opportunities plays a key role in
enhancing the economic growth of any coun-
try. The issue of women’s leadership has been
on the business agenda for many years, and the
Forum focused on the key aspects of women’s
leadership in the energy sector.

A PLENARY SESSION OF THE SAME NAME
“THE MODERN FEMALE LEADERSHIP PATTERN
INENERGY" WAS HELD IN THE FORM OF A
TALK SHOW AS PART OF THE FORUM. THE
AGENDA INCLUDED IMPORTANT GENDER
EQUALITY ISSUES IN THE INDUSTRY.

The plenary session was opened with welcome
speeches by the member of the Senate of Par-
liament of the Republic of Kazakhstan, Deputy

PLENARY SESSION “THE MODERN FEMALE LEADERSHIP PATTERN IN ENERGY”

lneHapHylo ceccuio OTKPbINW C MPUBETCTBEHHbI-
Mu cnoBamu [enytat CeHata lNapnameHta Pecny-
6nvkn  Kasaxctan, 3amectutens [lpegcepartens
HaunoHanbHoM KoMuccuy Mo JefliaM HeHLWWH U
ceMelHo-feMorpaduyeckon nonutuke npu Mpesum-
nente PK J1as3at HaHbinbicKbI3bl, Buue-Munuctp
3HepreTuKK Pecnybnnku KasaxctaH AceT Marayos,
["eHepanbHbIM anpekTop Accoumaumm KAZENERGY
Bonat Akuynakos, MNpeacenarens HeHcKoro sHep-
retmdeckoro Kayba KAZENERGY, ®wuHaHcoBbIN
anpektop KAZMORTRANSFLOT UK Ltd Ansapa
ArKaicumeBa.

Chairperson of the National Commission for
Women and Family and Demographic Policy un-
der the President of the Republic of Kazakhstan
Lyazzat Zhanylyskyzy, Vice Minister of Energy
of the Republic of Kazakhstan Asset Magauov,
General Director of KAZENERGY Association
Bolat Akchulakov, Chairperson of KAZENERGY
Women Energy Club, Financial Director of KA-
ZMORTRANSFLOT UK Ltd Aizada Akkaissiyeva.
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YACTb I/ PARTII

NJIEHAPHAS] CECCUA «COBPEMEHHbIV OEPA3 FKEHCKOMO JINOEPCTBA B 3HEPIETUKE»

JTIA33AT HAHbIJTbICKbI3bI

[Henytat CeHara MapnamenTa Pecny6nukm KasaxcraH,

3amectutens lNpeacegarena HaunoHanbHOM KOMUCCUMM MO AeNaM HeHLLUH
1 ceMelHo-aeMorpaduyeckor noautnke npu MNpesugeHte PK

LYAZZAT ZHANYLYSKYZY

member of the Senate of Parliament of the Republic of Kazakhstan,

Deputy Chairperson of the National Commission for Women and Family and
Demographic Policy under the President of the Republic of Kazakhstan

«HayuoHaneHasA Komuccusa ce2o00HA obpauwjaem BHUMAHUE Ha BaiCHYI0 peliaiuyio posis obecne-
YeHUA 2eHOepHo20 napumema 8 3Hepaemu4ecKol ompaciu cmpaHel. OmpadHo omMemume,
4Umo ¢ KaxcdbIM 2000M yBeIu4UBaemcs YUC/IeHHoCMb dedyweK, NoIyHauux mexHu4ecKoe 06-
pasosaHue».

“The National Commission pays attention to the important decisive role of ensuring gender parity
in the country’s energy sector. It is gratifying to note that the number of girls receiving technical
education is increasing every year.”

ACET MATAYOB
Buue-MunucTtp sHepreTukm Pecnybnunku KasaxcrtaH

ASSET MAGAUOV
Vice Minister of Energy of the Republic of Kazakhstan

«KaK npusepiceHHocMb pa3sumuio 2eHoepHoU nonumuKu 8 ompacau Accoyuayua KAZENERGY
co3dana nnouadky 0718 0bcyxicoeHUA U 0bMeHa onbIMoM NO AKMYaAsIbHBLIM BONPOCAM HCEHCKO20
nudepcmaea u 2eHOepHO20 pa3HO0bpa3UA».

“As a commitment to the development of gender policy in the sector, KAZENERGY Association has
established a platform for discussion and exchange of experience on pressing issues of women'’s
leadership and gender diversity.”

BOJIAT AK4YJTAKOB
I"eHepanbHbIv aupekTop Accoumaumn KAZENERGY

BOLAT AKCHULAKQV
General Director of KAZENERGY Association

«Co cmoponbl Accoyuayuu KAZENRGY oKa3bidaemca 8cecmopOoHHAA N000epiCKa U npoBooAmcs
MeponpuamusA 0/19 MPAHCIAYUU 0nbIMma 06be0UHeHUS JCeHCKUX coobujecma 8 KOMNaHUAX om-
pacnu».

“KAZENRGY Association provides comprehensive support and conducts events to share the
experience of uniting women’s communities in companies of the sector.”

PLENARY SESSION “THE MODERN FEMALE LEADERSHIP PATTERN IN ENERGY”

AM3AOA AKKAMCUEBA
Mpencenatens HeHcKoro aHepreTuyeckoro Kinyba KAZENERGY,
OwuHaHcoBbIn aupexkTop KAZMORTRANSFLOT UK Ltd

AIZADA AKKAISSIYEVA
Chairperson of KAZENERGY Women Energy Club, Financial Director
of KAZMORTRANSFLOT UK Ltd

«Muposele meHOeHYyuU NOKA3bIBaoM, YMO NOMeHYUAsT BK/IA0a JCeHWUH 8 SKOHOMUKY He pac-
Kpbim NOJIHOCMbI0, U 8 CBA3U C 3MUM NpednpUHUMAOMCA pas/u4Hble UHUYUAMUBSI, CIyicaujue
UHCMpyMeHmoM obecneveHus pagHo20 NpedcmasumeibCmaa NOJI08 8 KANCOOM CeKMope PbIHKA
mpyodax.

“Global trends show that the women'’s potential contribution to the economy has not been fully
realized, and various initiatives are being taken in this regard that serve as a tool to ensure equal
gender representation in every sector of the labour market.”

OAHUA ECMAEBA

DANIYA YESPAYEVA

Cnukepamn ceccum BbicTynunu: lNpencepatens
MpaBneHuna AO «3MbaMyHairas» AHyap Hakxcbibe-
KoB, Buue-npesungeHt Poan Haty LWenn Mu3nCu
Mo CBA3AM C roCydapCcTBEHHbIMW OpraHaMu CTpaH
CHI™ 1 Poccumn OxoaHHa KyeHcbepr, 3aMectuTenb
MeHe[Kepa KanuTtasnbHOro ctpoutenscTBa lNpoek-
Ta byaywiero Paclumpenua TOO «TeHrm3LLeBpomn»
3anrynb [ocanveBa, 3aMecTuTeslb gUpeKTopa Mo

[enytat Maxunuca MNapnameHTa Pecny6nunku KasaxcraH

member of the Mazhilis of Parliament of the Republic of Kazakhstan

«[lpuMep Hawux MCeHWUH, UX KapbepHbil pocm — 3mo NoKasamess mMo2o
Jludepcmaea 6 3Hep2emuKe, KOmopbilt MoJdcem 00CMUYb KaXCOaA AHCeHUWUHAY.
“An example of our women, their career growth, is an indicator of the leadership
in the energy sector that every woman can achieve’.

The session speakers included Chairman of
the Management Board of Embamunaigas JSC
Anuar Zhaksybekov, Vice President for Govern-
ment Relations of the Russia and CIS at Royal
Dutch Shell PLC Joanna Kuenssberg, Deputy
Construction Manager — Fabrication Team Fu-
ture Growth Project of the Tengizchevroil LLP
Zaigul Dossaliyeva, Associate Director for Ser-
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NJIEHAPHAS CECCUA «COBPEMEHHbIV OBPA3 FKEHCKOMO JINOEPCTBA B 3HEPIETUKE»

JOCTYMy K ycnyraM M yyeTy reHgepHon npobne-
MaTuKku [pynnbl N0 reHAepHOM U 3KOHOMUYECKOM
uHKNo31mM EBEPP AHHa BépHepMapK, TexHn4ecKui
MeHeKep Agwun Kacnmnad Cu B.B. Pobepto Kap-
papa, YnpaenaioLuin TpyaoBeIMM pecypcamu, KPO
B.V. Cypu Pagrkaronan.

vices and Gender Mainstreaming of the EBRD'’s
Gender and Economic Inclusion Team Anna
Bjornermark, Technical Manager at Agip Cas-
pian Sea B.V. Roberto Carrara and Human Re-
sources Controller at KPO B.V. Suri Rajagopal.

AHYAP *KAKCbIEEKOB
Mpencenarens lMNpaBnexna AO «IMbamyHamras»

ANUAR ZHAKSYBEKOV
Chairman of the Management Board of Embamunaigas JSC

«B Konnekmuse 3MbamyHatiza3z pabomatom okxosio 00 xceHUuH, cpedu HuUx ecmb Macmepa noo-
3eMH020 peMoHmMa, MoKapu, 3aMecmumeriu Ha4asasHuka HIY no 2eonozuu u paspabomkxe, Ha-
YasIbHUKU 0MAesio8 U m.0.».

“About 900 women work in the Embamunaigas team, including workover specialists, turners,
deputy heads of oil-and-gas production departments for geology and development, heads of
departments, etc.”.

OHOAHHA KYEHCBEPI
Buue-npesungent Poan Harty Lenn MNu3nCu no cBA3AM € rocyaapcTBEHHbIMM
opraHamu ctpaH CHI™ 1 Poccuu

JOANNA KUENSSBERG
Vice President for Government Relations of the Russia and CIS at Royal Dutch Shell PLC

«Ecnu Mel nosyqaem ydogoniscmaue Ha pabome U ecmb NPoPeccuoHaIbHsIU pocm, mo 3mo ca-
Moe 2/1a8Hoe 0714 ceMbu, U pabomodamesiu 00NHCHbI SMO 0CO3HABAMb.

“If we enjoy work and have professional growth, this is the most important thing for the family, and
employers should be aware of this”.

CYPU PALHKATOMATT
Ynpasnatowwwmn TpynoseiMu pecypcamu, KPO B.V.

SURI RAJAGOPAL
Human Resources Controller at KPO B.V.

«B KI10 xceHujuHbl cocmasnsAiom 40% u3 obuje2o Yucna pykosooumernel.
“In KPO, women make up 40% of the total number of executives”.

PLENARY SESSION “THE MODERN FEMALE LEADERSHIP PATTERN IN ENERGY”

3ArYJb OOCAJIMEBA
3aMecTuTenb MeHedXepa KanuTtanbHoro ctpouTenbcTBa lNpoeKTa
Byaywero Pacwimperuns TOO «TeHrnsLeBpomn»

ZAIGUL DOSSALIYEVA
Deputy Construction Manager - Fabrication Team Future
Growth Project of the Tengizchevroil LLP

«[podeccuoHanbHbIl ycnex — 3mo Ko20a mel 3aHUMAeW6CA meM, Ymo mebe Hpasumcs, U 3mo
Ymo npuHocum ydoBosIbCmaue, Mbl PA3BUBAeWLCA U Y mebsa Hem oWwyujeHUs NoMepaHHO20
8pemeHU.

“Professional success is when you do what you like, and it brings pleasure, you develop and you
don't have a feeling of wasted time”.

AHHA BEPHEPMAPK
3aMecTuTenb AMPEKTopa No JoCTyny K yC/yraM 1 y4YeTy reHOepHoM
npobnemaTuku Fpynnbl No reHOepHOM U SKOHOMUYECKoW UHKNo3UK EBPP

ANNA BJORNERMARK
ssociate Director for Services and Gender Mainstreaming of the
EBRD’s Gender and Economic Inclusion Team

«EBPP cmapaemcs 8o8/1e4b bosibuiee Ko1u4ecmao JceHWUH 8 3Hepaemuy4ecKuli cekmop U npo-
08U2amMb HCeHUWUH Ha PYKOBOAAWUE NO3UYUUY.

“The EBRD is trying to engage more women in the energy sector and promote them to leadership
positions”.

ROBERTO CARRARA
Technical Manager at Agip Caspian Sea B.V., Resident Manager at Eni Isatay B.V.

POGEPTO KAPPAPA
TexHu4eckul MeHedxcep Adxcun KacnuaH Cu b.B., MeHedxcep-Pe3udeHm 3Hu Mcamali b.B.

«Mbl compydHu4anu co WKoaMu U yHUBepcumemamu, Ymobsi cnodsuzsHyme desyweK nosy-
4Yame mexHu4ecKoe 06pa3oBaHuUe, 04eHb BaNCHO C CaMO20 Ha4Ya1a damb NOHUMAHUE HACKOMLKO
UHMepecHoU MoJcem bbimb UX Kapbepa 8 3Hep2emu4ecKoM ceKmopey.

“We collaborated with schools and universities to encourage girls to receive technical education,
it is very important to help them realize how interesting their career in the energy sector can be”.

/1)
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yMa CTano BbICTynne-
HME MeMOyHapo4HOro 3KcrepTa B 0651acTU reH-
OepHoro HepaBeHcTBa [3suga Csonowm (PwC,
Leenuapus) «Jlydwime npakTUKM B KOpNopaTuB-
HOM ceKTope AnA obecneyeHUA paBEHCTBA HKeH-
LLMH Ha paboyeM MecTe».

OPE /1A OBECNEYEHMA PABEHCTBA HEHLLIH HA PABOYEM MECTE

BEST PRACTICES IN THE CORPORATE
SECTOR IN ENSURING WOMEN'S
EQUALITY IN THE WORKPLACE

An international expert in Gender Inequality,
David Szollosi (PwC Switzerland), made a pres-
entation on “Best Practices in the Corporate
Sector in Ensuring Women'’s Equality in the
Workplace” as part of the Forum.

BEST PRACTICES IN THE CORPORATE SECTOR IN ENSURING WOMEN'S EQUALITY IN THE WORKPLACE"

KpMMWHaLMio B onnate Tpyda. KpoMe Toro, Takue
BeLLM, KaK JOCTYN K 06pa30oBaHMio 1 BO3PacT TaKKe
BIMAIOT HA Bo3HarpawaeHue 3a Tpya. [Ana obecne-
YeHWA PaBEeHCTBA HEeHLLMH Ha paboyeM MecTe, Co-
6nioaeHus reHgepHoro 6anaHca Tpebyetca cobnio-
[eHWe NpUHLMMNa pasHoo6pasuna U MHKNIO3UBHOCTU
pabouei cunbl, YTo obecneunT bbICTpLIA U yCTON-
YMBBIA 3KOHOMUYECKUA POCT KOMMaHW 1 NOBBILLIE-
HWe 611arocoCTOAHMA LUMPOKMX C/IOEB HaceneHus.
CnukepoM 6binv NpeAcTaB/ieHbl Jyyllne npaKkTu-
KW KOMMaHUW, MPUMEHSAIOLLMX OaHHbIe NMPUHLMMbI:
BEST BAY, BARKLAYS, HP, BASF.

PA3HOOBPASME KOJIIEKTVBA
STAFF DIVERSITY

education and age affect remuneration as well.
Equality of women in the workplace and gender
balance can only be ensured through diversity
and inclusion of the workforce, which will en-
sure rapid and sustainable economic growth of
companies and increase the well-being of the
general population. The speaker presented the
best practices of companies applying these prin-
ciples, such as BEST BAY, BARKLAYS, HP and
BASF.

NHKITHO3WBHOCTb
INCLUSION

038K C30J10LLMN
MexcdyHapooHeil 3kcnepm 8 obiiacmu Gender inequality, PwC,
Usetiyapusa

DAVID SZOLLOSI

P33H006pa3Hbll7l KOJIJIEKTUB - 3TO KOJIJIEKTUB, B KOTOPOM WHKNI03UBHOCTbL B paﬁoTe - NPUHLMMN, N0 KOTOPOMY,

international expert in Gender Inequality, PwC,

Switzerland

UccnepgosaHna PwC noKasbiBaloT, YTO pasHMLA B
onnare Tpyaa Meay MyHUYMHaMU U HKeHLMHaMn
ABNAETCA pe3ynbTaToM MHOrMX GaKTopoB, BKOYanA
npodeccroHanbHylo cerperaumio, nNpeaB3ATOCTb B
OTHOLUEeHUW paboTaloLmMx MaTepen U NpAMyto auc-

PwC studies show that the wage gap between
men and women is the result of many factors,
including occupational segregation, prejudice
against working mothers and direct pay dis-
crimination. Moreover, such things as access to

NioAY PasNNYalOTCA MO 60MbLUMHCTBY BO3MOMHbIX MPU3HAKOB
( TaKMX KaK MoJ1, HALMOHANBHOCTb, CEKCyasnbHaA OpUeHTaLMA,
CMocobHOCTK, ONAT, BO3PACT, PEIUruA ...), 60 No BCeM U3 HUX

A diverse workforce is one in which staff are diverse in most or
all diversity dimensions e.g.: gender, nationality, sexual
orientation, ability, thinking style, experience, age, religion...

Pa3HOPOAHOCTbL CYUTAETCA NMPENMYLLLECTBOM, MPUHOCALLIUM
nonb3y AN1A 3GPEKTUBHOCTUKAK OTAESNbHBLIX PabOTHUKOB,

TaK 1 Bcell opraHusaumu. Mpum 3ToM LieHATCAUHAMBUAYaNbHble
PasNYMA/YHUKANbHOCTb, U KaXbli HYyBCTBYET CBOIO
MPUHALANEHKHOCTb K KOJIIEKTUBY*.

An inclusive workforce is one which regards diversity

as an asset, benefiting both individual and organisational
performance. It's also one where an individual's difference/
uniqueness is valued, and where everyone feels

they belong.*

*WecmouHuk: Inclusion Matters, Catalyst, 2015
*Source: Inclusion Matters, Catalyst, 2015

A,
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JIYYLUME NMPAKTUKK B KOPMOPATMBHOM CEKTOPE /1A OBECNEYEHNA PABEHCTBA HEHLLIH HA PABOYEM MECTE

Yepe3 pasHoobpasue paboyeit cunbl Y KOMMNAHWUM
MMeeTCA BO3MOMHOCTb 3OEKTMBHO pearvpoBaTb
Ha NoTPebHOCTM M Hy}AObl Niofen noTpebuTenen.
PaboTHWKM M3 ogHOW C MoTpebuTenAaMu rpynmbl
MOryT NpefocTaBUTb [OCTOBEpPHble cBedeHWUA 06
OXKMOAHUAX U NOTPEBHOCTAX NoJSIb30BaTesNen.
Konnektus, oauH YrieH KOTOporo pasgenser 3THU-
YeCKylo NPUHAAJIEKHOCTb KNWeHTa, ¢ 6onbLuen Be-
POATHOCTbLIO MOVMET 3TOr0 KIIMEHTA, N0 CPABHEHMIO
C APYrUM KOJINIEKTMBOM.'?

Diversity of the workforce enables companies
effectively address the needs of consumers.
Workers from the same group as consumers can
provide reliable information about the expectations
and needs of users. A team, one member of which
shares the client's ethnicity, is more likely to
understand this client than another team.'?

KAKIE [IEACTBIAA MOXHO MPEANPYHATD [11A MOOLUPEHIAA PASHOPOZIHOCTH
WWHKNHO3WBHOCTI B PABOYEN OBCTAHOBKE:

WHAT ACTIONS YOU CAN TAKE TO FOSTER A DIVERSE & INCLUSIVE WORKPLACE:

YuutbiBaTh NOeu, 4yBCTBa
1 MHeHue Opyrux

You consider the ideas, feelings
01 and opinions of others

03 TwaTtenbHo UCKaTb HOBble 05
nepcnexkTuebl U noen

You seek out new perspectives

Y3HaBaTb YT0O-TO HOBOE
0 CBOUX Konerax

Be curious and learn about
your colleagues

BEST PRACTICES IN THE CORPORATE SECTOR IN ENSURING WOMEN'S EQUALITY IN THE WORKPLACE" 73

07 XBanuTb, eciv KTo-To 09
Mpeaonn XopoLLYyio Uaek
WM [OCTUM XOPOLLIX

MbiTaTheA NOY4YMTL U faBaTb
mosiesHylo 06paTHyto CBA3b

You seek and provide useful
feedback

‘| '| BbicKasbiBaTbcA,
eC/nn y Bac ecTb uaeA

You speak up when you have

_ pe3ynsTaToB :
and ideas an idea
You give and share credit for
good ideas & results
—eo—® OO @o—@® —® O O, o
BbicKa3sblBaTbes B criyyae,
Mo3ab0TUTLCA 0 TOM, YTO6bI ecn Bbl 3aMevaeTte/cTanm
Y Kaporo 6biia BO3MOMKHOCTb ﬁi”sgez’;? e BHOR0 Oco3HaBaTb U CTapaTbCcA YMEHbLUUTD
BbICKa3aTbCA A B/IUAHME CBOMX HEBOJIbHbIX MpeaybersaeHni
You ensure everyone has the PacLumnpatb cdepbl «nepexopa» Speak up when you observe/ floicBaemyHENaRHIO" nenuTLCA You are aware of and mitigate your
02 opportunity to speak 04 « vrnioaveroci 06 witness non-inclusive behaviour 08 ceowm erytpertmu v BrewuMy | 10 | nconscious biases

Expand your “go to” sphere

KOHTaKTaMun

You share your internal and
external network willingly
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PHOT 0 PA3BUTA

CaMpyk-3Hepro coBmecTHo ¢ EBPP ocyliectenser
peanusaumio NpoeKTa Mo BHeAPeHWI0 NepenoBoM
MeXOyHapoL4HOM MpaKTMKM Mo MpeLoCTaBNeHMIo
PaBHbIX BO3MOMHOCTEM B CEKTOPE 3HEpreTUKM.
BecHon 2019 roma KoMnaHuAa nognucana 3ase-
neHne o nopaeprKe «[1pUHLMNOB pacLUMpeHUs
MpaB M BO3SMOMHOCTEN MEHLLUMH», pa3paboTaHHbIX
B pamKkax napTHepctBa «OOH-KeHWMHbI» 1 [no-
6aneHoro gorosopa OOH.

O peanusyeMbix MeponpuUATUAX C Yy4YacTHUKaMu
QopyMa nogenunack YnpaenawLLmMi OQUPEKTop No
TpaHchopmaumm 6usHeca AO «CaMpyKk-3Hepro»
AHTOHMHa LLleHoeBa.

AHTOHWHA LLIEHOEBA

PABHbLIM BO3MONCHOCMAM».

ANTONINA SHENOYEVA,

0 MEPOMPUATUAX MO NOAAEPHKE FEHOEPHOMO PA3BUTUA

SAMRUK-ENERGY’S PRESENTATION ON
MEASURES TO SUPPORT GENDER DEVEL-
OPMENT IN THE COMPANY

Samruk-Energy JSC, together with the EBRD, is
implementing a project to introduce internation-
al best practices in providing equal opportunities
in the energy sector. In the spring of 2019, the
company signed the statements of support for
the “Women’s Empowerment Principles” devel-
oped as part of a partnership between UN Wom-
en and UN Global Compact.

Antonina Shenoyeva, Managing Director for
Business Transformation at Samruk-Energy
JSC, presented the measures taken by the com-
pany to the Forum participants.

YnpasnaoLwmit anpekTop no TpaHcdopMaLmm 6msHeca AO «CaMpyK-3Hepro»
«CampyK-3Hepao — nepsasA KoMnaHudA, noonucaswasa «[IpuHYyunebl pacuupeHUs npas U GO3MOiC-
Hocmel xceHujuH» OOH, cpedu 4neHos KAZENERGY u cpedu napmHepos uHuyuamuassl EBPP no

Executive Officer for Business Transformation at Samruk-Energy JSC
“Samruk-Energy is the first company among KAZENERGY members and partners of the EBRD’s
Equal Opportunities Initiative to sign the UN’s Women’s Empowerment Principles”.

SAMRUK-ENERGY'S PRESENTATION ON MEASURES TO SUPPORT GENDER DEVELOPMENT IN THE COMPANY

[1OYEMY OBECTEYEHVE PABHbIX BO3MOXHOCTEV BAXHO [1J1A AO «CAMPYK-QHEPI O»
WHY IT IS IMPORTANT FOR SAMRUK-ENERGY JSC TO ENSURE EQUAL OPPORTUNITIES

MpvBneYeHWe TanaHTAMBbIX
CMeLnanucToB, B T.4. Ha
yrnpaBJieHYecKu1e 1
NPOU3BOACTBEHHbIE JOJIHKHOCTU

Hiring talented specialists,
including candidates for
managerial and production
positions

CornacoBaHue ¢
nepenoBou
MerayHapoaHOM U
HaLMOHaIbHON NPaKTUKOM

Alignment with the
international
and national best practices

Poct cTtoumocTu
aKLMOHEpHOro KanuTtana
3a CYeT NoBbILLeHWA
NpPOU3BOAUTENBHOCTU

Equity value increase
due to improved
productivity

lNpuBeprKeHHOCTb cobntogeHno
3aKoHo4aTenbCTBa U
cornacoeaHue
C FOCYOapCTBEHHOM MOIUTUKOM

Commitment to legal
compliance
and alignment with
the state policy

MHHoBaLMOHHOE
pasBuUTHE B COOTBETCTBUM
c [Mporpammoii
TpaHcpopMaLmm busHeca

Innovative development
in accordance with the
Business Transformation
Program

O6ecneyeHune coLmanbHoM
OTBETCTBEHHOCTU
613Heca 1 yCTON4YMBOro
pasBuTUA

Ensuring corporate
social responsibility
and sustainable development

Y%
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SAMRUK-ENERGY'S PRESENTATION ON MEASURES TO SUPPORT GENDER DEVELOPMENT IN THE COMPANY

XEHLLIMHbI AD «CAMPYK-3HEPIO» / WOMEN AT SAMRUK-ENERGY JSC
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EBPP 0 PEAJIUSYEMBIX TIPOEKTAX B KASAXCTAHE, HAMPABJ/TEHHbLIX HA PA3BUTUE FEHOEPHOM NONUTUKMA

EGPP 0 PEAJIN3YEMbIX MPOEKTAX
B KASAXCTAHE, HANPABJIERHbIX HA
PASBUTYE IEHIEPHON MOJATHKM

OtgenbHaA naowagka @opymMa 6bina nocBALLeHa
peanusyemelM ripoexktam EBPP B KasaxcrtaHe, Ha-
NpaBieHHbIX Ha PasBUTUE FEHOEPHOM NONUTUKN, B
paMKax KoTopow BeicTynuna AHHa BépHepmMapk, 3a-
MecTuTeslb QMpeKTopa Mo JOCTYNY K yciyraM u yye-
Ty reHgepHon npobneMaTuku, rpynna no reHgep-
HoW NpobrieMaTuKe 1 SKOHOMUYECKOM UHTEerpaLum
EBponelickoro 6aHKa peKOHCTPYKLUUM U pa3BUTUA
(EBPP), KoTopana paccKasana o BaKHOCTU reHpaep-
HOro pasHoobpasnA B KOMMaHWKW, COBPEMEHHOM
KaApOoBOW NOJIUTUKE SHEPreTUYECKUX KOMMaHWIM No
NnoaAeprKKe U pacLUMPeHUI0 BO3MOMHOCTEMN HeH-

LLMH.

EBRD’S PRESENTATION ON ONGOING
PROJECTS IN KAZAKHSTAN AIMED AT
DEVELOPING GENDER POLICY

A separate platform of the Forum focused on
ongoing EBRD projects in Kazakhstan aimed
at developing gender policy, during which the
Associate Director for Services and Gender
Mainstreaming, Gender and Economic Inclusion
Team of the European Bank for Reconstruction
and Development (EBRD) Anna Bjornermark
spoke about the importance of gender diversity
in a company and the modern personnel policy
of energy companies to support and empower
women.

EBRD’S PRESENTATION ON ONGOING PROJECTS IN KAZAKHSTAN AIMED AT DEVELOPING GENDER POLICY

[POEKTOB PEA/M30BAHO HA [IAHHbIA MOMEHT
PROJECTS IMPLEMENTED SO FAR

MJTH. EBPO — OBLLI O5bEM UHBECTIALLVV EEPP
MILLION EURO - TOTAL EBRD INVESTMENT

MJIH. EBPO — ObLLIAA CTOUMOCTDb TEKYLLIAX TPOEKTOB
MILLION EURO - TOTAL COST OF ONGOING PROJECTS

0 10714 YACTHOI 0 CEKTOPA B OBLLIEM NOPT@®0/0
U SHARE OF THE PRIVATE SECTOR IN THE TOTAL PORTFOLIO




=
%
o
-
I
=
(&)
¢
o

AX B KABAXCTAHE, HAMPABJIEHHbBIX HA PA3BUTUE MEHAEPHON MONUTUKU

EBRD’S PRESENTATION ON ONGOING PROJECTS IN KAZAKHSTAN AIMED AT DEVELOPING GENDER POLICY

NEATENBHOCTD EBPP B OBJTACTV TEH[IEPHOr0 PABEHCTBA B KASAXCTAHE

EBRD'S GENDER WORK IN KAZAKHSTAN

)EHLLLVHbI B MUHEPATbHO-CbIPbEBOV 11 SHEPT ETUYECKOM OTPAC/TN
WOMEN IN NATURAL RESOURCES AND POWER AND ENERGY SECTORS

CoKpalLieHue CrvcKa 3anpeLLeHHbIX
LA *eHLLMH npodeccuit

HepeCMOTp KaOpoBbIX MNOJIUTUK U MNPaKTUK
KoMnaHui ana npoasueHUA paBHbIX
BO3MOXKHOCTEWN /19 FEHLLMH U MYX4UH

lMooLupeHue HTEPeca HeHLLMH
1 [IEBOYEK K CEKTOpY

CotpyaHuyectBo ¢ KAZENERGY,
«CaMpyK-3Hepro», «[MonvmeTans»

Remove jobs from list
of prohibited professions for women

Companies reviewing their HR policies and
practices to promote equal opportunities
for women and men

Companies reaching out to women and girls
encouraging interest in the sector

Work with KAZENERGY,
Samruk-Energy, Polymetal

XEHLL/HbI B BU3HECE
WOMEN IN BUSINESS

3aliMbl MeCTHbIM 6aHKaM

L/1A Moc/eyloLLero KpeauToBaHUA NpeanpuATHi,

ynpaBnAaeMbIX eHLWMHaMn

MopnepKa NpeanpuATUI, yripaBiseMblX
YKEHLLMHaMW, C MOMOLLIbIO HOY-Xay U COBETOB

Promote access to finance to women-led
SMEs via local banks

Support women-led SMEs with
know-how and advice

XEHLLIMHbI B CEKTOPE BO30BHOB/TAEMOI SHEPTETUKM
WOMEN IN THE RENEWABLE ENERGY SECTOR

MonaeprkKa [0CTyNa EHLLUMH K Ka4eCTBEHHOW
TEXHUYECKOW NOArOTOBKE M0 «3eJIeHbIM» TEXHOIOMUAM,
COOTBETCTBYIOLLIEN NOTPeBHOCTAM KoMMNaHuit cekTopa BU3

npe,ClOCTaBﬂeHVIe BbICOKOKa4YeCTBeHHOro

npodeccuoHanbHOro OpUEHTUPOBaHUA, a TaKMKe
nporpamMm obyyeHusi Ha paboyem MecTe AnA NpuBeYeHns

1 yaepaHusa 60/1bLLEro YMCSIa HeHLMH
B ceKTope (B HacTosiLLee BpeMsA oKono 30%
B MPOMBILLIEHHOCTI)

Support women's access to high quality technical skills
training in green technologies that directly reflect the needs

of the renewable energy companies

Provide high quality career-advice and
guidance as well as work-based learning
programmes to attract and retain

more women in the sector

(currently ca 30% of industry)

Y%
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YyacTHrKkaMun Oopyma bbin 3acnyLuaH MacTep-Knacc
«IMOLMOHASBHBIN MHTEIEKT HEHLUHBI-NNAepan,
npoBefeHHbIN pyKoBoauTeneM AkagemMun 6usHeca
EY B LleHTpanbHom A3uu, YRpauHe, Npy3un n Asep-
b6angraHe Hatanbel KonbineHko.

MacTep-Knacc 03HaKOMW YY4aCTHUMKOB C KOHLLeN-
LMen 3MOLMOHANbHOMO WMHTESNIeKTa U BaXKHOCTU
ero passutuA. Hatanbeit KonbineHko 6bino otMe-
YeHO, YTO BbICOKWI YPOBEHb 3MOLMOHANILHOIO UH-
TesINieKTa NoMoraeT Yetye NOHATb CBOUX Koner u
ObICTpee OpMEeHTUPOBATLCA B MOCTaB/IeHHbIX 3a0a-
Yax, cobriofian ycTaHoBIIeHHble CPoKK. C NoMoLLbio

HATAJTbA KOMBITEHKO

OLIMOHATTBHBIA UHTENEKT HKEHLUMHbBI-TUOEPA»

MASTER CLASS "EMOTIONAL INTELLI-
GENCE OF A WOMAN LEADER”

A master class on “Emotional Intelligence of a
Woman Leader” was presented to the Forum
participants by Natalya Kopylenko, head of
the EY’'s Academy of Business in Central Asia,
Ukraine, Georgia and Azerbaijan.

During the master class, the participants learned
about the concept of emotional intelligence and
the importance of its development. Natalya Ko-
pylenko noted that high level of emotional intel-
ligence helps understand your colleagues better
and navigate your tasks faster, while meeting
the deadlines. The master class participants

pyroBoauTeNb AKanemun busHeca EY B LieHTpanbHoi Asum, Ykpaunte,

py3umn 1 AsepbaiigrxaHe

NATALYA KOPYLENKO

head of the EY's Academy of Business in Central Asia, Ukraine,

Georgia and Azerbaijan

MASTER CLASS “EMOTIONAL INTELLIGENCE OF A WOMAN LEADER"

MacTep-Knacca, Y4acTHUKU CMOrnn uaeHTUoULM-
poBaTb COOCTBEHHbIE 3MOLIMN U 3MOLMOHANbHbIN
HacTpoKn Opyrux nogen, noBbICUIN CBOM YPOBEHb
3MOLMOHANBHOIO WHTE/IIEKTa U 0CO3HAHHOCTH,
BbIABWUN JIMYHbIE 30HbI Pa3BUTUA 3MOLMOHANIBHOM
KOMMETEHTHOCTU U ap.

identified their own emotions and the emotion-
al mood of other people, raised their level of
emotional intelligence and awareness, identified
personal areas for development of emotional
competence, etc.
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MACTEP-KJTACC «3MOLIMOHATBHBI UHTENNEKT MEHLLMHBI-NNOEPA» MASTER CLASS “EMOTIONAL INTELLIGENCE OF A WOMAN LEADER”

BIIWAHWE HA3KOM0 YPOBHA EQ PYKOBOAWUTENA 11718 0CO3HAHIAA CBOMX 3MOLIMA BAXHO CLIENATD MAY3Y!

IMPACT OF THE LEADER'S LOW EQ LEVEL ONE NEEDS TO MAKE A PAUSE TO UNDERSTAND HIS/HER EMOTIONS!

HA COTPY IHWKOB / ON EMPLOYEES HA KOMIAHWEO / ON COMPANY

HeraTtuBHo Bo3gencTByeT B
. bICOKanA TEKYYKa KaapoB
Ha MopasibHbIf [iyX COTPYAHWUKOB Y Ap —. .
High personnel turnover 01 02

Negatively affects employees’ morale

MepeknagbiBaeT OTBETCTBEHHOCTb Ha NepcoHan CHW¥KeHVe NpoayKTUBHOCTM
Shifts responsibility onto the staff Reduced productivity < <
[leMoHCTpUpyeT cobCTBEHHYI0 3HA4YUMMOCTb KoHdnuKTHasA atMocdepa v cTpecc . .
Demonstrates own significance Conflict environment and stress 04 03
3noynoTpebnAeT BAacTbio CHW*KeHWe YPoBHA MOTUBALMK, BOBJIEYEHHOCTU
1 NOANBHOCTU COTPYAHUKOB
Abuses power PyA S >
Decrease in employees’ motivation,
involvement and loyalty .
lMpucBanBaeT pe3ynbTaThl TpyAa Apyrux
Takes credit for others’ work 05 06

BbIlr0/1bI BbICOKOr0 YPOBHA EQ < <

BENEFITS OF HIGH EQ LEVEL o
y 3 MpeanpuHUMaTenbCKuii i . 3 08 []7
apbepHbIN ycnex noTeHuman NOEPCKUA TanaHT 10pOBbe
01 Career success g 02 Entrepreneurial g []3 Leadership talent . 04 Health

potential
YnoBneTBOpeHHOCTb
05 OTHOLLEHUAMM N 06 Paseutune geten N []7 YyBcTBO IOMOpa N 0 OwyLLieHne cHacTbA
Satisfaction with Children’s Sense of humor Feeling of happiness
relationship develooment 09
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HIAA KAZENERGY WA EBPP
JIb XXEHLLIH B 3HEPT ETWKE PK»

C npe3eHTaLmMen NPOMEHYTOUHbIX Pe3ybTaToB Co-
BMecTHoro uccrnepoBaHua KAZENERGY u EBPP
«P0oJb eHLMH 3HepreTuke», paspabaTbiBaeMoro
NIOHOOHCKOWM KOHCaNTUHroBoW KoMnaHnuen Ergon
Associates, BbicTynunn cnonHuWTenbHbIN UpeK-
Top Accoumaumm KAZENERGY JlAassat Axmyp3u-
Ha, 3aMectutenb AOupektopa Ergon Associates
KupcteH HbIOUT M HE3aBUCUMBIA KOHCYNBLTAHT Mo
BOMpOCaM reHOEpPHOr0 paBeHCTBa AOKTop AnuvsA
UneAcosa.

B paMKax BbICTyrnneHua 6binv NpefcTaBneHbl CTa-

TUCTUYECKME AaHHbIe MO:

e MPeACTaBNeHHOCTU HeHLLMH B SHEPreTUYECKOM
ceKTope (B TOM 4ucsie, Ha aAMUHUCTPATUBHBIX,
TEXHUYECKMX U YNPaBIEHYECKUX MO3ULUAX);

e ypoBHI0 06pa30BaHWA U COOTHOLLEHWIO 3apa-
6OTHbIX MNaT B reHOepHOM paspese;

e [OKasaTesiAM HalMa XeHLUMH U NpoaBUKeHUA
no cnyx6e u gp.

MoapobHee c NPoOMeKYTOUHBIMU pe3ynbTaTaMu UC-

CNef0BaHMA MOXHO 03HAaKOMUTLCA B MEPBOM YacTu

6poLutopbl.

1A COBMECTHOI0 MCCNEOOBAHNA KAZENERGY 1 EBPP
«POJb EHLLIVH B 3HEPTETUKE PK»

PRESENTATION OF THE JOINT
KAZENERGY AND EBRD STUDY

“THE ROLE OF WOMEN IN THE ENERGY
SECTOR IN KAZAKHSTAN"

Executive Director of KAZENERGY Association
Lyazzat Akhmurzina, Associate Director of Er-
gon Associates Kirsten Newitt and independent
consultant on gender equality issues Dr. Aliya
Ilyassova made a presentation of the interim
results of a joint KAZENERGY and EBRD study
“The role of women in the energy sector in Ka-
zakhstan” developed by Ergon Associates, a
consulting company based in London.

Statistical data were presented on:

« representation of women in the energy sec-
tor (including administrative, technical and
managerial positions);

o educational attainment and wage ratios in
gender terms;

« women'’s hiring and promotion rates, etc.

For more details on the interim results of the

study, please see the first part of the brochure.

PRESENTATION OF THE JOINT KAZENERGY AND EBRD STUDY
“THE ROLE OF WOMEN IN THE ENERGY SECTOR IN KAZAKHSTAN"

JIA33AT AXMYP3UNHA
McnonHutenbHebin gupextop Accoumaumm KAZENERGY

LYAZZAT AKHMURZINA
Executive Director of KAZENERGY Association

«B uccnedosaHuu npuHanu y4acmue 37 KoMnaHul ¢ 0X8amMoM 0KoJ10 55 meicay compydHUKOB
3HepaemuyecKol ompacsus.
“The study involved 37 companies, covering about 55,000 employees in the energy sector”.

KUPCTEH HBIOUT
3amectutenb gupektopa Ergon Associates

KIRSTEN NEWITT
Associate Director of Ergon Associates

«["eHOepHoe pa3Hoobpasue Ha pyKOBOOAUUX OOTIANCHOCMAX NPUBOOUM K NOBbLILIEHUIO pe3y/ibma-
mos No MHO2UM UHOUKaMOPAM, BK/TI04AA NPOU3B00UMeIbHOCMb, 0X00bl, UHHOBAYUU U M.0.».
“Gender diversity in leadership positions leads to improved performance in many indicators,
including productivity, revenue, innovation, etc.”.

O-P AJIA UNBACOBA
He3aBMCKMMbIN KOHCYIbTAHT MO BONpOCaM reHAepHOro paBeHCTBa

DR. ALIYA ILYASSOVA
independent consultant on gender equality issues

«KazaxcmaH, co30a8as c80i0 HOPMAMUBHO-NPABoBYyto 6a3y, 00HUM u3 nepasix @ CHI™ npuHAn dsa
2eHOepHbIX 3aKoHa — 3aKoH «0 npogunakmuke beimosoao Hacunuax» u 3akoH «0 eocydapcmaeH-
HbIX 2apaHMUSAX PABHbIX NPABAX U BO3MONCHOCMeU MYyXCHUH U HCEHUJUH.

“While creating its regulatory framework, Kazakhstan was one of the first countries in the CIS to
adopt two gender laws, such as the Law “On Prevention of Domestic Violence” and the Law “On
State Guarantees of Equal Rights and Opportunities for Men and Women”.

A+,
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TOPXXECTBEHHOE HATPAXEHVE
BYECTb 120-NETKA
KA3AXCTAHCKOW HE®TH

B yectb 120-neTuA Ka3axcTaHcKon HegTv Harpada-
My KAZENERGY 6binv HarparkaeHb! MeHLLMHbI-pa-
6OTHMKM MHOYCTPUK 3a BKNa4 B pasBuTUe HedTe-
ra3oBoM U 3HepreTMyeckon oTpacner. Harpagl
ObinMn  BpyYeHbl MCMONHWUTENbHLIM  OUPEKTOPOM
Accoumaumm KAZENERGY no MerkagyHapogHoMy
cotpygHuyectBy KapawesbiM T.K.

EHWE B YECTb 120-JIETUSI KASAXCTAHCKOW HE®TU

AWARD CEREMONY IN CELEBRATION OF
THE 120TH ANNIVERSARY OF KAZAKH-
STANI OIL

In celebration of the 120th anniversary of Ka-
zakhstani oil, KAZENERGY presented awards to
female industry workers for their contribution
to the development of the oil and gas and energy
sectors. The awards were presented by the Ex-
ecutive Director of KAZENERGY Association for
International Cooperation T.K. Karashev.

AWARD CEREMONY IN CELEBRATION OF THE 120TH ANNIVERSARY OF KAZAKHSTANI OIL

KUJIMBAEBA C.H.
MacTep no peMoHTy CKBaMH Liexa NoA3eMHOro
W KanuTtanbHoro peMoHTa ckBarkuH HIOY «[JoccopMmyHairas»

S.ZH. KILIBAYEVA
workover tool pusher, wellbore maintenance and workover shop,
oil-and-gas production department of Dossormunaigas

LOCNAEBATT K.

['naBHbIN 3KcnepT YnpaBneHWs MOHUTOPUHIA TPAHCTIOPTUPOBKU Hed-
TV U pa3BUTUA HedTAHBIX NMpoeKToB [enapTaMeHTa pa3BuTuA HedTA-
HOW NPOMBILLIEHHOCTM MUHMCTEPCTBA 3HepreTnkm PK

G.K. DOSPAYEVA

Chief Expert, Oil Transportation Monitoring and Oil Projects
Development Unit, Oil Industry Development Department, Ministry of
Energy of the Republic of Kazakhstan

KE3EKEHEBA K.B.
[upekTop [denaptamMeHTa AoKyMeHTaumm 1 KoHTpona AO «KEGOC»

K.B. KEZEKENEVA
Director of the Documentation and Control Department, KEGOC JSC
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TOPMSECTBEHHOE HAPAMOEHWE B YECTb 120-7IETUA KASAXCTAHCKOM HEDTU

KYPMAHIA3WVEBA 3.K.
Onepartop nynbTa ynpaeneHua 5 paspAga LieHTpanbHolm uHeHepHo-
TexHosiornyeckom cnyroul HFOQY «KaliHapMyHairas»

Z.K. KURMANGAZIYEVA

control panel operator of the 5th grade, Central Engineering

and Technology Service, oil-and-gas production department of
Kainarmunaigas

JOLUMMOBA H.T.
3amecTutenb MeHeaepa no KavectBy AO «HI'CK «Ka3CrponCepsuc»

N.T. DOSHIMOVA
Deputy Quality Manager, KazStroyService NGSK JSC

OYKCE.B.

3neKTpOMOHTep No obcrymBaHUo noacTaHumm 6 paspsaga MC 220 kB
«Kapatay» H{aMbbInicKux TeppUTOpUabHBIX ATEKTPUHECKUX ceTel du-
nuana AO «<KEGOC»

E.V. FUKS
6th grade electrician for 220 kV Karatau substation maintenance
at Zhambyl territorial electric power system of a branch of KEGOC JSC

AWARD CEREMONY IN CELEBRATION OF THE 120TH ANNIVERSARY OF KAZAKHSTANI OIL

AXKEEBA A K.
[NaBHbINA 3KCNepT HanpasfieHUA «KoMMyHWKauuuM» Bnoka ynpaene-
HWA 3MeHeHuAMM LieHTpa no TpaHcdopMaumm busHeca AO «KEGOC»

A.K. AZHKEYEVA
Chief Communications Expert, Change Management Unit,
Business Transformation Center of KEGOC JSC

FAJTMAKIIAP XK.
CoBeTHMK Mo couuanbHbiM BonpocaM Llenn Kasaxcran

ZH. GALIAKPAR
Social Advisor at Shell Kazakhstan

MVYJOALLEBA A.N.
TexHuK-reonor uexa Hedpt 1 rasa N22 HIY «HanbikMyHairas»

A.l. MULDASHEVA

technician-geologist at the oil and gas shop No. 2,
oil-and-gas production department of Zhaiykmunaygaz

///// //7A
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MACTEP KJIACC «3MOLIMOHATBHBIA UHTENSEKT HEHLUUHBI-TIUOEPA»

ABAV-YENTEHIX — NOITUYECKAA
CTAMETA, YYACTHUKM KOTOPOW
YATAKOT NIPOUSBEAEHIA BENNKOr0
KASAXCKOI0 TI03TA W MbICITUTENA ABAA
KYHAHBAEBA

Yennena® npuypoyeH K 175-netuio co gHA popeHua
Abas, KoTopoe 6yneT otMeyaTseA B 2020 rogy.

OCHOBOMONOMHWK Ka3axCKOW MUCbMEHHOW fUTepaTypbl
Aban KyHaHnbaes pogwmnca 10 aBrycra 1845 ropa Ha Tep-
pUTOpMM HblHelwHel BocTouHo-KasaxcraHckon obnactu.
Ero HacToAwwee uma — Mbparum, nma Abai Kak npo3sana
ero 6abyLiKa 3epe, 03Ha4aeT «OCMOTPUTENbHBIN». CaMbIM
3HaMeHUTbIM npou3BedeHneM Abas cTana npo3amyeckan
noaMa «Kapa ce3», B pycCKOM NnepeBofe M3BECTHaA Kak
«CnoBa HasngaHuAy.

25 ceHTAbpa 2019 rona y4actHukm IV @opyma H3K ncnon-
HUNK 3HaMeHUTYI0 necHio Abas KyHaHbaeBa «KesiMHiH,
Kapacbi».

Yennena, nocBAweHHbI 175-neTuio Benukoro Abas,
yyacTHMKM QopyMa nepepanu CoBeTy [eNOBbIX HEHLUMH
HMM PK «ATaMeKeH»:

«KAZENERGY KaybiMacTbiFbl XaHbiMOap 3HepreTuka-
NbIK KNybbl yNbl aKbiH, oMb Abar KyHaHb6anynbIHbIK
175 WbIngblFbliHa 0paK, OHbIH, LUbIFApMarapbiH OKy 3CTa-
¢etacbliH KasakcTtaH Pecnybnmkackl ¥NTThIK Kacinkeprnep
nanaracbl ¥aHblHaH IcKep aviengep KeHeciHe ongangbl»,
KoTopbIi 6bi1 NpUHAT 3amMecTuteneM lNpeacenarens lMpas-
nenna HIM PK «AtamekeH», MNpeacenartenemM Coseta fge-
noBbIX eHwuH HIM PK «AtamexkeH» PamasaHoson J1.K.:
«Aban KyHaHb6anynbiHbIH, 175 HblNgbIFbIHA Opal, OHbIH
LWblFapManapblH oKy acTadetacbiH IV XaHbiMaap aHepre-
TUKasbIK, KNybbl opyMbIHaH Kabbin angbiM».

ABAY CHALLENGE IS A POEM RELAY,
WHERE PARTICIPANTS READ THE WORKS
BY THE GREAT KAZAKH POET AND
THINKER ABAY KUNANBAYEV

The challenge was arranged to mark the 175th anniver-
sary of the Abay’s birth that will be celebrated in 2020.

The founder of the Kazakh written literature, Abay
Kunanbayev, was born on August 10, 1845, in the
territory of the present East Kazakhstan region. His
real name is Ibrahim, and the name Abay given by his
grandmother Zere means “cautious”. The Abay’s most
famous work is the prose poem Qara Sdzderi, known in
Russian as The Book of Words.

On September 25, 2019, the participants of the IV Fo-
rum of KAZENERGY Women Energy Club sang Abay’s
famous song K6zimnin Qarasy.

The challenge was handed over to the Council of Busi-
ness Women of Atameken NCE RK, «<KAZENERGY Wom-
en Energy Club passes challenge in honor of the 175th
anniversary of the great poet Abay Kunanbayev to the
Council of Business Women of NPP Atameken », which
was accepted by the Deputy Chairperson of the Board of
Atameken NCE RK, Chairperson of the Council of Busi-
ness Women of Atameken NCE RK, L.K. Ramazanova,
«On the 175th anniversary of Abay Kunanbayuly, | re-
ceived this challenge from the IV Forum of KAZENERGY
Women Energy Club».
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HEHCKOE JIMOEPCTBO B KOMMAHUAX-YNTEHAX ACCOLUMALIMN KAZENERGY: OMNbIT KOMMAHUN KEGOK/

6 HoAbpAa 2019 roga B HeHeBe Ha 3acejaHMK 3KC-
MepTHOM rpynnbl MO YMCTbIM CUCTEMAaM 3JIEKTPO-
cHabeHuA (CES) KomuTeTa no ycToM4MBOM 3Hep-
reTuke EBponeMcKoON 3KOHOMUYECKOW KOMUCCUU
OOH c npeseHTaLMen 0 peann3oBaHHbIX NPOEKTax
HeHcKoro 3HepreTudyeckoro Knyba Accoumauum
KAZENERGY BbicTynuna uneH McnonHuTenbHOro
KomuteTa H3IK, pykosoautene brnoka ynpaeneHuna
n3MeHeHuAMM LleHTpa no TpaHcdopMaLmm busHeca
AO «<KEGOC» Anrynb Bantyposa.

B doknade b6bina omobpaxceHa ponb H{eHcKoz20
SHepaemudecKoz20 Knyba KAZENERGY, ob6vedu-
HuBWe20 npedcmasumesibHUY Hepmeaa3osol u
3HepzemuyecKol ompacsiel, MexcoyHapoOHbIX op-
2aHu3ayul, KaK eduHol nnamgopmsl 0718 0bMeHa
onsimoM, 8blpabomKu peweHuli 80Npocoa 2eHdep-
HOo20 acneKma, nodoepiCcKU U NPogeccUoHasIbHO20
pOCMa XCeHUWUH 8 3HepaemuyYecKol ompacsnu.

C MoMeHTa obpasoBaHua knyba B 2013 roay, B
KasaxctaHe npoBefeHbl TeMaTuyeckue GpopyMbl U
3aceaHnA No TaKMM TeMaM KaK, «Posb HeHLLUMH B
YCTOMYMBOM PasBUTUWN SHeEpPreTUKu», «I eHOepHas
MOSIUTUKA KOMMaHUW: TPaguLUMOHAIU3M — KOM-
NMPOMMCC — PaBEHCTBO», «HKeHLLUMHbI B S3HepreTuKe.
Pacwupaa rpanuupl 6yayuiero», «CoBpeMeHHbIN
06pa3 eHCKoro MaepcTea B aHepreTuke». KpoMe
TOro, B LENAX MNOOOEPHKN U PasBUTUA HEHCKOMO
npodeccroHanvama Knybom NpoBoAATCA TPEHUHI M
1 NporpaMMa HacTaBHMYECTBA, B PaMKax KOTOpbIX
MOJI0[bIE HEHLLMHBI MOSTYYMIN BO3MOXKHOCTb MO-

At the meeting of the Expert Group on Clean
Energy Systems (CES) of the Committee on
Sustainable Energy of the UN Economic Com-
mission for Europe held on the 6th of Novem-
ber 2019 in Geneva, Aigul Baturova, member of
the Executive Committee, Change Management
Officer at Business Transformation Centre of
KEGOC JSC, made a presentation on the imple-
mented projects of the Women'’s Energy Club of
the KAZENERGY Association.

The report reflects the role of the KAZENERGY
Women's Energy Club, which brought together
female representatives of the oil and gas and en-
ergy industries, international organizations, as a
single platform for the exchange of experience,
development of solutions to gender issues, sup-
port and professional growth of women in the
energy industry.

Since the formation of the Club in 2013, Ka-
zakhstan has held thematic forums and meet-
ings on such topics as “Role of Women in Sus-
tainable Energy Development”, “Gender Policy
of the Company: Traditionalism — Compromise
- Equality”, “Women in the Energy Sector. Ex-
panding the Boundaries of the Future”, “Mod-
ern Image of Women’s Leadership in the Ener-
gy Sector”. In addition, in order to support and
develop women’s professionalism, the Club
conducts trainings and a mentoring program, in

which young women have the opportunity to im-

BbICUTb I-(BaJ'IVId)VII-(aLI,MIO, NMO3HaKOMUTLCA U OCBOUTb
HOBbl€ HaBblKK, a TaKHKe 3aHATbCA HayHHOVI n nc-
CreoBaTesIbCKON OeATeNTbHOCTLIO.

Noen pasButuA reHOgepHOro paBeHCTBA LUMPOKO
NPUMEHAITCA B aKUMoHepHoM obLectee «KEGOC».
Mpu nopnepke HeHCKOro s3HepreTUYECcKoro Kiy-
6a B «KEGOC» npoBogAtcA MeponpuATUA, Ccro-
cobCTBYIOLLME Pa3BUTMIO TEeHOEPHbIX aCMeKToB,
BKJ10YaA MPOrpaMMy HaCTaBHUYECTBA, CTarKMPOBKM
N BHYTPEHHWE TPEHMHIU, KOHKYPChl paLMoHanu3a-
TOPCKMX pELLEHUN, NPOEKTbI PasBUTUA MOJTOOEHK-
HOIO OBWMKEHWA, YYaCTUA HKEHLLMH SHEPreTUKOB B
MeryHapoOHbIX 0TpacneBblX OpraHU3aLmaAx 1 pa-
604YMX KOMUCCUAX, @ TaKMKe aKTMBHAA NOAAEpPrKKa
CMOPTUBHbBIX MHULMATMB.

[loKknag pacnpocTpaHeH BCeM y4acTHUKaM BCTPeYM,
a TaKMKe pasMeLLeH Ha opuumManbHoM CTpaHuLe Me-
ponpuATKA.

prove their skills, get acquainted with and learn
new skills, as well as engage in scientific and re-
search activities.

The ideas of gender equality development are
widely applied in the KEGOC Joint Stock Com-
pany. With the support of the Women’s Energy
Club, KEGOC hosts events that promote the de-
velopment of gender aspects, including mentor-
ing programs, internships and internal trainings,
innovation competitions, projects for the devel-
opment of the youth movement, the participa-
tion of women of the energy industry in interna-
tional organizations and working commissions,
as well as active support for sports initiatives.

The report was distributed to all participants
of the meeting, as well as posted on the official
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