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Abstract

Discriminatory distribution of professions and wages affects the workforce. This pa-
per aims to assess gender employment and pay gaps within Ukraine’s labor market, 
utilizing data from 2013 to 2021. Before the full-scale war, according to the Gender 
Employment Gap Index, female and male employment were concentrated in different 
occupational groups, with the list of female and male professions unchanged. While 
the Duncan index (0.338–0.364) confirmed pronounced gender occupational segrega-
tion, the Karmel-MacLachlan index (0.041–0.046) demonstrated that its weighted ef-
fect was moderate, as the most segregated occupations accounted for a relatively mod-
est share of the employed population. The gender pay gap in Ukraine remained stable, 
with an unweighted gender pay gap of 8–12% and a weighted gender pay gap of 9–12%, 
and by type of economic activity, within these same limits. The most discriminatory 
industries did not impact the overall gender pay gap. Therefore, lowering gender gaps 
in Ukraine is not feasible without targeted policies in the major industries, where the 
largest number of people are employed. Since the full-scale war, women have become 
more proactive not only in registering sole proprietorships and assuming ownership 
in businesses but also in military employment. Yet, the results point to the structural 
entrenchment of women in less profitable industries that perpetuates inequality re-
gardless of changes in the average pay gap.
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INTRODUCTION 

 Gender inequality in the labor market remains a structural problem, 
characterized by persistent occupational segregation, the pay gap, and the 
underrepresentation of women in leadership positions. Despite increasing 
educational attainment among women, barriers to accessing economic 
opportunities persist and are exacerbated by the burden of unpaid care 
work. These disparities not only reduce productivity but also stifle inno-
vation, restricting inclusive economic growth.

Achieving gender equality aligns with SDG-5 (gender equality) and SDG-
10 (reduced inequalities) (United Nations, 2015). Gender inequality af-
fects national environmental, social, and governance performance (Ko 
& Leung, 2025), while, according to the European Institute for Gender 
Equality (2017) estimates, greater gender equality could boost the EU 
GDP per capita by 6.1–9.6% by 2050. Moreover, data from 162 countries 
between 1985 and 2019 indicate that countries with higher representation 
of women in government and better overall gender equality tend to have 
lower income inequality (Nelson & Goel, 2023; Sobhee, 2020). 

For Ukraine, reducing gender inequality in the labor market is a pre-
requisite for sustainable economic recovery. According to the interna-
tional commitments, the Ukrainian Government declared a goal to 
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reduce the gender pay gap from 18.6% to 13.6% by 2030 (Cabinet of Ministers of Ukraine, 2022). In 
conjunction with wartime socio-economic factors, this analysis provides a foundation for formulating 
effective recommendations to address labor market gender inequality.

1. LITERATURE REVIEW

 The main research areas on gender inequality in 
the labor market include the role of women and the 
factors that keep gender inequality, the economic 
losses resulting from gender inequality, its effects 
on reducing economic disparities and increasing 
wealth, the relationship between economic devel-
opment and gender inequality, and horizontal and 
vertical occupational segregation. Additionally, re-
search on gender inequality in the context of global 
uncertainty and challenges – such as economic cri-
ses, the COVID-19 pandemic, and armed conflicts – 
has become increasingly relevant.

 Breakthroughs in research on gender inequal-
ity in the labor market stem from empirical evi-
dence and sociological analysis of women’s roles, 
as exemplified by Goldin (1984, 1989). Research 
on gender inequality emphasizes the causes and 
consequences of discrimination against women 
in the labor market. For instance, Goldin (1990) 
built upon the existing thesis regarding the posi-
tive impact of economic development on women’s 
employment by introducing a U-shaped curve. 
This curve illustrates a decline in women’s partici-
pation in paid work during the transition from an 
agrarian to an industrial economy, followed by an 
increase during the rise of the service sector, par-
ticularly in the 1970s and 1980s. This finding sug-
gests that economic development does not inevita-
bly lead to gender equality. 

 Reductions in the gender pay gap have often ac-
companied increased female labor force partici-
pation, driven by improvements in education and 
shifts in occupational structures. This trend is 
confirmed empirically: in 2018, the hourly pay ra-
tio of women’s to men’s pay reached 0.83, which is 
0.23 more than in 1970 (England et al., 2020). 

An important component of gender inequality in 
the labor market is occupational gender segrega-
tion. It manifests in two forms: horizontal, which 
divides jobs into female and male categories, and 
vertical, characterized by hierarchical divisions 

that expose inequities in advancement opportuni-
ties. While vertical segregation is associated with 
inequality, horizontal segregation often appears 
as merely a difference rather than an inequal-
ity (Blackburn & Jarman, 2006). Froehlich et al. 
(2020) proved the comprehensive nature of gen-
der segregation stereotypes, revealing that across 
each studied country with different levels of gen-
der inequality, all preselected occupations were 
perceived in stereotypical male and female terms. 
Nevertheless, a general trend suggests a reduc-
tion of occupational segregation (England et al., 
2020), although it remains pronounced in certain 
societies (Gedikli, 2020), particularly in patriar-
chal ones. Adisa et al. (2021) found that women 
in male-dominated professions were rather excep-
tions in these societies; they were “lone wolves”, 
facing challenges in social, family and marital 
relations, alongside limited professional advance-
ment opportunities. 

Notably, welfare states with high overall gender 
equality frequently exhibit horizontal gender seg-
regation. Thus, in economies with the lowest lev-
els of formal gender inequality, women more often 
opt for traditionally female occupations even with 
broader labor market opportunities, while male 
occupations remain male-dominated (Stoet & 
Geary, 2018). This phenomenon of horizontal oc-
cupational segregation, remaining prevalent even 
with the formal expansion of women’s access to the 
labor market, is typical for developed or postin-
dustrial economies (Charles, 2003; De Gioannis, 
2025), especially for Nordic countries (Melkas & 
Anker, 1997; Hustad et al., 2020) as a whole, and 
for the specific industries (Corneliussen, 2021). 
Hence, pay gaps and occupational segregation 
persist, and sometimes even grow.

Contributing to income inequality, occupational 
gender segregation concentrates women in lower-
paid sectors and positions, thereby diminishing 
average earnings and limiting upward mobility 
within industries. Thus, women are underrepre-
sented in highly paid occupations within the soft-
ware engineering and development sector, prevail-
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ing in lower-compensated roles like software qual-
ity assurance (Campero, 2020). The dominance 
of women in a medical specialty can lead to low-
er overall compensation (Pelley & Carnes, 2020). 
Women can be underrepresented in management 
and technical roles within oil and gas companies 
of an entire country, occupying supportive yet 
less-paid positions (Okosu et al., 2025).

During wartime, the employment structure trans-
forms, leading to an increase in women’s partici-
pation in the labor market and a decrease in the 
gender pay gap. For instance, women substantial-
ly replaced men in the workforce during WWII 
(Bose et al., 2022), with a subsequent decline af-
terward. Acemoglu et al. (2004) revealed that in 
the U.S. states with a higher number of mobilized 
men, more women worked postwar, resulting in 
structural shifts that lowered wages for both sex-
es. At the same time, the rise in female wartime 
employment stemmed from industrial mobiliza-
tion rather than merely the absence of men. Rose 
(2018) found that after the war, despite newly em-
ployed women’s wish to continue working, men 
returned to their jobs. This largely offset the re-
duction of the gender gap in the most affected ar-
eas until the 1950s, with only small increases in 
employment within the durable goods manufac-
turing sector. Thus, while labor market participa-
tion increased during the war, it failed to establish 
a long-term trend, as patterns of inequality re-
emerged post-war.

Another issue is wage disparity between men and 
women. During WWI, this disparity was par-
ticularly evident in the banking sector in Britain, 
where women held significant numbers yet were 
often confined to clerical roles (Seltzer, 2011). 
Although younger women earned wages compara-
ble to their male counterparts, inequalities arose 
from dismissals or interruptions in their careers 
due to marriage or childbirth, as also evidenced 
by Goldin (1990). In Italy, before WWI, women 
earned, on average, only half of what men made 
(Gómez-León & Gabbuti, 2025). During the war, 
this wage gap narrowed sharply due to labor short-
ages and the mobilization of men, which improved 
employment prospects for unskilled workers, pre-
dominantly women. However, the wage gap re-
verted to pre-war levels during the interwar peri-
od. Only after WWII did conditions for women in 

the labor market begin to improve, linked to wage 
increases and economic growth. A similar pattern 
was observed in Great Britain and Germany dur-
ing this period. Therefore, while war temporarily 
narrows gender income gaps due to labor short-
ages, without structural reforms, the labor market 
reverts to pre-war inequality patterns.

Even short-term progress in reducing gender in-
equality shifted societal perception of women’s 
role in the labor market. In the post-war period, 
women increasingly came to be viewed as ca-
pable of working and maintaining their families 
(Kessler-Harris, 2003). Jacobsen (2016) concluded 
that wartime changes in attitudes toward estab-
lished gender roles enabled women to pursue and 
expand opportunities in the labor market after-
wards. According to Webster et al. (2019), even 
short and medium-term shifts may affect social 
institutions triggered by war. Many efforts were 
made to encourage women’s return to the labor 
market after WWII. Hence, war not only alters 
the employment structure temporarily but also 
changes society’s perceptions of women’s roles, 
which in the post-war period can support their in-
tegration into the labor market.

The Irish experience demonstrates how, in the af-
termath of war, gender restrictions became more 
rigid, which had enduring economic consequenc-
es. Up to 1973, Ireland had a legal rule that forced 
women to leave public sector jobs after marriage 
and prevented married women from working 
in the permanent civil service (Government of 
Ireland, 1973). Additionally, the Conditions of 
Employment Act (Government of Ireland, 1936) 
allowed the government to limit women’s employ-
ment in certain industry sectors to protect the em-
ployment of men. As a result, the development of 
childcare in Ireland was delayed, and the high cost 
of childcare and the limited availability of places 
create a major barrier for mothers, forcing them to 
either cut down their working hours or leave the 
labor market altogether, which widens the gender 
pay gap. This case shows that even after gender-
unfair norms have been abolished, the country 
still faces lasting structural economic inequalities.

In Britain, the hourly wage gap narrowed by 11 
percentage points (p.p.) during WWII, remaining 
stable until the introduction of the Equal Pay Act 
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in the 1970s, which further reduced the gap by an 
additional 10 p.p. (Bryson et al., 2020). Efforts to nar-
row the gender pay gap yielded more success in criti-
cal wartime industries facing high demand for labor 
substitution (Gazeley, 2008). In contrast, progress 
lagged in other industries predominantly employing 
women. Seltzer (2011) highlighted the restrictions 
women faced in achieving career advancement, as 
exemplified by Williams Deacon’s bank. By forcing 
women to leave the workforce after marriage, the 
state entrenched pay and employment inequalities. 
Traditionally, men were expected to earn a “family 
wage”, while women were often expected to main-
tain only themselves. Nevertheless, changes trig-
gered by WWI and WWII led to expanded women’s 
participation in banking. Although women began 
entering clerical and permanent positions after 1920, 
no female bank branch managers were appointed in 
the United Kingdom until 1958. Other researchers 
have argued that the militarization of the economy 
exacerbated gender inequality and impacted wom-
en’s employment (Elveren et al., 2022). For instance, 
in wartime Ukraine in 2023, some estimates suggest 
that the gender pay gap increased to 41% following 
the inclusion of the male-saturated defense sector 
(Skurativska, 2025). Although war can stimulate a 
reduction in the gender pay gap by increasing wom-
en’s participation in essential sectors, it can also re-
produce barriers related to unequal career advance-
ment and cultural expectations. Another challenge is 
data reliability and comprehensiveness. 

The analysis of the impact of the Balkan wars on 
gender inequality reveals several important in-
sights. The war in Bosnia and Herzegovina dur-
ing the early 1990s displaced 1.3 million individu-
als, resulting in heightened unemployment levels 
for displaced men and a greater tendency for dis-
placed women to exit the labor force (Kondylis, 
2010). A study focusing on Bosnian women who 
became forced migrants indicates that nearly all 
refugee women entered the black labor market 
due to restrictive employment policies (Franz, 
2003). Unlike men, women were more nonselec-
tive, accepting any available job. At the same time, 
Stavrevska (2019) showed that efforts to enhance 
women’s employment and entrepreneurial oppor-
tunities in the post-war economy may yield con-
tradictory outcomes. A comparison of the two 
goals of microfinance for women in post-conflict 
Bosnia and Herzegovina – namely, improving 

family well-being and advancing gender equality 
– illustrates how neoliberal narratives surrounding 
women’s economic empowerment can simultane-
ously constrain individual agency within house-
holds and limit women’s agency in public spheres.

The growing debate on gender roles in wartime la-
bor markets underscores the need to examine how 
gendered labor patterns affect economic perfor-
mance. O. Alimenko and O-M. Alimenko (2024) 
highlighted legal mechanisms that facilitate the 
social and labor integration of women compelled 
to work in critical sectors during wartime. They 
pointed out a contradiction between the need 
for social protection for women often compelled 
to take on harmful roles, night shifts, and heavy 
work, and the goal of achieving gender equality 
in employment. In particular, the Law of Ukraine 
permits women’s involvement in night and heavy 
work with their consent, excluding pregnant 
women and those with infants (The Verkhovna 
Rada of Ukraine, 2022). While this law appears to 
overcome gender discrimination, it raises impor-
tant questions regarding the balance between eco-
nomic needs and worker welfare. Therefore, en-
suring worker social protection necessitates mea-
sures that ensure workplace safety, fair and decent 
wages, and access to social services for all genders. 

In ongoing wartime, the increasing asymmetry in 
the distribution of unpaid labor sees women dis-
proportionately bear more domestic responsibili-
ties, while men serve in the military. According 
to UN Women (2023), as a large number of men 
join the military, women increasingly assume the 
role of household heads, dedicating more time 
to childcare and community service, often at the 
expense of their own employment. This is a huge 
economic loss, constraining women’s profession-
al development and reducing their competitive-
ness in the labor market. The undervaluation of 
female-dominated occupations poses risks to soci-
ety, especially during wartime and post-war recov-
ery. Professions in caregiving and teaching, which 
possess substantial social importance, often re-
ceive lower pay than technical or managerial roles. 

 The gender gap persists in the economic sphere 
– evident in employment, labor market partici-
pation, wages, and managerial positions – while 
there is no gender gap in education. This discrep-
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ancy echoes the findings of Bertrand et al. (2010), 
who emphasized parenthood’s significant impact 
on gender inequality, particularly regarding earn-
ings. The study concluded that, depending on the 
relevance of this factor compared to others, poli-
cies aimed at addressing gender inequality will 
vary. Some initiatives will focus on enhancing 
women’s awareness, education, and skills, while 
others will support already qualified women. For 
these women, increasing men’s involvement in 
household duties and childcare (England et al., 
2020), along with flexible working hours and ac-
cessible childcare, can help them balance paren-
tal responsibilities. To effectively mitigate gender 
inequality and evaluate outcomes, it is essential 
to consider the potential long-term effects of spe-
cific measures. The impact of concrete measures 
can take decades to materialize in changes in so-
cial behavior, particularly women’s self-perception 
(Goldin, 1990), while not being detected in a short 
period of time (Sookram & Strobl, 2009). 

 This study adds to the examination of gender in-
equality in wages and employment during wartime. 

The Ukrainian context requires consideration due 
to the ongoing war, which has caused significant 
population displacement, military mobilization, and 
labor shortages. In July 2025, more than 1.93 mil-
lion (out of a total of 4.34 million) Ukrainian adult 
women had been granted temporary protection in 
the EU (Eurostat, 2025); 1.8 million women are IDPs 
(IOM, 2025). Additionally, women’s workloads and 
responsibilities in domestic labor also increased (UN 
Women – Ukraine, 2025). Although women are of-
ten consigned to low-paid jobs, labor shortages pres-
ent opportunities for them to assume non-tradition-
al roles. If post-war policies embrace and support 
these transitions, they could lead to a sustainable 
reduction in gender inequality (Figure 1). Thus, by 
learning from historical legacies of gender inequal-
ity in wartime, Ukraine can transform short-term 
improvements into enduring changes that address 
gender disparities.

 The goal of this paper is to examine gender inequal-
ity in Ukraine’s labor market, focusing on pay gaps 
and occupational segregation from 2013 to 2021, 
and generalizing wartime gender-related shifts.

Figure 1. Structural patterns shaping gender inequality in Ukraine

Historical legacies of gender 

inequality in wartime

• rise in the number of

women employed in

unskilled labor positions;

• in regions where more

men are mobilized for

military service, there

tends to be a

corresponding rise in the

employment of women;

• temporary nature of

increased employment

opportunities for women;

• war can, paradoxically, act

as a factor that reduces

gender inequality;

• growing perception of

women as capable

participants in the labor

market;

Structural patterns in 

wartime Ukraine

• demographic losses - more

than 5.6 mln people from

full-scale war onset (as of

September 2, 2025)

(UNHCR, 2025);

• the coexistence of rising

unemployment and labor

shortages;

• development of

employment programs for

women integration into

traditionally male

occupations;

• women’s participation in

entrepreneurship

development programs;

Potential pathways for 

addressing gender inequality 

in postwar Ukraine from 

global practice

• strategies to reduce

gender inequality in the

labour market, according

to national and

international

commitments;

• narrowed gender pay gap;

• more inclusive labor

participation for all gender

groups;

• balancing gender equality

with health and

demographic

sustainability;

• sustained economic

recovery.
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2. METHODOLOGY 

The study applies a quantitative descriptive ap-
proach to test the hypothesis that horizontal oc-
cupational segregation persists under conditions 
of formal expansion of women’s access to the la-
bor market. Data processing involved a two-step 
approach. 

First, official annual aggregated statistical data 
from the State Statistics Service of Ukraine (SSSU) 
on the numbers of employed population aged 
15–70 by occupational group and by type of eco-
nomic activity and average monthly wage by type 
of economic activity for 2013–2021 were used to 
estimate gender indices (GEGI, GPG, D_t and 
KML_t). 

The gender employment gap index (GEGI, the size 
of the employment gap relative to total employ-
ment) is calculated following Pennings (2022), as

{ } { }( ), ,
 

100%,
M t F t

t

t

L L
GEGI

L

−
= ⋅  (1)

where { } { }, ,M t ma F t
L L  – number of employed 

men and women respectively in the year t; 

{ } { }, ,
  . t M t F t

L L L= +

Occupational segregation is measured by:

a) Duncan index (O. Duncan & B. Duncan, 1955) 
(the share of women/men who need to be re-
distributed to achieve equality):

{ } { } { }1

1
  ,

2

I

t it iti
D f m

=
= ⋅ −∑  (2)

where { }itf  and { }itm  are the shares of women and 
men employed in occupation i and in the year t; 
I  – number of occupational groups.

b) Karmel–MacLachlan index (Karmel & 
Maclachlan, 1988) (weighted occupational 
segregation):

{ } { }
{ } { }

 1   
.

1

2 it it

I

t iti f m
KML s

= −
= ⋅∑  (3)

To maintain consistency with the symmetric log-
ic of calculated GEGI, the gender pay (wage) gap 
(GPG) by type of economic activity is defined as:

{ }
{ } { }( )
{ } { }( )

, ,

, ,

 
 100%,

 

M it F it

sym

M it F it

P P
GPG

P P

−
= ⋅

+
 (4)

where { } { }, ,M it ma F it
P P  – average wage of men and 

women across type of economic activity i in the 
year t.

Unweighted average gender pay (wage) gap (a sim-
ple average of the gender gap across types of eco-
nomic activity):

{ } { } ,
1

 unw
t

i itGPG
t

Y gpg
N

 
= Σ 
 

 (5)

where tN . – number of economic activities in the 
year t.

Weighted average gender pay (wage) gap (the wage 
gap taking into account the weight of type of eco-
nomic activity): 

{ } { } { } { }
{ }

{ }
 ,    ,w

itt

it

i it gpg itGPG
j jt

E
Y s s

E
=Σ =

Σ
 (6)

where { }itE  – total number of employees in type of 
economic activity i in year t.

Сontributions of economic activities to the total 
GPG have been calculated as:

{ } { } { }, , ,
 ,· 

i t i t i t
Contr s GPG=  (7)

where { }its  is the occupation’s share in total 
employment.

Second, this paper utilizes aggregated indicators 
from international assessments by t UNDP as 
of 2023 and the WEF for 2006–2025, data from 
Opendatabot for 2017 to April 2025, and data from 
the State Employment Service of Ukraine’s survey 
and database as of 2025 for comparative analy-
sis of the dynamics of other gender indicators in 
Ukraine’s labor market. These data were used sole-
ly for the purpose of the discussion framework. 

3. RESULTS 

With the benefit of hindsight, from 2013 to 2021, 
the share of women in occupational groups 
reflected a stable gender horizontal segrega-
tion (Table 1). In eight out of nine occupation-
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al groups, the proportion of women remains 
stable from year to year. More than 60% of 
women are employed in four feminized occu-
pational groups. Male-dominated occupational 
groups do not show a trend toward an increase 
in the share of women. Specifically, profession-
als, experts, clerical support workers, services, 
and sales workers fell into female occupations 
(women’s share exceeded 60%). Legislators, se-
nior officials, and managers generally fell near 
the lower bound of the mixed category (40–45% 
women), indicating moderate male predomi-
nance. Skilled agriculture, forestry, fishery, and 
fish farming workers, and the elementary occu-
pations were mostly male-leaning, with wom-
en’s share below or close to 40–50%. Finally, the 
most male-dominated occupations were skilled 
workers using specific tools, plant and machine 
operators, and assemblers, where women’s share 
was always below 40%. 

Throughout 2013–2021, occupational segregation, 
as measured by the total Gender Employment 
Gap Index (GEGI), increased from 3.4% to 5.1%, 
indicating a lack of convergence, rather than a 
decrease in differences in the employment struc-
ture of women and men by professional groups. 
When the gender employment gap index is calcu-
lated separately for each occupational group, the 
values range from –60% to 75%, signaling pro-
nounced horizontal gender segregation (Table 2). 
Professionals, experts, clerical support workers, 
and service and sales workers consistently display 
large negative GEGI, indicating a stable predom-
inance of female employment. In contrast, the 
highest positive GEGI is observed among skilled 
workers using specific tools and plant and ma-
chine operators, where the gender gap remains 
strongly in favor of men. Skilled agricultural 
workers show moderate male dominance in ear-
lier years, followed by a near-parity shift by 2021. 

Table 1. Share of employed women, by occupational group, 2013–2021, %

Source: Our calculations based on the State Statistics Service of Ukraine (n.d.). 

Occupational group 2013 2014 2015 2016 2017 2018 2019 2020 2021

Legislators, senior officials, and managers 38 38 40 41 41 40 41 41 41

Professionals 62 61 61 61 61 61 60 61 61

Experts 66 68 65 65 65 65 65 64 64

Clerical support workers 87 85 83 83 85 85 81 82 83

Services and sales workers 67 69 68 67 67 68 67 68 68

Skilled agriculture, forestry, fishery, and fish 
farming workers 42 37 38 36 41 40 42 47 51

Skilled workers using specific tools 12 13 14 14 14 15 15 16 16

Plant and machine operators, and assemblers 19 18 16 16 16 15 16 15 14

Elementary occupations 50 48 47 47 47 47 46 45 44

Note: Darker green – higher female share, lighter green – lower female share.

Table 2. Gender employment gap by occupational group in Ukraine, 2013–2021, %

Source: Our calculations based on the State Statistics Service of Ukraine (n.d.). 

Occupational group 2013 2014 2015 2016 2017 2018 2019 2020 2021

Legislators, senior officials, and managers 23 24 21 18 18 19 17 19 18

Professionals –23 –23 –22 –21 –22 –23 –21 –22 –21

Experts –33 –35 –29 –30 –30 –30 –30 –29 –28

Clerical support workers –74 –70 –67 –66 –71 –69 –63 –65 –66

Services and sales workers –35 –38 –35 –34 –33 –37 –34 –36 –36

Skilled agriculture, forestry, fishery, and fish 
farming workers 16 25 24 27 18 20 15 6 –2

Skilled workers using specific tools 75 75 73 71 71 69 69 69 69

Plant and machine operators, and assemblers 63 64 68 68 69 71 68 70 72

Elementary occupations 1 5 6 6 7 7 8 10 12

Total GEGI 3.4 3.5 4.2 3.8 3.8 3.3 4.4 4.4 5.1

Note: Green color – male-dominated occupations, red color – female-dominated occupations, yellow color – almost parity 
employment levels.
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Elementary occupations remain the most gender-
balanced category.

From 2013 to 2021, the Duncan index fluctuated 
between 0.338 and 0.364, reflecting a consistent 
occupational segregation (Figure 2). Low values of 
the Karmel-McLachlan index (ranging from 0.041 
to 0.046) suggest that the most significant gender 
imbalances happen in occupations with relatively 
small employment shares, while the largest occu-
pational groups show more moderate gender dis-
parities. The overall pattern of these indices indi-
cates no substantial long-term reduction in occu-
pational segregation, although minor year-to-year 
variation is present.

Before the full-scale war, the most significant gen-
der pay gaps were observed in arts, sports, enter-
tainment, and recreation (around 18–33%) and 
in financial and insurance activities (around 19–
23%). High gaps were also recorded in industry 
(14–19%), transport, warehousing, postal and cou-
rier activities (13–15%), and wholesale and retail 
trade (typically 11–14%). In contrast, the most mi-
nor gaps were found in education (1–7%, declin-
ing to 1% after 2018), administrative and support 
service activities (around zero, with some years 
showing even a slight advantage for women), as 
well as in real estate operations and public ad-
ministration and defense, where the gap did not 
generally exceed 5–9% (Table 3). Unweighted gen-
der pay gap (GPG) indicates that the average eco-
nomic activity had a gap of approximately 8–12% 
during 2013–2021, with a slight decline after 2015. 
Weighted GPG shows that the overall gender gap, 

considering the employment structure, remained 
steady at 9–12% without significant fluctuations 
from 2013 to 2021, and was very similar in size 
to the unweighted GPG (Figure 2). This suggests 
that large industries do not exhibit either very low 
or very high GPGs; instead, the gaps are relatively 
evenly distributed across the range.

The contributions of economic activities to the to-
tal GPG indicate that from 2013 to 2021, the larg-
est share was made up of: a) wholesale and retail 
trade; repair of motor vehicles – averaging 2.55 
p.p.; b) industry – 2.37 p.p.; c) agriculture, for-
estry, and fishing – 1.77 p.p.; d) transport, ware-
housing, and postal activities – 0.83 p.p. These 
sectors combined a significant GPG with a large 
employment share, making their contribution 
to the overall gender gap particularly important. 
Conversely, sectors with the highest GPG values 

– such as financial and insurance activities (aver-
age 20.2%) and arts, sports, entertainment, and 
recreation (23.3%) – contributed relatively little 
(0.28 p.p. each), mainly due to their low employ-
ment share (1–1.4%). Large sectors with low GPG, 
such as education and healthcare, did not signifi-
cantly contribute to the total GPG but rather nar-
rowed the overall gap, offsetting the high GPGs of 
other activities. Thus, the gender pay gap is more a 
result of a mix of moderate but stable gaps across 
the largest economic sectors rather than extremely 
high gaps in high-skilled fields.

In general, although Ukraine lags behind the lead-
ers in gender equality (Northern Europe), it is not 
an outsider in the regional context (Central and 

Source: Our calculations based on the State Statistics Service of Ukraine (n.d.). 

Figure 2. Gender pay (wage) gap and occupational segregation in Ukraine, 2013–2021
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Eastern Europe). According to the UNDP Gender 
Inequality Index (UNDP, n.d.), in 2023, the female 
labor force participation rate (% of those aged 15 
and over) in Ukraine was only 47.4%, significantly 
lower than in countries with the highest levels of 
gender equality, such as Iceland (70.5%), Sweden 
(64.4%), Norway (62.1%), Switzerland (62.6%), and 
Denmark (59.7%). Notably, the gender gap be-
tween female and male labor force participation in 
Ukraine was 14.9 p.p., compared to 8.8 in Iceland, 
8.0 in Denmark, 7.1 in Norway, 8.3 in Switzerland, 
and 6.2 in Sweden. Ukraine’s gender gap is simi-
lar to Poland’s, slightly worse than Bulgaria’s, but 
better than Romania’s. Female labor participation 
rates are 52.0% in Poland, 49.8% in Bulgaria, and 
41.9% in Romania, with gender gaps of 14.3 p.p., 
12.4 p.p., and 20.0 p.p., respectively.

The dynamics of the share of women among the 
registered unemployed in Ukraine during 2017–
April 2025 (Figure 3) reveal a persistent gender im-
balance in the labor market, considerably worsened 
during the full-scale war. Although the share of un-
employed women fluctuated between 55–65% since 
the mid-2000s, after the full-scale war began, it rose 
beyond 70–80% (National Bank of Ukraine, n.d.). 
Not only does this reflect the structural character-
istics of employment, but also the impact of men’s 
mobilization. That is, since the start of the full-scale 

war, women have remained the primary job seekers 
through official channels. Such a shift emphasizes 
the need to adapt government employment policies 
to better support women’s employment.

Given the rise in official female unemployment, the 
recruitment of women in traditionally male-domi-
nated areas remains limited in scope. In particular, 
according to the Survey of Ukrainian employers 
(54,677 firms), more than half of the 17,570 firms 
that planned to hire in 2025 (57.1% or 10,033 firms) 
expressed their intention to employ women in tradi-
tionally male-dominated professions. However, on-
ly 18.4% of the entire sample fell into this category. 
The largest numbers of firms planning to hire were 
in the processing industry (1,987), education (1,578), 
healthcare and social assistance (1,308), agriculture 
(1,104), and trade (1,045) (State Employment Service 
of Ukraine, 2025). Furthermore, gender inequality 
within the military has gained increasing impor-
tance since, as of January 1, 2025, over 5,500 female 
service members are on the front lines, and more 
than 70,000 women serve in the Armed Forces of 
Ukraine, representing a 20% increase from 2022 
(Ministry of Defence of Ukraine, 2025).

At the same time, since the full-scale war, the 
dynamic of newly registered individual entre-
preneurs (sole proprietors, FOPs) in Ukraine in-

Table 3. Gender pay gap by average monthly wage per full-time employee, by type of economic 
activity, in Ukraine, 2013–2021, %

Source: Our calculations based on the State Statistics Service of Ukraine (n.d.). 

Type of economic activity 2013 2014 2015 2016 2017 2018 2019 2020 2021

Agriculture, forestry, and fishing 9 8 10 10 10 11 11 10 12

Industry 19 17 17 14 14 15 14 14 14

Construction 15 8 6 4 4 5 2 2 7

Wholesale and retail trade; repair of motor vehicles and motor-
cycles 11 7 14 12 13 13 11 11 11

Transport, warehousing, postal, and courier activities 13 14 13 13 14 13 13 15 13

Temporary accommodation and catering 10 8 8 7 8 7 4 4 7

Information and telecommunications 7 8 13 13 11 11 10 13 12

Financial and insurance activities 21 19 23 20 21 21 20 19 19

Real estate operations 7 8 9 3 5 6 5 3 5

Professional, scientific, and technical activities 8 13 13 9 7 11 12 12 12

Administrative and support service activities 3 2 10 -1 0 1 -1 -2 -1

Public administration and defense; compulsory social insurance 11 9 5 3 3 2 2 5 7

Education 5 4 7 3 2 1 1 1 1

Healthcare and social assistance 7 11 7 6 5 5 5 9 6

Arts, sports, entertainment, and recreation 25 9 33 33 26 21 18 27 19

Provision of other types of services 14 17 8 10 9 6 1 1 0

Note: Green color – the gap is smaller (women earn more than men), red color – gap is bigger (men earn more than women), 
yellow color – parity wage levels.
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dicates a rise in female participation in entrepre-
neurship. During 2017–2021, while men registered 
more individual entrepreneurs than women, the 
gap gradually narrowed (the proportion of wom-
en among newly registered individual entrepre-
neurs rose from 47.2% in 2017 to 51.3% in 2021) 
(Figure 3). In 2022, despite an overall decline in 
entrepreneurial activity, the share of women re-
mained considerable at 48.1%. Starting from 2023, 
the number of newly registered female individual 
entrepreneurs consistently surpassed that of men, 
accounting for 57.4% in 2023, 60.8% in 2024, and 
61.0% from January to April 2025 (Opendatabot, 
n.d.). In parallel, the presence of women as sole 
owners of businesses in the form of legal entities 
modestly increased, rising from 18.2% in 2024 
(173.5 thousand out of 954 thousand businesses) 
to nearly 20% as of January 2025. However, the de-
cline in mixed businesses (from 14.6% to approxi-
mately 9.7%) and the rise in the share of solely 
male-owned businesses (from 58% to about 63%) 
suggest a growing gender imbalance in the owner-
ship structure (YC.Market, 2025). Therefore, after 
the onset of the full-scale war, women have domi-
nated new FOPs, reflecting both their economic 
adaptation to wartime conditions and the struc-
tural demographic effect linked to the mass mobi-
lization of men.

The spillovers of russia’s full-scale invasion of 
Ukraine on gender inequality include an increase in 
the proportion of women among newly registered 
sole proprietors and the rise in the share of women 
owning businesses as legal entities. This can be par-
tially attributed to men going off to war, thereby 
making women more visible in entrepreneurship 
and business ownership. The takeaway is that the in-
clusion of women in the informal economy and non-
traditional roles within formal sectors alters percep-
tions of workforce composition during wartime.

4. DISCUSSION

The results partially confirm the hypothesis that 
horizontal segregation persists and the pay gap 
remains, even under conditions of relatively high 
formal equality in the labor market. Ukraine’s la-
bor market is near-balanced in overall employment 
levels but highly segregated in its internal structure. 
Specifically, before the onset of the full-scale war, 
although the total GEGI was relatively small (1–5%), 
the occupational structure demonstrated patterns 
of horizontal segregation. Men tended to cluster 
in technical and manual occupations (+60–75%), 
while women were concentrated in clerical, profes-
sional, and service occupations (–40–70%). 

Source: Our calculations based on National Bank of Ukraine (n.d.), Opendatabot (n.d.),  
and State Employment Service of Ukraine (2025). 
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In addition, before the full-scale war, there was no 
persistent downward trend in occupational segre-
gation. According to the Duncan index, approxi-
mately one-third of employed individuals would 
need to shift occupations for the gender distribu-
tion to become balanced. The Karmel-McLachlan 
index demonstrates that occupational segregation 
is intensified precisely in mass professional groups, 
and not only in small or peripheral ones. That em-
phasizes the institutional inertia of Ukraine’s labor 
market, where gender stereotypes and established 
employment patterns continue to sustain gender 
inequality. This pattern aligns with the fact that, 
although women were notably present in bank-
ing during WWI and WWII, they did not occupy 
management roles until the mid-1950s, mainly 
remaining in lower-paid positions with limited 
prospects for career progression (Seltzer, 2011).

Before the full-scale war, women in Ukraine in 
2013–2021 received an average of 9–12% lower wag-
es than men. The gender pay gaps are not driven 
by the most discriminatory industries; rather, pay 
gaps result from the cumulative effect of small to 
medium disparities across large industries. A high 
gender pay gap (GPG) in finance or culture has 
minimal impact on total inequality because few 
people are employed there. Policies targeting only 
high-skill, high-paying sectors will not significant-
ly reduce the total GPG, as their impact is nearly 
negligible. Notably, industries with a high propor-
tion of women (like education and healthcare) tend 
to decrease the overall GPG, offsetting high gaps in 
other areas. Therefore, to effectively lower the total 
gender pay gap, reforms should focus specifically 
on large sectors such as trade, industry, agriculture, 
and transport. This result agrees with Acemoglu et 
al. (2004) and Nunes et al. (2025), who confirmed 
that wage equalization was achieved by reducing 
wages for both men and women. This trend was 
also evident in industries where there was a signifi-
cant replacement of men’s jobs by women during 
the war (Acemoglu et al., 2004).

Between 2021 and 2023, survey results revealed an 
increase in the proportion of respondents perceiv-
ing equal pay opportunities, rising from 43% to 
61% (Rating Group, 2021, 2023). This indicates a 
slight improvement in the perception of pay equal-
ity within Ukrainian society, as both women and 
men increasingly believed that the pay gap is less 

substantial or that women earn considerably less. 
Likewise, working women became common after 
WWII, which particularly influenced how later 
generations viewed women (Kessler-Harris, 2003).

 Acknowledging that gender inequality in the 
Ukrainian labor market manifests through occu-
pational segregation and wage gap, policies should 
seek to address structural barriers that reinforce 
gendered professions. That requires a dual ap-
proach: short-term measures to address immedi-
ate needs, particularly in wartime and post-war 
conditions, and a long-term strategy for sustain-
able equality and women’s empowerment. These 
measures should be comprehensive, involving 
changes in legislation, education, corporate cul-
ture, and the remuneration system. Specific mea-
sures should include developing laws that recog-
nize and enforce the concept of “work of equal val-
ue,” and promoting wage transparency to uphold 
equal pay for equal work. Second is introducing 
gender audits and certifications for enterprises to 
combat gender-based horizontal segregation and 
ensure equal access to job opportunities, and to 
dismantle stereotypes about male and female oc-
cupations. Third is implementing educational pro-
grams aimed at challenging gender stereotypes, 
with a particular focus on encouraging women’s 
participation in STEM fields, where they remain 
underrepresented. Fourth is enhancing social 
services and infrastructure to support women in 
balancing professional and family responsibili-
ties and promote equitable distribution of care-
giving duties. Fifth is encouraging businesses to 
adopt family-friendly policies that align with the 
European concept of a “non-hostile work environ-
ment”, enabling parents to work while managing 
childcare. 

 In turn, short-term measures for the time of war 
should involve establishing norms to protect the 
physical and mental health of women engaged in 
demanding jobs during wartime, addressing their 
unique challenges. Second is promoting remote 
and flexible work opportunities to expand employ-
ment prospects for women in a shifting economy 
that requires flexibility in labor legislation. Third 
is engaging businesses and public organizations in 
developing and promoting initiatives, and involv-
ing local governments in implementing measures 
to overcome gender inequality at the local level, to 
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establish gender-sensitive employment policies. 
Fourth is promoting women’s entrepreneurship 
as a resilience factor through targeted support 
mechanisms, including access to financing, train-
ing programs, and consultations for women start-
ing and developing their own businesses. In short, 
these measures would address gender inequality 

by targeting both objective (gender pay gap, oc-
cupational segregation, gaps in policy and institu-
tions, labor shortages) and subjective factors (gen-
der stereotypes, the perception of women as un-
reliable or unstable workers or job applicants, as 
well as discrimination and undervaluation of their 
qualifications compared to men).

CONCLUSION

This study examines gender inequality in the Ukrainian labor market with a particular focus on occupa-
tional segregation and pay disparities. Before the full-scale war, firstly, occupational gender segregation 
in Ukraine was high and stable. Women consistently dominated among professionals, experts, clerks, 
and service and sales workers, while men were prevalent among managers, skilled workers, tool work-
ers, and machine and equipment operators. The total Gender Employment Gap Index increased from 
3.4% to 5.1%, indicating a lack of convergence in male and female occupational structures. Secondly, 
although segregation was substantial in absolute terms (as shown by the Duncan index), its impact on 
the employed population was attenuated by the fact that highly segregated occupations represented a 
smaller proportion of total employment (as shown by the Karmel-MacLachlan index). Hence, the em-
ployment structure was changing, leaving large occupational groups gender imbalanced. Thirdly, the 
gender pay gap consistently remained in the range of approximately 9–12%, as evidenced by the un-
weighted gender pay gap, weighted gender pay gap, and the average gender pay gap by type of economic 
activity. The most significant gender pay gaps were formed in a limited group of industries (arts, finance, 
industry, transport, trade), and the smallest ones are constantly in the same sectors (education, admin-
istrative services, public administration, real estate, healthcare). Gender pay gaps were not driven by 
sectors with the largest gender pay gap but were formed by large sectors with a moderate but stable gap. 
This underscores that wage equalization policies should be targeted at mass sectors of the labor market, 
not just high-skilled or niche industries.

The results highlight the peculiarities of the labor market amid full-scale war, including the exacerba-
tion of labor shortages, increased participation by women in both traditional male and female occupa-
tions, expansion of women’s entry into entrepreneurship, and a rise in official women’s unemployment, 
accompanied by an increase in female employment in the military sector.

Addressing gender inequality in Ukraine calls for several measures. First is regulation (legal support for 
implementing the principle of “equal pay for equal work”, gender audits and certification of enterprises, 
educational policy to expand women’s participation in STEM fields). Second is social infrastructure 
(development of social services to combine professional and family responsibilities). Third is enterprise-
level management (compliance with standards for the protection of women in harmful work, promotion 
of flexible employment). Finally, local initiatives (supporting women’s entrepreneurship and encourag-
ing women’s leadership in communities) are necessary. 
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