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Abstract

This article explores the multifaceted challenges of fostering gender equality within
Small and Medium Enterprises (SMEs) in Kazakhstan, with a detailed examination
across the insurance, IT, marketing, and automotive sectors. Employing regression
analysis, the study meticulously investigates the influence of gender on several
professional dimensions: leadership roles, salary disparities, and marital status. The
findings reveal distinct patterns of gender inequality across the industries. In the
insurance sector, female leaders are notably compensated less than their male
counterparts, highlighting a direct salary gap influenced by gender. The IT industry is
characterized by a pronounced shortage of female professionals, attributed to prevailing
stereotypes regarding gender suitability for technical roles. Although the marketing
industry exhibits a comparatively smaller wage gap, it still struggles with
underrepresentation of women in leadership positions. The most stark inequality is
observed in the automotive industry, where women not only receive lower salaries but
are also subjected to diminished professional privileges, underpinned by perceptions
questioning their capabilities. The study underscores the critical need for targeted
interventions by both the government and corporate sectors to mitigate these disparities.
It advocates for the implementation of comprehensive measures, including specialized
training programs for female leaders, alongside policies that ensure equitable pay and
opportunities. This research contributes to the broader discourse on gender equality,
urging for a strategic and collaborative approach to dismantle the systemic barriers that
women face in Kazakhstan's SME landscape.

Keywords: gender asymmetry, gender equality, inequality, Kazakhstan, industry,
numeration, compensation, gender pay gap
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Kazakcran Pecny0iMKaChIHbIH HIAFBIH K9HE OPTa KICINKePJIiK
cyObeKTLIepiHae reHaep aiK TEHAIKTI KeHelTy Maceeaepi

Ken:keaai E.A.1*
I K.Cazaoues amvinoaser Xanvikapanwix 6usnec ynusepcumemi, Arimamot, Kazaxcman
Tyiin

byn makana cakraHaelpy, AKNapaTTbIK TEXHOJOrusiap (ar), MapKETHHI >KOHE
aBTOMOOMJIb OHEPKACIOl CHSKTHI caylajiap/ia erken-TerKe TaagayMen KazakcTaHHbIH
IIaFBIH XKoHE opTa KocinopeiHaapeiaaa (I1IOB) renaepik TeHIIKKE KOpASMIECYIiH KOTT
KbIPJIbI ChIH-KAaTepJIepiH 3epTTeiii. Perpeccusuiblk Tangaysl KOJAaHa OTBIPHII, 3€pTTEy
TeHJepiH OipHele KaciOn acTieKTiJiepre 9CepiH MYKHAT 3epTTEH Il KOIOaCIIbUIBIKTaFbI
peszep, *KalakplJarbl aWbIpMAIIbUIBIKTAp JKOHE OTOAChUIBIK »karfgail. Hotwkenep
cajayapJarbl TEHJEPIiK TEHCI3MIKTIH opTypiai Yiruiepin kepcereni. CakTaHIbIpy
CEKTOPBIH/IA Qi€ KeIOacuIbLIap FeHAePIIiK KalaKbIHbIH TiKEJIeH alllIaKThIFbIH KOpceTe
OTBIPBINl, EpPKEK JopiNTecTepiHEeH aWTapibIKTall a3 amaabl. AT cajacel  oien
MaMaHJapbIHbIH aWKbIH TaNIIbUIBIFBIMEH CHUIATTaNa]bl, Oyl TEXHHMKAJIBIK peJijepre
TeHICPIIK KapaMJIbUIBIK Typaibl 0achM CTEPEOTUNITEpPMEH TYCiHAipiieai. MapKeTHHT
caJlaChlH/1a JKaJIaKbIHBIH CaJbICTBIPMabl TYPAE a3 alllaKThIFbl OOJFaHBIMEH, O dJ e
OacHIbUIBIK JIaya3bIMIapAarbl SUeNep/iH a3 eKUIAIri maceneciH KaMTuabl. EH Kypt
TEHCI3/11K aBTOMOOMJIb OHEPKACIOiH e OaliKaia bl, MYH 1A QUEIIep a3 yKajdaKbl ajIbIll KaHa
KOIMaiiibl, COHBIMEH KaTap OJIapJbIH KaOileTTepiHe KYMOH KeNTipeTiH KaOblimayiap
asChIH/la KOCIOM apTHIKIIBUIBIKTAPABIH TOMEHAEYIHe YIIblpaiiibl. 3epTrey OChI
JTUCTIPOTIOPIUSTIAPABI  a3aiTy YIIiH YKIMETTIH [1e, KOPIOPATHUBTIK CEKTOPJBIH [
MaKCaTThI apaiacybIHBIH MaHbI3Ibl KAKETTLIIT1H KOpCEeTe i, diennep KombacbuiapbiHa
apHaJFaH apHaibl OKBITY OaFjapiamManapblH Koca aifaHla, TEH JKaJlakbl MEH
MYMKIHJIKTEp/li KAMTaMachl3 €TEeTiH cascaTTapMeH Oipre mapaiap KelleHi YChIHbUIAIbI.
byn 3eprrey Kazakcranueiy [IOb mannmadTeiaga oWenaep Ke3AECETIH JKYHemiK
KeJeprijiepai JKOIFa CTPATETUsIIBIK >KOHE OIpJIeCKeH KO3KapacThl IIaKbIpa OTBIPHII,
TeHACPIIK TeHIIK OOMBIHIIIA KEHIPEK TUCKYPCKA YIIeC KOCaIbl.

KinTrik ce3mep: TeHAEpHiK acUMMETpus, TEHIEPNIK TEHIIK, TEHCI3MIIK,
Kazakcran, uHyCcTpUsIap, HOMipIey, 6TeMaKbl, TEHACPIIK JKalaKbl albIpMAIIbLIBIFbI
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IIpo06semMbl paciiupeHnsi FeHAEPHOT0 PABEHCTBA B Cy0ObeKTaX MaJioro
U cCpeaHero npeanpuHumMareabcersa Pecnyoimku Kazaxcran

Kenskeani E.A1*
'Vuueepcumem Meocoynapoonozo Busneca um. K.Cazaouesa, Anmamor, Kazaxcman
AHHOTANUSA

Ora craThsl MCCIEAYET MHOTOACIIEKTHBIE BBI30BBI COJEHCTBUS TI'€HAEPHOMY
paBeHCTBY B Maibix W cpennux npeanpusarusx (MCII) Kaszaxcrana, ¢ aeTtaqbHBIM
aHAJIM30M B TAaKHX OTPACIsiX, Kak cTpaxoBaHue, nH(popmanuoHHble TexHonoruu (UT),
MapKETHUHT U aBTOMOOMIJIbHAS MPOMBIIIIEHHOCTh. MCcronbp3ysl perpeccHoHHbINA aHau3,
UCCIIeIOBAaHME TIATEIbHO N3YYaeT BIMSHHUE TeHIepa Ha HECKOJIBKO MPO(PECCHOHATBHBIX
aCIIEKTOB: POJIM B JINJEPCTBE, PA3IMYM B 3apIUIATE U CEMENHOE NOJIOKEHUE. Pe3ybraThl
MOKAa3bIBAIOT PA3JIMYHbIE MOJIENIM T€HJEPHOTO HEPABEHCTBA B OTpacisix. B cTpaxoBom
CEKTOPE JKEHIIUHBI-IUJEPhl 3aMETHO MOJY4YalOT MEHbBIIE CBOUX MY)KCKHUX KOJUIET,
MOUYEPKUBas MPSIMOI pa3phIB B 3apIuiaTax, oOycinoBieHHbIH renaepoM. Otpacins UT
XapaKTepU3yeTCsl BBIPAXKEHHBIM 1€(PUIINTOM )KEHCKHUX CHEIUAINCTOB, UTO OOBSICHIETCS
TOCIIO/ICTBYIOLUIMMH CTEPEOTUIIAMU O T€HIEPHON MPUTOJHOCTH JUIsl TEXHUUECKUX POJIEH.
XOTsi B MapKETHHTOBOW OTpaciM HAOJIOMACTCS CPAaBHUTEIHHO MEHBIINN pa3pbiB B
oriate TpyAa, B HEl Bce elle CyIIeCTBYET MpobdiemMa HeONpeICTaBICHHOCTH KEeHIIUH
Ha PYKOBOJMIIMX JOJDKHOCTAX. Hambonee pe3koe HepaBeHCTBO HaOIOnaeTcsi B
ABTOMOOWIILHON MPOMBINUICHHOCTH, T/I€ KCHIIUHBI HE TOJBKO IMOIYYar0T MEHBIIYIO
3apIuiaTy, HO U MOJIBEPraroTCsl YMEHBIICHUIO MPo(eccHOHANBbHBIX TPUBWIETHH Ha (hoHe
BOCHPUATHHN, CTaBAIINX MO COMHEHHUE UX crnocoOHocTH. MccnenoBanue moayepKuBaeT
KPUTHYECKYI0O HEOOXOAMMOCThH LEJICHAIPABICHHBIX BMEIIATENBCTB CO CTOPOHBI Kak
MIPaBUTEIBCTBA, TAK U KOPIIOPATUBHOI'O CEKTOPA JUIsl YMEHBILIECHUS 3TUX JUCITPONIOPLUH.
MpearaeTcsi KOMIUIEKC Mep, BKIIIOYas CIENHaTIN3UPOBAHHBIC MPOTPAMMBI OO0YYCHHS
JUIS JKEHIIUH-JUIEPOB, HAPsAy C MOJUTHKAMH, 00ECIIeYMBAIOLIMMHI PaBHYIO OIUIATy U
BO3MOYKHOCTH. JTO HCCJIEZIOBAaHHE BHOCHUT BKJIaJ B OoJiee HIMPOKHH IHCKYpC IO
TE€HJACPHOMY PaBEHCTBY, NMPU3bIBASI K CTPATErHYECKOMY W COBMECTHOMY MOIXOIy K
JTUKBHUJIAIIUU CUCTEMHBIX OaphepoB, C KOTOPBHIMU CTAJKUBAIOTCS JKEHIIMHBI Ha
nauamagTe MCIT Kazaxcrana.

KuroueBsble cj10Ba: reHcpHas aCHMMETPHS, TEHAEPHOE PABEHCTBO, HEPABEHCTBO,
KasaxcraH, oTpacib, HyMepanus, KOMIIEHCAL|s, TeHAEPHBIA pa3pblB B OIIATE TPya
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Introduction

Kazakhstan is considered as one of the most developed Central Asian countries
since the moment of getting its independence. It should be highlighted that the country
stands as a nation at the crossroads of tradition and modernity, where the dynamism of
its economic landscape is connecting with an active development and growth of activities
of small and medium enterprises (SMEs) [1]. However, not depending on its sufficient
economic vibrancy, a critical examination of gender dynamics within the Kazakhstan’s
enterprises reveals a complex of challenges and opportunities. The pursuit of gender
equality has become a global challenge, so the journey towards empowering women in
the SME sector of Kazakhstan can be observed as a complicated road to boosting the
interest to gender issues from the side of both government and society [2].

As the global community collectively strives for greater inclusivity and diversity,
the focus on gender equality has intensified in Kazakhstan for the recent decades.
However, despite its pivotal role in the country's economy, the SME sector in Kazakhstan
presents a distinctive set of challenges when it comes to fostering a gender balance [3].
The following article would like to rely on a comprehensive exploration of major
strategies and specifics of the realization of gender equality in small and medium
enterprises across different industries and regions of Kazakhstan. By delving into the
regional nuances, the study aims to clarify the complexities that shape the landscape of
gender empowerment within the SME sector, realizing both common challenges and the
unique aspects in specific regions.

From an urban dynamism of Almaty to a rich cultural tapestry of Shymkent, each
region contributes its own narrative to the story of encouraging gender equality in
Kazakhstan's SMEs [4]. Through this spectrum, it would be possible to emphasize such
issues as cultural norms, an access to education, and workforce stereotypes, underlined
reasons that become obstacles on the way to obtaining a full participation of women in
the entrepreneurial sphere. Through a navigation of the challenges, it is necessary to point
out potential solutions and initiatives that have emerged at the regional level, showcasing
the resilience and innovations, demonstrated by SMEs in addressing gender disparities
and asymmetries.

The article is going to investigate the gender equality, drawing on data, case studies,
and firsthand accounts from such industries as insurance, IT, marketing, and automotive
business. The results from both theoretical, statistical, and econometric tools would
contribute to the ongoing dialogue on fostering inclusivity and equal opportunities within
the SME landscape of the Republic of Kazakhstan.

Literature review

Gender equality refers to the equal legal status of both men and women, allowing
them, regardless of gender, to exercise their abilities to participate in political, economic,
social, and other spheres of life [4, p.5]. Over the years of the independence, Kazakhstan
has made a significant progress on gender equality. The beginning of the state policy of
gender equality was marked by the accession of Kazakhstan to the Beijing Declaration
in 1995. In December 1998, by decree of the Head of State, the National Commission for
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Family and Women was created. In 1998, it was transformed into the National
Commission for Women and Family and Demographic Policy. Undoubtedly, the
transition of the National Institute for gender development to the Presidential
Administration has strengthened it and provided an opportunity to influence all levels of
government [2, p.5].

Much more attention was paid to gender equality issues during the Kazakhstan's
chairmanship of the OSCE in 2010. On the eve of this event, legislative acts were signed
in the field of protection of women's rights, including the law of the Republic of
Kazakhstan “On state guarantees of equal rights and equal opportunities for men and
women” [5]. The law has established basic principles and norms concerning the creation
of conditions for gender equality in all spheres of state and public life. Currently, the
development of gender and family policy in the Republic of Kazakhstan has been
reflected in the development and adoption of the Concept of Family and Gender Policy
in the Republic of Kazakhstan for the period up to 2030.

The constant improvement of the legal framework has allowed Kazakhstan to
create conditions for the realization of equal rights and opportunities for women and men
in many areas of life. For example, according to the latest Human Development Report,
the gender gap in Kazakhstan has narrowed in areas such as education and health, and
women's economic opportunities are expanding. The active role of women is manifested
primarily in small and medium-sized businesses [6]. According to the Report “Global
Entrepreneurship Monitor (GEM): Kazakhstan 2017/2018” in Kazakhstan, men (11.7%)
and women (11.3%) have almost the same indicators for TEA (early entrepreneurial
activity). This aspect has distinguished Kazakhstan from other GEM countries (more than
50 countries in the world). In addition, the development of women's business in the
country is carried out through the state programs “Employment Roadmap - 2025 and
“Business Roadmap — 20257, as well as various programs, such as the Damu
Entrepreneurship Development Fund [7].

However, not depending on the governmental efforts to create reliable legislative
frameworks for gender equality, there are still barriers in Kazakhstan that women face
both in their professional and personal lives. For example, among studies on gender
issues, the issue of unequal remuneration between men and women for equivalent work
remains relevant. In 2018, such a pay gap between men and women was 34.2%, in 2019
—32.2%, and in 2022 — 25% [8].

In the situation with female representation in politics, most Kazakh women
highlight the lack of political and legal equality between women and men. As of January
1, 2019, the proportion of women among civil servants in the country was 55.4% of the
actual number. At the same time, the share of women holding leadership positions is -
39.8% [3, p. 4]. In 2022 this proportion has got 52.3%, which is not so sufficient progress
[7,p-2].

A key issue is the issue of professional segregation, manifested in a sustainable
division of professions and positions between different groups of employees [9]. Women
still make up more than 70% of wage earners in such low-paid areas as health, education,
and social services. Women's representation in the financial, insurance, and public sectors
is just over half. According to experts, men involved in these sectors receive 3.5 times
more wages than women working in the field of education [10].
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Kazakh scientists consider the gender aspect as an important condition for the
political institutionalization of the middle class. The attention of theorists and
practitioners to the situation of women has increased due to the fact that the economic,
physical, and mental state of women determines the quality of existing and future human
potential [11]. Women make up the majority of the population in almost all countries of
the world, their numerical superiority is mainly due to mature and older ages. In
Kazakhstan, the share of women in the total population in 2022 amounted to 51.4% [12].

An important characteristic of the position of women in the Kazakh labor market
is the sectoral and professional gender asymmetry of employment. Women are forced
into the sphere of less skilled and less advanced labor. So in 2022, women occupied a
large share (more than 65%) in the employed population of such areas as education,
health care, and trade. Women, on average, tend to choose to work with a more flexible
schedule and less intensity, which is easier to combine with home concerns. Using the
fact of motherhood as a selection tool, the employer pays the motherless regardless of the
real contribution. The female workforce is less competitive in the labor market [13]. It
leads to a higher unemployment rate among women, the official level of which is higher
than among men (see Table 1).

Table 1 — Unemployment rate among women for 2018-2022

Indicator 2018 2019 2020 2021 2022
A level of|5.4% 5.4% 5.4% 5.5% 5.1%
unemployment
among women

Note: compiled by author by source World Bank [14]

The reason for the pay gap between men and women is the difference in the average
duration of the working week [9, p.7]. However, women, on average, spend much more
time on unpaid domestic labor. The sectoral and occupational gender asymmetry of
employment also explains gender pay differences. These differences are not only unfair
but also harmful to the economy, as they lead to poverty and social isolation. Difficulties
in finding jobs for women who contribute significantly to household well-being lead to
an increase in the risk of families becoming poor [15]. The priority direction of policy in
this area is to increase the competitiveness of women in the labor market by developing
mechanisms that allow women to combine motherhood and work, and expand part-time
employment [16].

The active economic role of women led to an objective increase in the social status
of women in the family and society. In turn, it leads to changes in gender roles in the
family and to the formation of new gender models of the family in Kazakh society.

Methodology
The following article would like to investigate whether there are challenges related

to gender equality in small and medium businesses in Kazakhstan. Therefore, it was
decided to select the period from 2019 to 2023 to find out whether there is an aspect of
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inequality in the chosen industries, such as insurance, IT, marketing, and automotive
industry. Three companies were selected from each specified field (Table 2).

Table 2 — Selected companies for the analysis

Industry Company

Insurance Halyk Insurance Company JSC
Eurasia Insurance JSC
Standard Life JSC

IT LeverX JSC

Al Solutions JSC

iLink JSC

Marketing Grey Cardinals JSC
Mediocre JSC

Athena Plus JSC
Automotive Astana Motors LLP
Allur JSC

AutoCenter Bavaria LLP

Note: compiled by author

This study employs regression analysis to investigate the influence of key
inequality factors on the gender pay gap within four distinct industries: insurance, IT,
marketing, and the automotive sector. The primary objective is to unravel the
relationships between variables that contribute to gender-based salary disparities within
each industry.

It is possible to specify the selected variables.

Dependent variables:

1. Difference between salaries of male and female employees.

Independent variables:

1. Percentage of women in the company’s staff.

2. Percentage of women in leadership positions.

3. Percentage of unmarried women.

Based on selected independent variables, the following four hypotheses were
generated, such as:

H1: The effect of the percentage of women on the staff leads to the difference
between the salaries of male and female employees.

H2: The is effect of the percentage of women taking leadership positions leads to
the difference between salaries of male and female employees

H3: The is effect of a high percentage of unmarried women leads to differences
between salaries of male and female employees

Comprehensive data is sourced from employee records, encompassing gender,
salary structures, educational backgrounds, years of experience, job roles, and industry
classifications. The dataset ensures representation from each industry, facilitating a
thorough examination of gender pay dynamics.
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A linear regression model is chosen for its suitability in analyzing the continuous
dependent variable, the gender pay gap. This methodological approach aims to uncover
industry-specific nuances in the gender pay gap, providing valuable insights for
policymakers, industry stakeholders and advocates working towards equitable
compensation practices.

Findings and Discussion

4.1 Descriptive results

The first step in any econometric analysis is to conduct descriptive statistics to see
whether the data has some challenges. Table 3 below demonstrates significant
characteristics of both dependent and independent variables, which were taken to reveal
challenges of gender equality in four selected SME industries, such as insurance, IT,
marketing, and automotive business, for the period from 2019 to 2023. See descriptive
statistics in Table 3.

Table 3 — Descriptive statistics

Statistics Min. Median Mean Max
Dependent lefqrence between 0.83 0.89 0.89 0,94
variable salaries
% of women in staff 1,8 16,2 13,25 18,8
5 :
/% of women in| ¢ 9,52 9,84 16,15
leadership
5 -
Indgpendent % of unmarried 59.15 72,40 74,73 94,97
variables women

Note: compiled by author

Based on Table 3 above, it is possible to highlight some key findings. First, the
minimum difference between salaries in the dataset is 0.83, meaning that the women’s
wage and the men’s wage difference is 0.83. Generally, the results from descriptive
statistics prove that the difference between salaries is significantly higher for unmarried
women than for married women. This finding suggests that marital status may be a factor
sufficiently contributing to the gender pay gap.

Overall, Table 3 provides a snapshot of the gender pay gap in Kazakhstan. It shows
that the gender pay gap is significant and persistent and that it varies across different
occupations and marital status.

4.2 Regression

For the reliable investigation of challenges of gender equality in four industries (3
enterprises were selected in each sector) of Kazakhstan, it was decided to apply a
regression analysis using a linear regression model, which allows to see an
interconnection between the gender pay gap and such factors as a difference in salaries
between male and female employees, the number of female employees, the number of
women, taking leadership and management positions, as well as a marital status. For the
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reliable investigation of challenges of gender equality in four industries within
Kazakhstan, where three enterprises were selected in each industry, applying a regression
analysis through a linear regression model is indeed a practical approach (Table 4-6).

Table 4 — Output of regression analysis

Regression Statistics
Multiple R 0.49
R Square 0.24
Adjusted R Square 0.20
Standard Error 0.08
Observations 60

Note: compiled by author

Table 5 — Analysis of variance (ANOVA) based on the collected data

ANOVA df SS MS F Significance F
Regression 3 0.12 0.04 5.92 0.00
Residual 56 0.37 0.01
Total 59 0.49

Note: compiled by author

Table 6 — Result of regression analysis

. Standard P- Lower Upper

Result Coefficients Error t Stat value 95% 95%
Intercept 0.66 0.06 10.66 0.00 0.54 0.79
% of women in staff 0.002 0.00 1.41 0.16 (0.00) 0.00
% of  unmarried

women 0.002 0.00 2.93 0.00 0.00 0.00
% of women iIn

leadership 0.005 0.00 2.32 0.02 0.00 0.01

Note: compiled by author

The model suggests that gender composition and marital status within an
organization can have measurable impacts on salary differences. Remarkably, the role of
women in leadership positions appears to be a more influential factor. This insight can
guide organizational policies and practices toward achieving gender parity and
addressing salary disparities. Thus, according to Tables 4-5, the regression model is
following formula 1:

Difference between salaries = 0.66 + 0.002* % of women in staff +
0.002 * % of unmarried women+ 0.005 * % of women in leadership, (1)

The p-value in Table 6 for the difference between salaries ANOVA is less than
0.05. This result indicates that the difference between salaries by gender varies
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significantly. The R square (24%) value indicates that the variability difference between
salaries of male and female employees is explained by the percentage of unmarried
women, percentage of women in leadership, and the percentage of women in the staff
model. The confidence intervals for the percentage of unmarried women and the
percentage of women in leadership do not include zero, and their p-values are less than
0.05, which indicates that they have a positive impact on dependent variables. This means
that we accept the following hypothesis:

H2: The is an effect of the percentage of women taking leadership positions leads
to the difference between salaries of male and female employees

H3: The is an effect of a high percentage of unmarried women leads to the
differences between salaries of male and female employees

Moreover, we fail to reject the first null hypothesis since the p-value for a
percentage of women on staff is higher than 0.05. It means that the first hypothesis, which
said that there is an effect of the percentage of women in the staff leads to difference
between salaries of male and female employees is failed. Results of regression analysis
according to industry are presented in Table 7.

Table 7 — Result of regression analysis according to industry

Code Independent Coefficients | Standard | P-value Lower Upper
variables Error 95% 95%
% of women in
o (0.002) 0.00 0.06 0.011) | 0.008
> .

Insurance | 0 OFunmarried |, 0.00 0.70 (0.001) | 0.014
women
: .
/6 of womeniin | ;- 0.01 0.07 (0.001) | 0.026
leadership
% of women in
o (0.003) 0.03 0.93 (0.079) | 0.073
> .

IT /o of unmarried | ) )¢ 0.01 0.33 (0.007) | 0.020
women
% of women in
leadership (0.001) 0.02 0.97 (0.041) | 0.039
. .
S/t"a‘tfff womenn 14 4005 0.00 0.44 (0.0008) | 0.0017

Automotive | % ofunmarried | ) )¢ 0.00 0.00 0.0017 | 0.0039
women ) ) ) ) )
% of women in
teadership (0.0027) 0.00 0.07 (0.0055) | 0.0002
- .
%o of womeniin | 0.00 0.43 (0.002) | 0.005
staff

. > .

Marketing V/V"O‘;Iflggmamed (0.004) 0.00 0.13 (0.010) | 0.001
: .
/o of womenin | ) 4 0.00 0.29 (0.004) | 0.011
leadership

Note: compiled by author
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According to Table 5, the percentage of unmarried women in the automotive sector
is significant at 1%, and the percentage of women in leadership is significant at 10%,
which means that there is a difference in wages according to marriage status and
leadership position. In IT and marketing sectors are not proven that there is an any gender
pay gap according to given independent variables. However, insurance sectors, there is
an effect of percentage of women in leadership and percentage of women in staff on
gender pay gap at 10% significance level. Given these observations from, it's clear that
the dynamics of gender pay gaps vary significantly across different sectors, influenced
by factors like marital status and leadership positions among women. The findings
present a nuanced picture of how gender-related disparities manifest in the workplace,
pointing towards sector-specific challenges and opportunities for intervention.

Conclusions

To conclude, the regression results have confirmed that gender inequality exists in
Kazakhstan. The study found that women in leadership positions do not receive equal
pay compared to their male counterparts in the insurance and automotive sectors.
However, women are not underrepresented in leadership positions in the marketing and
IT industries. In the automotive industry, there is the highest level of gender inequality.
Women are not perceived as qualified employees, so they often receive lower salaries
and have fewer privileges than men. The study recommends that the government and
businesses take steps to address gender inequality in the workplace, such as providing
training and support for women in leadership positions and implementing policies that
promote equal pay and opportunity for all employees.

Building upon the regression analysis findings highlighting gender inequality
within Kazakhstan, particularly in the insurance and automotive sectors, it's critical to
delve deeper into the structural and cultural dimensions that perpetuate such disparities.
The evidence points to a stark contrast in the treatment of women in leadership roles, not
just in terms of remuneration but also regarding the recognition and opportunities
afforded to them compared to their male counterparts. This discrepancy not only
underscores the prevalent bias in these industries but also calls attention to the broader
societal norms that influence such disparities.

In conclusion, while the regression results have laid bare the extent of gender
inequality in Kazakhstan's insurance and automotive sectors, they also provide a clear
directive for concerted efforts by government, industry, and society at large to dismantle
the barriers to gender equality. Through a combination of legal, policy, educational, and
cultural interventions, it is possible to create a more equitable and inclusive working
environment that values and rewards the contributions of all employees, irrespective of
gender.

Acknowledgment: the article was prepared within the framework of the grant
funding project of the Ministry of Science and Higher Education of the Republic of
Kazakhstan, “Priorities and mechanisms against rural women of Kazakhstan's unequal
access to the resources” (IRN AP14869297).

Qainar Journal of Social Science,
Volume 2, Issue 4, 2023

31



32

REFERENCES

1. Ryskaliyev, D., Mirzaliyeva, A., Tursynbayeva, G., Muratova, E., Buribayev, Y.
& Khamzina, Z. Gender inequality among employees in Kazakhstan //The Lawyer
Quarterly. - 2019. - T. 9. —  Ne. 4.. Retrieved  from:
https://tlg.ilaw.cas.cz/index.php/tlg/article/viewFile/370/364

2. Khamzina, Z., Buribayev, Y., Yermukanov, Y. & Alsurazova, A. Is it possible
to achieve gender equality in Kazakhstan: Focus on employment and social protection
//International Journal of Discrimination and the Law. — 2020. — T. 20. — Ne. 1. — C. 5-20.
https://doi.org/10.1177/1358229120927904

3. Buribayev Y. A., Khamzina Z. A. Gender equality in employment: The
experience of Kazakhstan //International Journal of Discrimination and the Law. — 2019.
—T.19.—Ne. 2. - C. 110-124. https://doi.org/10.1177/1358229119846

4. Yanovskaya, O., Mouly, P., Nazyrova, G. & Salimzhanova, A. Women’s unpaid
work as a factor of gender inequality: A case of Kazakhstan //Asian Journal of Business
Environment. - 2020. - T. 10. - Ne. 2. - C. 17-21.
https://doi.org/10.13106/jbees.2020.vol10.n02.17

5. Khairullayeva, V., Sarybayev, M.Kuzembayeva, A., Yermekbayev, A. &
Baikushikova, G. Gender Policy in Kazakhstan //Journal of International Women's
Studies. — 2022. — T. 24. — Ne. 1. - C. 25.

6. Roshchin, S. & Yemelina, N. Gender Differentiation In Wages In Kazakhstan
//Higher School of Economics Research Paper No. WP BRP. —2020. — T. 240. — C. 121-
143. https://doi.org/10.2139/ssrn.3751045

7. Kudebayeva A. General Trends in Gender Inequality in Post-Soviet Central Asia
//Post-Soviet Women: New Challenges and Ways to Empowerment. — Cham: Springer
International Publishing, 2023. — C. 93-114. https://doi.org/10.1007/978-3-031-38066-
2.5

8. Maltseva E. Women’s political empowerment in post-soviet Kazakhstan
//Gendering post-soviet space: Demography, labor market and values in empirical
research. — 2021. — C. 333-357. https://doi.org/10.1007/978-981-15-9358-1 15

9. Kireyeva A. A., Kenzhegulova G. K., Rajkhan O. Gender equality and women
participation in government: The case of Kazakhstan //OxoHommka: crparterus u
npaktuka. — 2021. — T. 16. — Ne. 2. — C. 197-205. https://doi.org/10.51176/1997-9967-
2021-2-197-205

10. Meurs M. et al. Gender Regime and Women’s Employment in Kazakhstan
//Comparative Economic Studies. — 2021. - T. 63. - C. 603-622.
https://doi.org/10.1057/s41294-021-00173-0

11. Nugmanova M. Enhancing Quality of Higher Education and Employability in
Kazakhstan: Gender Aspects //Education, Human Rights and Peace in Sustainable
Development. — 2019. — C. 37. https://doi.org/10.5772/intechopen.90340

12. Kozhakmetova, D. Why do women remain underrepresented in politics in
Kazakhstan? //Norwegian Journal of Development of the International Science. — 2022.
— Ne. 93. — C. 64-71. https://doi.org/10.5281/zenodo.7121188

Qainar Journal of Social Science,
Volume 2, Issue 4, 2023



13. Tourtellotte L. In Search of Shelter: Precarity, Protest, and Pronatalism among
Laboring Women in Kazakhstan //International Labor and Working-Class History. —
2023.—-T. 103. - C. 81-102. https://doi.org/10.1017/S0147547923000170

14. World Bank. Gender data  portal, 2023. Retrieved from
https://genderdata.worldbank.org/countries/kazakhstan/

15. Nurtazina, R. & Serikzhanova, A. Women’s participation in the political life
of Kazakhstan: regulatory aspects. Bulletin of L. N. Gumilyov Eurasian National
University. — 2023. — Ne 3(144). — C. 93-100. https://doi.org/10.32523/2616-6887/2023-
144-3-93-100

16. Vaigorova, L., Kumar, Y. & Baktybayev, B. (2021). Social media activism
movement in Kazakhstan on issues of rape and sexual abuse //Economics. —2021. — Ne74.
—C. 108-116. Retrieved from: http://repository.apa.kz/xmlui/handle/123456789/651

Information about the author

*Yerkezhan A. Kenzheali — PhD candidate, K.Sagadiyev University of International
Business, Almaty, Kazakhstan. Email: y.kenzheali@gmail.com, ORCID ID:
https://orcid.org/0000-0002-1447-1298

ABTOp TypaJibl MaJIiMeTTep

* Ken:keasi E.A. — PhD noxropant, K.CaraaueB atbiHnarbl XanbIKapajiblK OU3HEC
yHuBepcuteTi, Anmatel, Kazakctan. Email: y.kenzheali@gmail.com, ORCID ID:
https://orcid.org/0000-0002-1447-1298

Ceenennst 00 aBTOpe

* Ken:keasi E.A. — PhD nokropant, YHuBepcurer MexayHapoaHoro busneca um.
K.Caramguesa, Amnmatbel, Kazaxcran. Email: y.kenzheali@gmail.com, ORCID ID:
https://orcid.org/0000-0002-1447-1298

Qainar Journal of Social Science,
Volume 2, Issue 4, 2023

33



