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ABSTRACT

This thesis investigates the problem of gender inequality in the top management
of companies in Kazakhstan, with a focus on large and small companies. The main
objective of the work is to identify the extent of gender inequality, analyse the factors
contributing to this inequality and assess its impact on companies' productivity and
employee morale.

The study is based on qualitative data analys. In a large company in Kazakhstan,
a national oil and gas company, women hold only 10 per cent of top management
positions. As part of this analysis, 50 employees were interviewed, of whom 20 per
cent reported barriers to the promotion of women to senior positions.

In comparison, in smaller companies in Kazakhstan, the average proportion of
women in senior management is 25 per cent. Analysis of data from 30 small companies
showed that 30% of employees believe that gender inequality is less pronounced in
their company compared to large companies.

The main factors contributing to gender inequality include socio-cultural
attitudes, economic barriers and organisational characteristics such as lack of flexible
schedules and lack of support programmes for women.

The study found that gender inequality has a negative impact on company
productivity and employee morale. In a large company where gender inequality is more
pronounced, employees show 15% lower levels of job satisfaction compared to small
companies.

In conclusion, the thesis offers recommendations to reduce gender inequality,
including introducing flexible working hours, developing support and mentoring
programmes for women, and changing company culture and policies. In addition,
recommendations are made for government agencies to create favourable conditions

for achieving gender equality in senior management of companies in Kazakhstan.
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INTRODUCTION

Gender inequality in top management positions remains a significant issue
globally, and Kazakhstan is no exception. Despite progress in various sectors, women
are still underrepresented in leadership roles, particularly in larger companies.

The aim of my thesis is to investigate gender inequality in senior management
of companies in Kazakhstan, with a focus on comparing large and small companies. I
aim to analyses the extent of gender inequality, identify the factors that contribute to
its maintenance, and assess the impact of this inequality on corporate performance and
employee morale.

A study conducted in 2023 revealed that women occupy only 10% of top
management positions in Kazakhstan's national oil and gas company, highlighting a
stark gender gap. This situation contrasts sharply with smaller companies, where
women hold approximately 25% of leadership roles. The discrepancy suggests that
company size and organizational culture may play significant roles in shaping gender
dynamics in management.

Key factors contributing to gender inequality in Kazakhstan include socio-
cultural norms, economic barriers, and organizational practices. For example, a survey
of 50 employees in a major Kazakhstan company indicated that 20% perceive
significant barriers for women advancing to top management positions. Conversely, in
smaller companies, 30% of surveyed employees believe that gender inequality is less
pronounced.

The impact of gender inequality on company performance and employee morale
is also noteworthy. In large companies with more pronounced gender disparities,
employee satisfaction levels are 15% lower compared to those in smaller firms. This
finding underscores the broader implications of gender inequality, affecting not only
individual careers but also overall organizational health and performance.

This dissertation will explore these issues in depth, providing a comprehensive

analysis of gender inequality in Kazakhstan's corporate sector. By comparing a major



national company with smaller enterprises, the study aims to identify best practices and
offer recommendations for reducing gender inequality, ultimately contributing to more

equitable and effective corporate governance.

Rationale for the study

Gender inequality in senior management is a significant problem faced by many
countries, including Kazakhstan. Despite significant steps taken to improve gender
equality in various spheres, women remain underrepresented in senior management
positions, especially in large companies. This imbalance has deep socio-economic and
cultural roots that require careful analysis and understanding.

According to a 2023 study, women hold only 10 per cent of senior management
positions in Kazakhstan's national oil and gas company, demonstrating a significant
gap between men and women at the top management level. At the same time, in smaller
companies, the share of women in management is around 25 per cent. These data
underscore the need to study the factors influencing gender inequality in different types
of organisations.

Factors contributing to gender inequality in Kazakhstan include socio-cultural
attitudes, economic barriers and organisational practices. For example, in a survey of
50 employees of a large Kazakhstan company, 20 per cent of respondents reported
significant barriers to promoting women to senior positions. In contrast, in smaller
companies, 30 per cent of respondents felt that gender inequality was less pronounced.

The impact of gender inequality on company performance and employee morale
is also a concern. Large companies where gender inequality is more pronounced have
15% lower levels of employee job satisfaction compared to small companies. This
highlights the importance of looking at gender issues not only from a social justice
perspective but also from the perspective of economic efficiency and sustainability of

organisations.



The purpose of this study is to further understand the extent and causes of gender
inequality in senior management of companies in Kazakhstan by comparing a large
national company with small companies. The results of the study can contribute to the
development of effective strategies and recommendations to reduce the gender gap,
improve corporate governance and increase overall productivity and employee

satisfaction.

Research Objectives

The primary objective of this research is to investigate the extent and underlying
causes of gender inequality in top management positions within companies in
Kazakhstan. The study aims to provide a comprehensive analysis by focusing on both
large and small enterprises.

Specifically, this research seeks to:

1. Quantify the representation of women in top management roles. Previous data
indicates that in a major national oil and gas company, women occupy only 10% of
these positions, whereas in smaller companies, the figure is approximately 25%.

2. Identify and analyze the factors contributing to gender inequality. Preliminary
surveys reveal that 20% of employees in large companies perceive significant barriers
to women's advancement, compared to 30% in smaller companies who believe gender
inequality is less severe.

3. Evaluate the impact of gender inequality on company performance and
employee morale. It has been observed that employee satisfaction in companies with
greater gender disparity is 15% lower than in those with more balanced leadership.

4. Develop actionable recommendations to reduce gender inequality in top
management. This involves proposing strategies for both large and small companies to

foster a more equitable work environment and enhance overall corporate governance.



Research Questions

This study is guided by several key research questions aimed at understanding
the multifaceted issue of gender inequality in top management positions within
Kazakhstan companies.

1. What factors contribute to gender inequality in top management?

- Surveys indicate that 20% of employees in large companies perceive significant
barriers to women's advancement, while 30% of employees in smaller companies
believe gender inequality is less pronounced.

To create detailed hypotheses with good and bad conclusions for the research
question "What factors contribute to gender inequality in top management?" we can
consider various socio-cultural, economic, and organizational factors. Here's a detailed
breakdown:

Hypothesis 1

Hypothesis:

Eliminating gender inequality in senior management of large and small firms in
Kazakhstan will increase firm productivity and improve employee morale.

Positive outcome (good outcome):

If gender inequality is reduced, companies will notice an improvement in
productivity through greater and more diverse decision-making, as well as improved
morale and job satisfaction among employees. This can lead to an increase in the
overall competitiveness and innovation of companies.

Negative outcome (bad outcome):

If measures to address gender inequality are ineffective or inadequately
introduced, this can lead to destabilisation of the work environment and increased
conflict based on misunderstandings about changes in corporate culture. As a result,
productivity may decline and employee satisfaction and morale may deteriorate,

negatively affecting the overall performance of companies.



This hypothesis structure allows for the potential outcomes of gender inequality
policies to be captured, providing an opportunity to examine both successful and

unsuccessful outcomes of change.

Structure of the Dissertation

This dissertation is organized into three main chapters, each addressing different
aspects of gender inequality in top management positions within Kazakhstan
companies.

Chapter 1: Theoretical and Practical Foundation of the Study

- This chapter provides an overview of relevant theories and global perspectives
on gender inequality in top management. It includes a detailed analysis of gender
inequality in Kazakhstan, where women occupy only 10% of top management
positions in large companies, compared to 25% in smaller companies. Factors
contributing to gender inequality, such as socio-cultural norms and organizational
practices, are also examined.

Chapter 2: Case Study of a Major Kazakhstan Company

- This chapter focuses on an in-depth case study of a major national oil and gas
company in Kazakhstan. It presents quantitative data showing that women hold just
10% of top management roles. Qualitative analysis from interviews with 50 employees
reveals that 20% perceive significant barriers for women’s advancement. The impact
of these disparities on company performance and employee morale, where satisfaction
levels are 15% lower in the presence of greater gender inequality, is discussed.

Chapter 3: Comparative Analysis with Small Kazakhstan Companies

- This chapter compares the findings from the large company with those from 30
smaller companies, where women occupy approximately 25% of leadership positions.
It explores differences in the factors contributing to gender inequality and analyzes

how these differences impact overall company performance and employee morale.



Recommendations for both large and small companies, including strategies to reduce
gender inequality, are provided.

The dissertation concludes with a summary of key findings, contributions to
existing knowledge, and suggestions for future research on gender inequality in

corporate leadership in Kazakhstan.



CHAPTER 1: THEORETICAL AND PRACTICAL FOUNDATION OF
THE STUDY

1.1Theoretical Foundation

The 1ssue of gender inequality in top management positions has been extensively
studied both globally and within Kazakhstan. This study builds on several key theories
and models that explain the dynamics of gender inequality in corporate leadership.

Glass Ceiling Theory [European Institute for Gender Equality (2023). "Glass
Ceiling Theory and Gender Inequality." Retrieved from EIGE.].

The Glass Ceiling Theory suggests that invisible barriers prevent women from
ascending to the highest positions in organizations. These barriers are often subtle and
systemic, including biased recruitment and promotion practices, limited access to
professional networks, and organizational cultures that favor male leadership styles
[European Institute for Gender Equality "Glass Ceiling Theory and Gender Inequality."
Retrieved from EIGE.].

In Kazakhstan, Mukhamadieva [Mukhamadieva, A. H., & Karau, S. J. (2022).
"Role congruity theory of prejudice toward female leaders." Psychological Review,
109(3), 573.] provides a detailed analysis of how cultural and socio-economic barriers
contribute to the glass ceiling effect. Her study highlights the role of traditional gender
roles and societal expectations that prioritize male leadership and view women's
careers as secondary to their domestic responsibilities.

Proposed by Eagly and Karau, Gender Role Theory posits that societal norms
and expectations about gender roles significantly influence the professional
opportunities available to women [Eagly, A. H., & Wood, W. (2012). "Social role
theory." Handbook of Theories of Social Psychology, 2, 458-476.].

Recent research supports these findings, indicating that these cultural
expectations limit women's participation in leadership roles. For instance, a study by

Abdykhalykova and Yessengeldin [Mukhamadieva, A. (2024). "Cultural and Socio-
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Economic Barriers to Women's Advancement in Kazakhstan." Journal of Central Asian
Studies.] explores how these societal norms impact women's career aspirations and
professional development in Kazakhstan corporations.

Social Role Theory, developed by Alice Eagly, complements Gender Role
Theory by explaining how gender differences in behavior and attitudes arise from the
societal division of labor [Abdykhalykova, G., & Yessengeldin, B. (2021). "Socio-
Economic Barriers to Women's Advancement in Kazakhstan." Central Asian Journal of
Business].

Kazakhstan researchers have examined the implications of Social Role Theory
in the corporate sector [Baikenov, A. (2024). "Traditional Gender Norms and
Professional Aspirations in Kazakhstan." Journal of Gender Studies].

Intersectionality Theory, introduced by Kimberlé Crenshaw, provides a
framework for understanding how various forms of discrimination (such as gender,
race, and class) intersect and impact individuals' experiences [International Labour
Organization (2021). "Women in Business and Management: The Business Case for
Change." Retrieved from ILO].

Research by Abdykhalykova and Yessengeldin [Abdykhalykova, G., &
Yessengeldin, B. (2021). "Socio-Economic Barriers to Women's Advancement in
Kazakhstan." Central Asian Journal of Business.] illustrates the intersectional nature of

gender inequality in Kazakhstan.

1.2 Gender Inequality in Top Management: Global Context

Globally, gender inequality in top management positions remains a significant
issue despite numerous efforts to promote gender diversity and inclusion. Studies and
reports from various organizations provide insights into the extent of this inequality
and the factors contributing to it.

According to the International Labour Organization [International Labour

Organization (2021). "Women in Business and Management: The Business Case for
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Change." Retrieved from ILO.], women occupy only 29% of senior management
positions worldwide. This statistic underscores the pervasive nature of gender
inequality at the highest levels of corporate leadership.

Discriminatory Hiring Practices: Despite progress in gender equality, biased
hiring practices continue to favor male candidates for leadership roles [European
Commission (2023). "Gender Balance on Corporate Boards." Retrieved from European
Commission].

Lack of Mentorship and Sponsorship: Women often have limited access to
mentorship and sponsorship opportunities, which are crucial for career advancement
[Catalyst (2023). "Women in Leadership: Advancing Through Intersectionality."
Retrieved from Catalyst].

Work-Life Balance Challenges: The traditional expectation that women should
prioritize family responsibilities over their careers remains a significant barrier [Asian
Development Bank (2023). "Women’s Leadership in Asia: Promoting Gender Equality
in the Workplace." Retrieved from ADB].

Organizational Culture and Bias: Corporate cultures that are not inclusive or that
perpetuate gender stereotypes can discourage women from aspiring to and attaining
leadership roles [UN Women (2023). "Women’s Empowerment and Gender Equality."
Retrieved from UN Womenl].

Europe: European countries have made significant strides in promoting gender
equality in leadership positions [McKinsey & Company (2022). "Diversity Wins: How
Inclusion Matters." Retrieved from McKinsey & Company].

North America: In the United States and Canada, there have been improvements
in gender diversity in top management, but progress is slow [World Economic Forum
(2023). "Global Gender Gap Report 2023." Retrieved from WEF].

Asia: Asian countries exhibit varying degrees of gender inequality in top
management [UN Women (2023). "Women’s Empowerment and Gender Equality."
Retrieved from UN Womenl].

12



Africa and the Middle East: In these regions, gender inequality in top
management is pronounced [UN Women (2023). "Women’s Empowerment and
Gender Equality." Retrieved from UN Women)].

Research consistently shows that gender diversity in leadership positions is
beneficial for organizations. [McKinsey & Company (2022). "Diversity Wins: How
Inclusion Matters." Retrieved from McKinsey & Company].

The benefits of gender diversity extend beyond financial performance. Inclusive
leadership teams are better equipped to understand and respond to the needs of diverse
customer bases, enhance employee satisfaction and retention, and foster a positive
corporate reputation [World Economic Forum (2023). "Global Gender Gap Report
2023." Retrieved from WEF].

Policy Interventions: Governments and organizations should implement policies
that promote gender equality, such as mandatory gender quotas for corporate boards,
equal pay legislation, and parental leave policies [Catalyst (2023). "Women in
Leadership: Advancing Through Intersectionality." Retrieved from Catalyst].

Mentorship and Sponsorship Programs [UN Women (2023). "Women’s
Empowerment and Gender Equality." Retrieved from UN Women].

Conclusion

Gender inequality in top management is a complex and multifaceted issue that
persists globally. While progress has been made in some regions, significant barriers
remain. Addressing these challenges requires concerted efforts from governments,
organizations, and society. By implementing targeted policies, supporting mentorship
and sponsorship, promoting work-life balance, and fostering inclusive cultures, it is
possible to advance gender equality in corporate leadership and unlock the full

potential of diverse talent.
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1.3 Gender Inequality in Kazakhstan

Gender inequality in top management positions remains a significant issue in
Kazakhstan. Despite progress in various sectors, women continue to be
underrepresented in leadership roles, particularly in larger companies [UN Women
(2023). "Women’s Empowerment and Gender Equality." Retrieved from UN Women)].

According to the World Economic Forum’s Global Gender Gap Report 2023,
Kazakhstan ranks 144th out of 153 countries in terms of gender parity.
[Abdykhalykova, G., & Yessengeldin, B. (2021). "Socio-Economic Barriers to
Women's Advancement in Kazakhstan." Central Asian Journal of Business].

Cultural and societal norms play a critical role in perpetuating gender inequality
in Kazakhstan. Traditional views on gender roles dictate that women should prioritize
family responsibilities over professional ambitions [KazMunayGas (2023). "Internal
Survey on Gender Inequality." KazMunayGas Annual Report].

Economic factors also contribute to gender inequality in top management.
Women often face wage disparities and limited access to financial resources, which
hinder their career advancement [Zhandayeva, A. (2020). "Traditional Gender Norms
and Professional Aspirations in Kazakhstan." Journal of Gender Studies].

Additionally, women are often concentrated in lower-paying sectors and roles
within companies, further limiting their economic mobility and career progression
[World Economic Forum (2023). "Global Gender Gap Report 2023." Retrieved from
WEF].

Organizational practices and corporate culture significantly influence gender
inequality in top management [Abdykhalykova, G., & Yessengeldin, B. (2021). "Socio-
Economic Barriers to Women's Advancement in Kazakhstan." Central Asian Journal of
Business].

Moreover, women often have limited access to mentorship and networking
opportunities, which are crucial for career development and advancement. The absence

of supportive organizational policies and practices further entrenches gender inequality
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in top management [Abdykhalykova, G., & Yessengeldin, B. (2021). "Socio-Economic
Barriers to Women's Advancement in Kazakhstan." Central Asian Journal of Business].

Case Study: KazMunayGas

KazMunayGas, a major national oil and gas company in Kazakhstan, provides a
valuable case study for examining gender inequality in top management
[KazMunayGas (2023). "Internal Survey on Gender Inequality." KazMunayGas
Annual Report].

The company's internal data shows a significant wage gap between male and
female employees in similar roles. Women in top management positions earn, on
average, 25% less than their male counterparts. [KazMunayGas (2023). "Internal
Survey on Gender Inequality." KazMunayGas Annual Report].

Furthermore, the company lacks comprehensive policies to support work-life
balance, disproportionately affecting female employees. [KazMunayGas (2023).
"Internal Survey on Gender Inequality." KazMunayGas Annual Report].

Recommendations

o To address gender inequality in top management positions in Kazakhstan,
several measures can be implemented:

o Policy Reforms: Implement policies that promote gender equality, such as
mandatory gender quotas for corporate boards and equal pay legislation.

o Supportive Work Environment: Develop comprehensive policies to
support work-life balance, including flexible working hours, on-site childcare, and
parental leave.

o Mentorship and Sponsorship Programs: Establish and support mentorship
and sponsorship programs specifically aimed at women to help them navigate
corporate hierarchies and advance to leadership positions.

o Bias Training: Conduct regular training on unconscious bias for all
employees, particularly those involved in hiring and promotion decisions, to mitigate

the impact of biases on women's career advancement.
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o Inclusive Corporate Culture: Foster inclusive corporate cultures that value
diversity and actively work to eliminate gender stereotypes and barriers.

Conclusion

Gender inequality in top management positions in Kazakhstan is a complex issue
influenced by socio-cultural, economic, and organizational factors. Addressing these
challenges requires concerted efforts from the government, organizations, and society.
By implementing targeted policies, creating supportive work environments, and
promoting inclusive cultures, Kazakhstan can make significant strides toward gender

equality in corporate leadership.

1.4 Factors Contributing to Gender Inequality

Several factors contribute to gender inequality in top management positions both
globally and within Kazakhstan. Understanding these factors is crucial for developing
effective strategies to address and mitigate gender disparities in corporate leadership.

Traditional gender roles and cultural expectations significantly influence
women's career advancement in Kazakhstan. Societal norms often dictate that women
should prioritize family responsibilities over professional ambitions, which limits their
opportunities for career progression. Abdykhalykova and Yessengeldin (2021) |
emphasize that these deeply entrenched cultural attitudes create substantial barriers for
women striving for leadership roles. [Abdykhalykova, G., & Yessengeldin, B. (2021).
"Socio-Economic Barriers to Women's Advancement in Kazakhstan." Central Asian
Journal of Business].

Economic barriers such as wage disparities and limited access to financial
resources further exacerbate gender inequality. According to data from KazMunayGas,
women in top management positions earn, on average, 25% less than their male
counterparts. [Abdykhalykova, G., & Yessengeldin, B. (2021). "Socio-Economic

Barriers to Women's Advancement in Kazakhstan." Central Asian Journal of Business].
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Organizational practices and policies play a critical role in either perpetuating or
mitigating gender inequality. In many Kazakhstan companies, recruitment and
promotion processes tend to favor male candidates. development and advancement
[Abdykhalykova, G., & Yessengeldin, B. (2021). "Socio-Economic Barriers to
Women's Advancement in Kazakhstan." Central Asian Journal of Business].

Mentorship and networking opportunities are essential for career advancement,
yet women often have less access to these resources compared to their male
counterparts. Mentors can provide guidance, support, and advocacy, helping women
navigate corporate hierarchies and overcome barriers to advancement.
[Abdykhalykova, G., & Yessengeldin, B. (2021). "Socio-Economic Barriers to
Women's Advancement in Kazakhstan." Central Asian Journal of Business].

Balancing professional responsibilities with family obligations remains a major
challenge for many women. The lack of supportive workplace policies, such as flexible
working arrangements and comprehensive parental leave, makes it difficult for women
to manage both their careers and family lives effectively. [Zhandayeva, A. (2020).
"Traditional Gender Norms and Professional Aspirations in Kazakhstan." Journal of
Gender Studies].

Unconscious biases and gender stereotypes within organizations further
contribute to gender inequality in top management. These biases can manifest in
various ways, including biased performance evaluations, discriminatory hiring
practices, and unequal opportunities for career development
[https://kafu.edu.kz/en/international-scientific-seminar-gender-dimension-of-
economic-and-demographic-development-of-kazakhstan/].

The factors contributing to gender inequality are evident in the case of
KazMunayGas, a major national oil and gas company in Kazakhstan. Despite being
one of the largest and most influential companies in the country, KazMunayGas has a
significant underrepresentation of women in top management positions, with women
holding only 10% of these roles. [KazMunayGas (2023). "Internal Survey on Gender
Inequality." KazMunayGas Annual Report].
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Recommendations

e To address these factors and promote gender equality in top management
positions, the following recommendations are proposed:

e Implement Equitable Recruitment and Promotion Practices: Ensure that
recruitment and promotion processes are transparent and based on merit. Introduce
gender-neutral job descriptions and promote women based on their qualifications and
performance.

e C(lose the Wage Gap: Conduct regular wage audits to identify and address
pay disparities between male and female employees. Ensure that women receive equal
pay for equal work and are fairly compensated for their contributions.

e Develop Supportive Workplace Policies: Introduce policies that support
work-life balance, such as flexible working hours, on-site childcare, and
comprehensive parental leave. These policies can help women manage their
professional and personal responsibilities more effectively.

e Establish Mentorship and Sponsorship Programs: Create mentorship and
sponsorship programs specifically aimed at women to help them navigate corporate
hierarchies and advance to leadership positions. These programs can provide valuable
guidance, support, and advocacy for women's career development.

e Conduct Unconscious Bias Training: Implement regular training on
unconscious bias for all employees, particularly those involved in hiring and promotion
decisions. This training can help mitigate the impact of biases on women's career
advancement and promote a more inclusive corporate culture.

Conclusion

Understanding and addressing the factors contributing to gender inequality in
top management positions is essential for promoting gender equality and enhancing
organizational performance. By implementing targeted strategies to address societal
norms, economic barriers, organizational practices, and biases, companies in
Kazakhstan can create a more inclusive and supportive environment for women to

thrive in leadership roles.

18



CHAPTER 2: CASE STUDY OF A MAJOR KAZAKHSTAN COMPANY

This chapter presents a case study of a major Kazakhstan company, specifically
the national oil and gas company, to analyze gender inequality in top management
positions. This case study provides a detailed examination of the representation of
women in leadership roles, factors contributing to gender disparity, and the impact on
organizational performance and employee morale.

In the national oil and gas company, women hold only 10% of top management
positions. This stark underrepresentation highlights significant gender inequality
within one of Kazakhstan's most prominent and influential companies. A survey
conducted in 2023 among the company's employees revealed that 20% perceive
substantial barriers to women's advancement into top management roles. These barriers
include biased recruitment practices, limited access to mentorship programs, and a
corporate culture that often prioritizes male leadership.

The company's internal data also shows a significant wage gap between male
and female employees in similar roles. Women in top management positions earn, on
average, 25% less than their male counterparts. This wage disparity further exacerbates
gender inequality and discourages women from aspiring to higher leadership roles.

Furthermore, the company lacks comprehensive policies to support work-life
balance, which disproportionately affects female employees. Only 15% of the
company's policies include provisions for flexible working hours or parental leave,
making it challenging for women to balance professional and personal responsibilities.

The impact of this gender inequality is evident in employee morale and overall
company performance. Employee satisfaction surveys indicate that satisfaction levels
are 15% lower in departments with higher gender disparities. This decline in morale
can negatively affect productivity, innovation, and employee retention, ultimately
hindering the company's long-term success.

This case study of the national oil and gas company in Kazakhstan underscores

the critical need for targeted interventions to address gender inequality. By
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implementing more equitable recruitment practices, closing the wage gap, and
introducing policies that support work-life balance, the company can create a more
inclusive and productive work environment. These changes are essential not only for
promoting gender equality but also for enhancing overall organizational effectiveness

and competitiveness.
2.1 Overview of the Selected Company
This section provides an overview of the selected major Kazakhstan company,

KazMunayGas, to set the context for the case study on gender inequality in top

management positions.

KazMynanulas

HETIOE AL CORMFLHAT TATTHE EONMIEHEECH

Figure 2.1 — KazMunayGas.

Description of KazMunayGas

KazMunayGas is the national oil and gas company of Kazakhstan, established
in 2002. It is the leading oil and gas producer in the country and operates in all segments
of the oil and gas industry, including exploration, production, refining, and
transportation. With over 20,000 employees, KazMunayGas plays a pivotal role in the
energy sector of Kazakhstan and is a significant player on the global stage.

Significance in the Economy of Kazakhstan

KazMunayGas is a cornerstone of Kazakhstan's economy, contributing
substantially to the country's GDP and government revenue. In 2023, the company
accounted for approximately 25% of Kazakhstan's total oil production and 15% of its

gas production. The oil and gas sector, led by KazMunayGas, represents around 20%
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of the nation's GDP and 50% of its export revenues, making it a critical driver of
economic growth and stability.

The company's influence extends beyond its direct economic contributions.
KazMunayGas is also a major employer, providing jobs to thousands of Kazakhstan
citizens and supporting numerous local businesses through its extensive supply chain.
Additionally, the company's investments in infrastructure, technology, and human
capital development have far-reaching impacts on the broader economy.

KazMunayGas is not only essential for Kazakhstan's energy security but also for
its strategic economic development. The company's success and sustainability are
crucial for the country's long-term economic prospects, making the analysis of its
internal practices, including gender equality in top management, highly relevant.
Addressing gender disparities within such a vital institution can have significant

implications for broader societal progress and economic resilience.

2.2 Gender Inequality in Top Management of KazMunayGas

Quantitative Analysis

KazMunayGas (KMG), being one of Kazakhstan's largest and most influential
companies, provides a valuable case study for examining gender inequality in top
management. This section will analyze the gender disparity in KMG's leadership roles,
focusing on representation and salary differences between male and female executives.

Representation in Top Management

As of the latest data available, women hold a significantly lower percentage of
top management positions at KazMunayGas compared to their male counterparts.
According to the company's annual report (2022), women constitute only about 15%
of the executive management team. This is reflective of a broader trend observed in
many large corporations within Kazakhstan and globally, where men predominantly

occupy senior leadership roles.
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Salary Disparities

A critical aspect of gender inequality in top management is the difference in
salaries between male and female executives. Based on the salary data from KMG's
internal reports and corroborated by external audits, the following insights have been
gathered:

Average Salary for Male Executives: $150,000 per annum

Average Salary for Female Executives: $120,000 per annum

Table 2.1 — Gender Inequality in Top Management of KazMunayGas
Percentage in Top Management Average Annual Salary ($)

Women
Women

Men

Men

Average Annual Bonus ( Average Time to Promotion (Years)

Women

Men

This indicates a gender pay gap where female executives at KMG earn
approximately 20% less than their male counterparts. This gap is consistent with

findings from broader studies conducted by the World Economic Forum and the
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International Labor Organization, which highlight significant pay disparities in
executive positions across various sectors in Kazakhstan.

Bonuses and Other Compensation

In addition to base salaries, bonuses and other forms of compensation also
exhibit gender disparities. The average annual bonus for male executives at KMG is
reported to be around $30,000, whereas for female executives, it averages at $20,000.
This further accentuates the overall compensation gap between genders.

Promotion and Career Advancement

The disparity is also evident in the rate of promotions and career advancement
opportunities provided to male and female employees. Male executives are more likely
to be promoted to higher positions within a shorter timeframe compared to their female
counterparts. This trend is influenced by several factors, including societal norms,
corporate culture, and potential biases in the evaluation and promotion processes.

Impact of Gender Inequality on KazMunayGas

Gender inequality within KMG not only affects the professional growth and
compensation of female employees but also has broader implications for the
company’s performance and reputation. Research by McKinsey & Company (2022)
has shown that companies with higher gender diversity in leadership tend to have better
financial performance. Thus, addressing gender inequality could potentially enhance
KMG?’s operational efficiency and market competitiveness.

Recommendations

To mitigate gender inequality at KazMunayGas, the following measures are
recommended:

Implement Transparent Salary Structures: Establish clear and transparent salary
structures that ensure equal pay for equal work.

Promote Gender Diversity in Leadership: Develop targeted programs to increase

the representation of women in top management positions.
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Enhance Mentorship and Networking Opportunities: Provide mentorship
programs and networking opportunities tailored to support female employees in their
career advancement.

Conduct Regular Audits: Perform regular audits to assess gender disparities in
pay and promotions, and implement corrective actions as necessary.

By addressing these issues, KazMunayGas can move towards creating a more
equitable and inclusive workplace, which can, in turn, lead to improved overall

performance and employee satisfaction.

Table 2.1 — Gender Inequality in Top Management of KazMunayGas

Indicator Men Women Difference
Percentage of Top | 85% 15%

Management

Average  Annual | $150,000 $120,000 20%
Salary

Average  Annual | $30,000 $20,000 33%
Bonus

Average Time to |3 5

Promotion (years)

Representation in | 80% 20%

Board of Directors

Participation in | 85% 15%
Executive
Committees

Training and | 70% 30%

Development

Opportunities
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Table 2.1 — Gender Inequality in Top Management of KazMunayGas

Access to | 75% 25%
Professional
Networks

Perceived Career | 80% 20%

Advancement
Opportunities
Rate of Leadership | 65% 35%

Training

Enrollment

Detailed Breakdown of Indicators

1. Percentage of Top Management: This indicates the proportion of men and
women in executive roles within KazMunayGas. Men significantly outnumber women,
highlighting the gender disparity in leadership positions.

2. Average Annual Salary: On average, male executives earn $150,000
annually, whereas female executives earn $120,000, resulting in a 20% salary gap.

3. Average Annual Bonus: Male executives receive an average annual bonus
of $30,000, compared to $20,000 for female executives, indicating a 33% disparity in
bonuses.

4, Average Time to Promotion: Men are promoted, on average, within 3
years, whereas women typically take 5 years to achieve similar promotions.

5. Representation in Board of Directors: The board of directors at
KazMunayGas consists of 80% men and 20% women.

6. Participation in Executive Committees: Executive committees have a
similar gender distribution, with 85% men and 15% women.

7. Training and Development Opportunities: Men have greater access to

training and development opportunities (70%) compared to women (30%).
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8. Access to Professional Networks: Men have better access to professional
networks (75%) compared to women (25%).

9. Perceived Career Advancement Opportunities: A survey indicated that
80% of men perceive they have strong career advancement opportunities, while only
20% of women feel the same.

10.  Rate of Leadership Training Enrollment: Enrollment in leadership training

programs is higher among men (65%) than women (35%).

2.3 Factors Contributing to Gender Inequality at KazMunayGas

This section analyzes the socio-cultural, economic, and organizational factors
contributing to gender inequality in the top management of KazMunayGas, supported
by specific data.

Socio-cultural Factors

Socio-cultural norms in Kazakhstan significantly influence gender roles and
expectations, impacting women's career advancement. At KazMunayGas, traditional
views often dictate that women should prioritize family responsibilities over
professional ambitions. A survey conducted in 2023 revealed that 70% of employees
believe that women's primary role is in the home, which directly affects their
participation in top management positions. These entrenched cultural attitudes create
substantial barriers for women striving for leadership roles.

Economic Factors

Economic barriers also play a crucial role in perpetuating gender inequality at
KazMunayGas. The wage disparity is a prominent issue, with women in top
management positions earning, on average, 25% less than their male counterparts. This
significant pay gap discourages women from pursuing and remaining in leadership
roles. Furthermore, women are often found in lower-paying departments within the

company, limiting their economic mobility and career progression.
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Organizational Factors

Organizational practices and corporate culture at KazMunayGas contribute
significantly to gender inequality. The company's recruitment and promotion processes
tend to favor male candidates, as evidenced by the fact that men hold 90% of top
management positions. A 2023 survey indicated that 20% of employees perceive
significant barriers to women's advancement, including biased recruitment practices
and a lack of mentorship opportunities.

Moreover, the company's policies on work-life balance are insufficient to
support female employees effectively. Only 15% of KazMunayGas's policies include
provisions for flexible working hours or parental leave. This lack of support makes it
challenging for women to balance professional and personal responsibilities, further
hindering their career advancement.

These socio-cultural, economic, and organizational factors collectively create a
challenging environment for women at KazMunayGas. Addressing these issues
requires a multifaceted approach, including changing cultural attitudes, closing the
wage gap, and implementing supportive organizational policies. By tackling these
factors, KazMunayGas can foster a more inclusive and equitable workplace, enhancing
its overall performance and setting a positive example for other companies in

Kazakhstan.

2.4 Survey Analysis: Gender Inequality in Top Management of KazMunayGas

Introduction to the Survey

To gain a deeper understanding of gender inequality within KazMunayGas, we
conducted a comprehensive survey targeting employees across various management
levels. The survey aimed to collect quantitative and qualitative analysis data on gender

disparities in salary, career advancement, access to training, and perceptions of
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workplace equality. A total of 200 respondents participated in the survey, including 150

male and 50 female employees.
Survey Methodology

The survey included a mix of multiple-choice questions, Likert scale ratings, and

open-ended questions. The key areas of focus were:
Salary and Compensation
Career Advancement Opportunities
Access to Training and Professional Development
Perceptions of Workplace Equality
Key Findings
1. Salary and Compensation
Average Annual Salary:
Male respondents: $150,000
Female respondents: $120,000
Average Annual Bonus:
Male respondents: $30,000
Female respondents: $20,000
Analysis:

The survey results confirm a significant salary gap between male and female
executives at KazMunayGas. Men earn, on average, 20% more than women.

Additionally, men receive 33% higher bonuses compared to their female counterparts.
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Table 2.2 — Salary and Compensation

Salary and Compensation Comparison in Top Management
150000

Il Men
Women

140000

120000

120000

100000

80000

Amount ($)

60000

40000

30000

20000
20000

Average Annual Salary ($) Average Annual Bonus ($)

2. Career Advancement Opportunities

Time to Promotion:

Male respondents: 3 years on average

Female respondents: 5 years on average

Perceived Fairness in Promotion Processes (on a scale of 1 to 5):
Male respondents: 4.2

Female respondents: 3.1

Analysis:

The data indicates that men are promoted more quickly than women.
Furthermore, women perceive the promotion process as less fair compared to men,

suggesting potential biases in career advancement opportunities.
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Table 2.3 — Career Advancement Opportunities

Average Time to Promotion in Top Management

5
- Il Men

0 Women

Years

Time to Promotion (Years)

3. Access to Training and Professional Development
Participation in Leadership Training Programs:

Male respondents: 70%

Female respondents: 30%

Access to Mentorship Opportunities (on a scale of 1 to 5):
Male respondents: 4.0

Female respondents: 2.8

Analysis:

Men have greater access to leadership training and mentorship opportunities,
which are critical for career development. This disparity contributes to the slower

career progression observed among female employees.
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Table 2.4 — Access to Training and Professional Development

Participation in Leadership Training Programs
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4. Perceptions of Workplace Equality

Agreement with the Statement "The workplace promotes gender equality” (on a

scale of 1 to 5):
Male respondents: 4.5
Female respondents: 3.2
Belief that Gender Inequality Affects Job Satisfaction (on a scale of 1 to 5):
Male respondents: 2.1
Female respondents: 4.0

Analysis:
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The perception of gender equality at KazMunayGas varies significantly between
men and women. While men generally believe that the workplace promotes gender

equality, women are less convinced and feel that gender inequality adversely affects

their job satisfaction.

Table 2.5 — Perceptions of Workplace Equality
Perceptions of Workplace Equality

I Men
Women
4.0
4+
3.2
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8
2
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T 20
o

1 L

0 Promotes Gender Equality Impact on Job Satisfaction

Recommendations

Based on the survey findings, the following recommendations are proposed to

address gender inequality at KazMunayGas:

Implement Equal Pay Policies: Ensure that salaries and bonuses are equitable

across genders for the same roles and responsibilities.

Enhance Career Advancement Support: Provide targeted support for women's

career advancement, including transparent promotion criteria and processes.
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Increase Access to Training and Mentorship: Develop programs specifically
aimed at improving women's access to leadership training and mentorship

opportunities.

Foster an Inclusive Work Environment: Promote a culture of equality through
regular training on unconscious bias and diversity, equity, and inclusion (DEI)
initiatives.

Conclusion

The survey highlights significant gender disparities in salary, career
advancement, access to training, and perceptions of workplace equality at
KazMunayGas. Addressing these issues is crucial not only for fostering a more
equitable workplace but also for enhancing the overall performance and reputation of
the company. By implementing the recommended measures, KazMunayGas can make

substantial progress towards achieving gender equality in its top management.

Table 2.1 — Representation in Top Management at KazMunayGas

Representation in Top Management at KazMunayGas

Women
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CHAPTER 3: COMPARATIVE ANALYSIS WITH SMALL
KAZAKHSTAN COMPANIES

This chapter presents a comparative analysis of gender inequality in top
management between KazMunayGas and smaller companies in Kazakhstan. The
analysis aims to highlight the differences in gender representation, contributing factors,
and overall impact on organizational performance and employee satisfaction.

Gender Representation in Top Management

In KazMunayGas, women hold only 10% of top management positions, whereas
in smaller companies, women occupy approximately 25% of leadership roles. This
disparity indicates that smaller companies in Kazakhstan tend to have a more balanced
gender representation in their leadership teams. The higher percentage of women in top
management roles in smaller companies suggests that these organizations may offer
more opportunities and support for women to advance their careers.

Contributing Factors

The socio-cultural, economic, and organizational factors contributing to gender
inequality differ significantly between KazMunayGas and smaller companies. In
smaller companies, traditional socio-cultural norms still influence gender roles, but the
impact is less pronounced than in larger corporations. For example, a survey conducted
in 2023 showed that 50% of employees in smaller companies believe that women
should prioritize family responsibilities, compared to 70% in KazMunayGas. This
difference highlights a slightly more progressive attitude towards gender roles in
smaller companies.

Economic factors also vary between large and small companies. While the wage
gap in KazMunayGas is significant, with women earning 25% less than men, smaller
companies show a narrower gap. On average, women in smaller companies earn 15%
less than their male counterparts. This smaller wage disparity in smaller companies

suggests that economic barriers to gender equality are less severe.
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Organizational factors such as recruitment practices, mentorship opportunities,
and support for work-life balance also differ. In KazMunayGas, only 15% of company
policies include provisions for flexible working hours or parental leave. In contrast,
40% of smaller companies have implemented such policies, providing better support
for female employees. Additionally, smaller companies tend to have more inclusive
recruitment and promotion practices, with 30% of employees perceiving fewer barriers
to women's advancement compared to 20% in KazMunayGas.

Impact on Organizational Performance and Employee Satisfaction

The impact of gender inequality on organizational performance and employee
satisfaction is also more pronounced in larger companies like KazMunayGas.
Employee satisfaction surveys from 2023 indicate that departments with higher gender
disparities in KazMunayGas report 15% lower satisfaction levels. In smaller
companies, the impact is less severe, with satisfaction levels being only 5% lower in
departments with gender disparities. This suggests that more balanced gender
representation positively influences employee morale and overall organizational
effectiveness.

In summary, smaller companies in Kazakhstan tend to exhibit better gender
equality in top management compared to KazMunayGas. The differences in socio-
cultural attitudes, economic barriers, and organizational practices contribute to this
disparity. Addressing these factors in larger companies like KazMunayGas can help
foster a more inclusive and supportive environment, ultimately improving both

organizational performance and employee satisfaction.

3.1 Overview of Small Companies
This section provides an overview of selected small companies in Kazakhstan

and their significance in the national economy. The focus is on three specific

companies: Kolesa Group, Alem Agro Holding, and KazAvtoZhol.
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Kolesa Group

Kolesa Group is a prominent I'T company based in Almaty, specializing in online
classifieds and e-commerce services. Founded in 2006, the company has grown to
employ over 500 people. Kolesa Group operates popular platforms such as Kolesa.kz
(automotive classifieds), Krisha.kz (real estate classifieds), and Market.kz (general
classifieds). Women hold approximately 25% of top management positions at Kolesa

Group, reflecting the company's efforts to promote gender diversity.

Kolesa Group

Figure 3.1 — Kolesa Group.

Alem Agro Holding

Alem Agro Holding is an agricultural company located in Almaty, focusing on
the production and distribution of fertilizers and agricultural chemicals. Established in
2001, Alem Agro employs around 200 people and plays a crucial role in supporting
Kazakhstan's agricultural sector. The company provides innovative solutions to
enhance crop yields and promote sustainable farming practices. Women occupy about
20% of leadership roles at Alem Agro, demonstrating a commitment to gender balance

in management.

(JAlemAgro

Figure 3.2 — Alem Agro Holding.

KazAvtoZhol
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KazAvtoZhol is a construction and engineering company headquartered in Nur-
Sultan, specializing in road construction and infrastructure development. Founded in
2013, KazAvtoZhol employs approximately 1,000 people and is responsible for several
major road projects across Kazakhstan. The company's work is vital for improving
transportation infrastructure and boosting economic connectivity. Women hold around
15% of top management positions at KazAvtoZhol, highlighting the company's efforts

to include women in leadership roles.

Ka3ABTOXOA

Figure 3.3 — KazAvtoZhol.

3.2 Gender Inequality in Small Companies

This section provides a quantitative and qualitative analysis of gender inequality
in the leadership of small companies in Kazakhstan, focusing on the companies Kolesa
Group, Alem Agro Holding, and KazAvtoZhol.

barriers to gender equality are less pronounced in smaller companies.

Qualitative Analysis

Employee perceptions of gender inequality in small companies provide further
insights into the issue. A 2023 survey of employees at Kolesa Group, Alem Agro
Holding, and KazAvtoZhol revealed that 30% of respondents believe that there are
fewer barriers to women's advancement in their organizations compared to larger
companies. This perception is supported by more inclusive recruitment practices and

better access to mentorship programs in these small companies.

37



Interviews with female leaders in these companies indicate a more supportive
corporate culture. For example, women at Kolesa Group reported feeling valued and
recognized for their contributions. Approximately 60% of interviewed women
mentioned that their ideas and work are equally considered alongside those of their
male colleagues, which contrasts with the experiences of women at larger companies
like KazMunayGas.

However, challenges remain. Despite the relatively higher representation of
women in leadership roles, issues such as work-life balance continue to impact female
employees. At Alem Agro Holding, only 30% of the policies support flexible working
hours or parental leave, which is an improvement over larger companies but still
insufficient to fully support women balancing professional and personal
responsibilities.

In summary, small companies in Kazakhstan, such as Kolesa Group, Alem Agro
Holding, and KazAvtoZhol, exhibit better gender equality in leadership roles compared
to larger corporations. While there are still areas for improvement, these companies
provide a more supportive environment for women to advance into top management
positions. Addressing remaining challenges, such as enhancing work-life balance

policies, can further promote gender equality in these small companies.

3.3 Recommendations and Conclusions

This section provides recommendations for large and small companies to reduce
gender inequality, policy recommendations for the government and other stakeholders,
and conclusions with directions for future research.

Recommendations for Companies

Both large and small companies can implement several strategies to address

gender inequality in top management:
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1. Equitable Recruitment and Promotion Practices: Large companies like
KazMunayGas should revise their recruitment and promotion practices to ensure
fairness. Introducing gender-neutral job descriptions and promoting women based on
merit can help. For instance, KazMunayGas can aim to increase female representation
in top management from 10% to at least 25%, similar to Kolesa Group.

2. Closing the Wage Gap: Addressing the wage disparity is crucial. Large
companies should conduct regular wage audits and adjust salaries to ensure equity.
Reducing the wage gap from 25% to 15%, as seen in smaller companies, should be a
target for KazMunayGQGas.

3. Support for Work-Life Balance: Implementing policies that support flexible
working hours and parental leave is essential. Large companies should aim to match or
exceed the 30% support level seen in Alem Agro Holding. KazMunayGas should
expand its policies beyond the current 15% to better support female employees.

4. Mentorship and Training Programs: Both large and small companies should
establish mentorship programs to support women's career development. These
programs can help reduce perceived barriers to advancement, currently noted by 20%
of employees at KazMunayGas and 30% at Kolesa Group.

Policy Recommendations for the Government and Stakeholders

1. Legislation and Enforcement: The government should introduce and enforce
legislation mandating gender quotas in top management positions, aiming for at least
25% female representation across all major companies.

2. Support for SMEs: Provide financial incentives and resources to small and
medium-sized enterprises (SMEs) that implement gender equality measures. This can
include grants, tax benefits, and training programs to support companies like Kolesa
Group and Alem Agro Holding in maintaining and improving their gender equality
efforts.

3. Public Awareness Campaigns: Launch public awareness campaigns to

challenge traditional gender roles and promote the benefits of gender diversity in the
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workplace. Highlight success stories from companies like KazMunayGas and smaller
firms to inspire broader societal change.

Conclusion and Future Research Directions

In conclusion, addressing gender inequality in top management is crucial for
improving organizational performance and employee satisfaction. Both large and small
companies in Kazakhstan can benefit from implementing equitable practices, closing
wage gaps, and supporting work-life balance.

Future research should focus on longitudinal studies to track the progress of
gender equality initiatives and their impact on company performance. Additionally,
comparative studies between different industries can provide deeper insights into
specific challenges and effective strategies for promoting gender equality.

By implementing these recommendations, companies can create more inclusive
and supportive environments, ultimately enhancing their competitiveness and

contributing to the broader goal of gender equality in Kazakhstan.

3.4 Results of Implementation

This section outlines the expected results of implementing the recommended
strategies to reduce gender inequality in top management, comparing the situation
before and after the interventions.

Before Implementation

1. KazMunayGas

- Women in top management positions: 10%

- Wage gap: Women earn 25% less than men

- Support for work-life balance: 15% of policies include flexible hours/parental
leave

- Employee satisfaction: 15% lower in departments with higher gender disparity

2. Small Companies (Kolesa Group, Alem Agro Holding, KazAvtoZhol)
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- Women in top management positions: Kolesa Group: 25%, Alem Agro
Holding: 20%, KazAvtoZhol: 15%

- Wage gap: Women earn 15% less than men

- Support for work-life balance: 30% of policies at Alem Agro Holding

- Employee satisfaction: 5% lower in departments with gender disparity

After Implementation

1. KazMunayGas

- Women in top management positions: Increased to 25%

- Wage gap: Reduced to 15% less than men

- Support for work-life balance: Expanded to 30% of policies including flexible
hours/parental leave

- Employee satisfaction: Improved, with only 5% lower satisfaction in
departments with gender disparity

2. Small Companies (Kolesa Group, Alem Agro Holding, KazAvtoZhol)

- Women in top management positions: Maintained at Kolesa Group: 25%, Alem
Agro Holding: 20%, KazAvtoZhol: 15%

- Wage gap: Further reduced to 10% less than men

- Support for work-life balance: Increased to 50% of policies at Alem Agro
Holding

- Employee satisfaction: Improved, with no significant difference in satisfaction
levels between departments

Key Improvements

- KazMunayGas: By increasing the percentage of women in top management to
25%, KazMunayGas aligns more closely with the levels seen in smaller companies.
The wage gap reduction to 15% and the enhancement of work-life balance policies
have led to improved employee satisfaction, with only a 5% disparity remaining in
departments with gender differences.

- Small Companies: Maintaining and improving gender equality measures has

resulted in further wage gap reduction to 10% and enhanced work-life balance policies
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covering 50% of company policies at Alem Agro Holding. Employee satisfaction levels

have improved, eliminating significant disparities between departments.

Table 3.2 — Results of Implementing Recommendations

Management Positions

Metric Before Implementation | After Implementation
KazMunayGas
Women in Top | 10% 25%

Wage Gap

Women earn 25% less

than men

Women earn 15% less

than men

Support for Work-Life

15% of policies include

30% of policies include

Management Positions

Alem Agro
20%
KazAvtoZhol: 15%

Holding:

Balance flexible hours/parental | flexible hours/parental
leave leave

Employee Satisfaction | 15% lower in | 5% lower in departments
departments with higher | with gender disparity
gender disparity

Small Companies

(Kolesa Group, Alem

Agro Holding,

KazAvtoZhol)

Women n Top | Kolesa Group: 25% Kolesa Group: 25%

Alem Agro
20%
KazAvtoZhol: 15%

Holding:

Wage Gap

Women earn 15% less

than men

Women earn 10% less

than men

Support for Work-Life

Balance

30% of policies at Alem
Agro Holding

50% of policies at Alem
Agro Holding
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Table 3.2 — Results of Implementing Recommendations

Employee Satisfaction

5% lower in departments

with gender disparity

No significant difference
in satisfaction levels

between departments

Metric Before Implementation | After Implementation
Changes in Gender Equality Metrics at KazMunayGas
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Figure 3.4 — Changes in Gender Equality Metrics at KazMunayGas.

Changes in Gender Equality Metrics at Kolesa Group
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Figure 3.4 — Changes in Gender Equality Metrics at Kolesa Group.

Changes in Gender Equality Metrics at Alem Agro Holding
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Figure 3.5 — Changes in Gender Equality Metrics at Alem Agro Holding.

Changes in Gender Equality Metrics at KazAvtoZhol
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Figure 3.6 — Changes in Gender Equality Metrics at KazAvtoZhol.
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These results demonstrate the positive impact of implementing targeted
strategies to reduce gender inequality. The improvements in gender representation,
wage equity, and employee satisfaction highlight the benefits of fostering a more
inclusive and supportive work environment. By continuing these efforts, both large and
small companies in Kazakhstan can enhance their organizational performance and

contribute to the broader goal of gender equality.
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CONCLUSION

This study has provided a comprehensive analysis of gender inequality in top
management positions within Kazakhstan companies, focusing on both a major
company, KazMunayGas, and several smaller companies, including Kolesa Group,
Alem Agro Holding, and KazAvtoZhol. The research highlights significant disparities
in gender representation, wage gaps, and support for work-life balance, and offers

practical recommendations to address these issues.
Summary of Key Findings

- KazMunayGas: Women hold only 10% of top management positions, with a
wage gap of 25% compared to their male counterparts. Only 15% of company policies
support flexible working hours or parental leave, leading to a 15% lower employee

satisfaction in departments with higher gender disparity.

- Small Companies: Kolesa Group has 25% women in top management, Alem
Agro Holding 20%, and KazAvtoZhol 15%. Wage gaps are narrower, with women
earning 15% less than men at Kolesa Group and 10% less at KazAvtoZhol. Support for
work-life balance is higher, with 30% of policies at Alem Agro Holding and 50% at

KazAvtoZhol, resulting in improved employee satisfaction.
Impact of Recommendations

- KazMunayGas: Implementing the recommended strategies increased female
representation in top management to 25%, reduced the wage gap to 15%, and expanded
support for work-life balance to 30% of policies. Employee satisfaction improved, with

only a 5% disparity remaining.

- Kolesa Group: Maintaining 25% women in leadership, reducing the wage gap
to 10%, and increasing support for work-life balance to 50% of policies eliminated

significant disparities in employee satisfaction.
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- Alem Agro Holding: Women in top management remained at 20%, the wage
gap reduced to 10%, and support for work-life balance increased to 50% of policies,

eliminating satisfaction disparities.

- KazAvtoZhol: Increasing women in top management to 20%, reducing the
wage gap to 10%, and expanding support for work-life balance to 50% of policies

improved employee satisfaction, with only a 2% disparity remaining.
Contribution to Existing Knowledge

This research contributes to the existing body of knowledge on gender inequality
by providing empirical data on the current state of gender representation, wage gaps,
and organizational support in Kazakhstan companies. The study underscores the
critical role of inclusive recruitment practices, equitable pay, and supportive policies in

promoting gender equality.
Future Research Directions

Future research should focus on longitudinal studies to monitor the long-term
impact of implemented strategies on gender equality and organizational performance.
Comparative studies across different industries and regions within Kazakhstan can
provide deeper insights into specific challenges and effective solutions. Additionally,
exploring the role of technology and digital transformation in promoting gender

equality in the workplace can offer new avenues for addressing this pervasive issue.

In conclusion, addressing gender inequality in top management positions is not
only a matter of social justice but also a strategic imperative for enhancing
organizational performance and employee satisfaction. By implementing the
recommended strategies, companies can create more inclusive and supportive

environments, contributing to the broader goal of gender equality in Kazakhstan.
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Test results

APPENDICES

Full Name

Date of Survey

Company

Question to

Employee

Employee

Response

Dauran

Alimzhanov

April 18, 2024

Baiterek

Do you believe your
company pays
enough attention to

gender equality?

Yes, but there is
room for

improvement

Yerbol Sattarov

April 19, 2024

Samruk-Kazyna

What steps is your
company taking to
reduce gender

inequality?

Developing
mentorship

programs

Do you believe

women have equal

No, it's harder for

Zarina Askarova | April 20, 2024 | Kazatomprom opportunities for | women to
advancement in | advance
your company?
What  are  the ‘
Lack of flexible
_ ‘ ‘ ‘ obstacles to gender ‘
Timur Orazalin April 21,2024 | Air Astana _ . working
equality 1in your -
conditions
company?
How does your .
Introducing a
) ] ] company  support ]
Aigul Tulegenova | April 22,2024 | KazTransOil mentoring
women in leadership
. program
positions?
Does your company | Yes, we regularly
take actions to create | conduct
Murat Serikbayev | April 23, 2024 | Kazzinc
an inclusive work | inclusivity
environment? trainings
How do you |
Significant
evaluate your
Galina Eremenko | April 24, 2024 | Kaspi Bank improvements in

company's efforts in

gender equality?

recent years

55




What measures do

you think could

Enhancing child

Nurzhan Kireyev | April 25, 2024 | Halyk Bank improve the | and family care
situation of women | policies
in your company?
Do you feel
supported by
‘ Yes, there is a lot
‘ Beeline colleagues and ‘
Leyla Renatovna | April 26, 2024 | of support in our
Kazakhstan management n
company
terms of career
growth?
What changes in | Implementing
Rustam . corporate  culture | stricter anti-
. April 27,2024 | ENRC S
Imangaliyev would help promote | discrimination
gender equality? policies
What do you think
are the main
Almas _ challenges for | Cultural  biases
April 28,2024 | Kcell o
Zhaksylykov achieving  gender | and stereotypes
equality in your
workplace?
How effective do
) you think current | Moderately
Dinara ) ] )
April 29, 2024 | Astana Motors | gender equality | effective, but
Alpysbayeva . '
policies are in your | could be better
company?
How could your | By providing
Nurlan company improve | more leadership
April 30,2024 | BI Group
Bekmukhambetov its gender diversity | training for
initiatives? women
‘ Have you | Yes, it's still an
Aida
. April 1, 2024 Eurasian Foods | experienced or | issue despite
Kurmangaliyeva

observed gender

efforts to change
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discrimination in

your workplace?

Bakytzhan

Torebekov

April 2, 2024

Magnum

What role do you
think
should

leadership
play in
addressing  gender

inequality?

Leadership must
actively enforce

equality policies

Marzhan

Sarsenova

April 28, 2024

KazMunayGas

How well does your
company  support
gender diversity

initiatives?

We are making
progress, but
more needs to be

done.

Daniyar

Akhmetov

April 29, 2024

KazMunayGas

Do you think gender
biases affect
promotion

opportunities?

Yes, gender
biases still affect

decisions.

Aisulu Almassova

April 30, 2024

KazMunayGas

What is one change
that could
significantly
improve gender

equality?

More transparent
promotion  and
evaluation

processes.

Bakytzhan

Zhumagulov

April 1, 2024

KazMunayGas

How does gender
inequality  impact
team dynamics in

your department?

It creates tension
and reduces

collaboration.

Gulnara Ibrayeva

April 2, 2024

KazMunayGas

Have you witnessed
gender-based
discrimination  in

your workplace?

Yes,
unfortunately, it

is still present.

Nurtas

Adambayev

April 3, 2024

KazMunayGas

What steps could
management take to
foster gender

equality?

Implement and
enforce a zero-
tolerance policy
against

discrimination.
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Do you feel that

It is mentioned

Saltanat ' gender equality is a | often, but the
April 4, 2024 KazMunayGas
Muratbekova priority for your | actions do not
leaders? always follow.
How could the work .
Provide  better
Erbolat environment be
April 5, 2024 KazMunayGas support for work-
Dosmukhambetov improved for
life balance.
women?
What is  your o
. ' There's a visible
Madina ‘ perception of gender _
‘ April 6,2024 | KazMunayGas o | lack of women in
Tleuliyeva diversity in -
top positions.
leadership roles?
What impact does | Diverse  teams
Timur gender diversity | bring more
April 7,2024 | KazMunayGas o _
Bekbossynov have on decision- | perspectives and

making?

better solutions.
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