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Abstract. The article considers gender discrimination in the field of labor relations in the
United Kingdom (UK) in the pre-covid period. In the past decades, the Western European countries
have made the most significant progress in achieving gender equality in various fields, including
labor relations, and became the world leader in this area. However, despite all the efforts of the
international community, no country has achieved a full gender equality, and Great Britain is no
exception. The authors argue that the British anti-discrimination legislation (before leaving the
European Union) was based on international acts and conventions. For a long time, there were acts
and laws prohibiting discrimination in the labor market, which seriously hindered the
implementation of an effective anti-discrimination policy in the sphere of labor relations. It was not
until 2010 that the law on equality was passed to replace all previous laws and regulations and to
provide an exhaustive list of criteria for prohibiting discrimination. As a result, Great Britain began
to develop a rather strict national anti-discrimination legislation in the field of labor relations. Thus,
in the past decades, the UK has been achieving gender equality in the economic sphere at a faster
pace than the average European Union country. The study shows a steady decline in the gender wage
gap in the UK over the past two decades, which may be considered one of the country’s most
significant achievements in fighting gender discrimination in the labor market. However, there is
still a number of serious challenges: a relatively low female labor force participation and
employment rate, a gender wage gap and income gap, horizontal and vertical segregation, a gender
gap in postgraduate education, and a significant gender gap in time spent on family responsibilities.
Age discrimination presents a special problem in the sphere of labor relations in Great Britain. In
the European Union, the first laws prohibiting age discrimination were adopted only in the 2000s,
and in the UK — in 2006. This problem still remains extremely acute for the labor market, since age
discrimination in the UK ranks third among the most common grounds for discrimination — after
gender and disability.
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The issue of discrimination in the sphere of labor relations, namely, the
unacceptability of the gender wage gap, was first raised in 1919, when the
International Labor Organization (ILO) was founded. And it was not until the end
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of the World War II that this issue reached the international level: the UN Charter
of June 26", 1945 contained the requirement of “promoting and encouraging
respect for human rights and for fundamental freedoms for all without distinction
as to... sex” (Article 1) [12]. However, the term ‘discrimination’ was not defined,
though the Charter became a source of international and national law, a model for
many countries.

The definition of discrimination was first given in the special ILO Convention
No. 111, the Discrimination (Employment and Occupation) Convention, in 1958:
“Any distinction, exclusion or preference made on the basis of race, colour, sex,
religion, political opinion, national extraction or social origin, which has the effect
of nullifying or impairing equality of opportunity or treatment in employment or
occupation” [2]. Scientific works describe a variety of forms and types of
discrimination in the labor market, which can occur on the basis of social-
demographic characteristics of the employee, such as gender, age, marital status,
parental status, ethnicity, race etc. [16; 18].

Two main approaches can be identified to define gender discrimination.
According to the first approach, gender discrimination implies any differences,
exceptions and limitations on the basis of gender. Thus, the concepts ‘gender
discrimination’ and ‘discrimination on the gender basis’ are considered to be the
same [4]. This approach is typical for such organizations as the ILO, the United
Nations (UN) and the European Commission (EC). According to the second
approach, the social aspect of gender is distinguished from the biological, i.e.,
‘gender discrimination’ refers to social differences between women and men, which
are not limited to the biological sex. The second approach is typical for the World
Health Organization (WHO) [5: 31].

In all developed countries, at the national level, a consensus has been reached
on gender discrimination — it is prohibited. However, despite all the efforts of the
international community for a century, discrimination against women in labor
relations still exists, even in the developed countries. To emphasize the importance
of gender equality and the need for additional measures to prevent the unfair
treatment of women and girls, gender equality was declared one of the 17 goals in
the 2030 Sustainable Development Goals (SDG) agenda adopted at the UN Summit
in September 2015 in New York. The goal No. 5 of the SDG agenda, accepted by
all UN member-states, is “to achieve gender equality and empower all women and
girls” [11]. Certainly, the EU has made significant progress in achieving gender
equality in various fields, including labor relations, and become a world leader in
this area. However, no country has yet achieved the full gender equality. Moreover,
in recent years, the pace of achieving this goal has slowed down even in the EU
which shows some national differences. Thus, in 2005-2018, gender equality
increased faster in 16 EU countries as compared to the all-European growth rate,
whereas in other 8 EU countries the growth was slower as compared to the all-
European figures [15].

There are also substantial differences in the public perception and attitudes
between the EU member-states and Great Britain. In the latest wave of the World
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Values Survey (WVS) and the European Values Study (EVS) conducted in 2017—
2020, respondents were asked to express their opinion about the statement “when
jobs are scarce, men should have more right to a job than women”. Agreement with
this statement means that the respondent has a bias in one’s perception of gender
equality at the labor market. In the UK, the share of those who agree that men should
have more rights to jobs than women decreased dramatically — from 33% in 1990
to 6% in 2018. Similar trends can be observed in Germany and France, in which the
share of the gender biased opinions declined from 30%—-32% to 8%—11%. Thus, the
indicators of the gender equality perceptions in the UK are among the highest in
Europe: the gender equality bias is lower in Iceland (1%), Denmark (2%), Finland
(4%) and Netherlands (5%), and higher in Greece (38%), Italy (25%), Poland (23%)
and Spain (11%). Public perception of the gender equality is an important indicator
of the efficiency of gender policies and a factor of success of the state measures,
laws and regulations against gender discrimination in the labor market.

The article is based on the data of Russian and international research of gender
discrimination in the field of labor relations, on official documents, such as the
Global Gender Gap Index 2020 (GGGI), and on the findings of the WVS conducted
in 120 countries since 1981 (national representative surveys on values, attitudes and
perceptions, including on gender equality at the labor market). Methods for
identifying gender discrimination play a special role in its study in the field of labor
relations. There are three main approaches: economic and statistical analysis,
sociological surveys (of employees and employers) and the ‘audit’ (several CVs are
sent for a vacancy without mentioning the studied parameter — gender or age).

In Great Britain, the anti-discrimination legislation is based on international
acts and conventions. In addition, a number of national acts and laws were adopted,
which complicates the development of an effective anti-discrimination mechanism.
It was not until 2010 that a unified law on was adopted: the Equality Act not only
replaced all existing laws and regulations but also provided an exhaustive list of
criteria for identifying and prohibiting discriminatory behavior. Thus, the formation
of a rather strict anti-discrimination legislation in the British labor market started,
which determined the achievement of gender equality at a higher rate than the
average for European countries, and the UK has shown a steady decline in the
gender wage gap over the past two decades. However, there are still urgent
problems to be solved: a relatively low level of women’s employment; the gender
wage gap and income gap; horizontal and vertical segregation in the labor market;
the gender gap in postgraduate education. All this is largely determined by a
significant gender gap in the time spent on family responsibilities.

Another important problem in the UK labor market is age discrimination
which ranks third among the most common grounds for discrimination after
gender and disability. In the UK, the level of discrimination largely depends on
age — the highest level of discrimination is typical for younger generations, and
then it decreases at older ages. Age discrimination in the labor market is largely
due to the late development of relevant legislation — the Equality Act was
adopted only in 2006.
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In the UK as an EU member (until January 1, 2021), anti-discrimination
regulation in the labor market works at two levels — European and national. The
first national anti-discrimination labor law in the UK was adopted in 1970 — the
Equal Pay Act proclaimed equal pay for workers doing the same job. In case of
violation of the law with evidence, one would go to court. In 1975, the Sex
Discrimination Act was adopted — direct and indirect discrimination in the labor
market was prohibited [8]. An example of direct discrimination is that a more
qualified female candidate gets rejected in favor of a less qualified male candidate.
Indirect discrimination implies that the employer creates ‘neutral’ conditions for all
employees including those from the ‘protected group’. Moreover, as a part of the
development of anti-discrimination labor regulation, the Equal Opportunities
Commission was established in 1975 to ensure the strategic law enforcement,
mainly for women in the labor market [14].

In 2010, the Equality Act was adopted and unified the existing legislation as a
single anti-discrimination law replacing all previous regulations in this area. This
act defines discrimination as illegal and sets the procedure for protecting against
discrimination [3]. The Equality Act contains a definition of discrimination and an
exhaustive list of its prohibited criteria in the field of labor relations — gender, age,
marriage and civil partnership, pregnancy and motherhood, religion and belief,
disability, race, and sexual orientation.

According to the Section 5 of the Equality Act, the employer is liable for
discriminatory acts; however, all reasonable steps to prevent such acts provided, the
employer would be exempted from liability. Employers should not post job
advertisements only in specialized magazines, for example, for a female audience,
since this would be considered indirect discrimination. During the interview, the
employer does not have the right to ask ‘protected groups’ a number of questions,
for instance, to ask people with a non-traditional orientation about their marital or
parental status. The Equality Act also describes responsibilities of institutions and
state authorities in achieving more social equality, and this list expanded
significantly as compared to previous laws and regulations. The Equality Act
applies to England, Wales and Scotland, but not to Northern Ireland, since it has
broad legislative powers and its own laws, including in the field of labor relations.
A special place in Great Britain’s anti-discrimination policy is given to informing
‘protected groups’ about anti-discrimination legislation [13] (leaflets and brochures
for both employees and employers).

Thus, the British national anti-discrimination legislation develops on the basis
of international acts and conventions. Today, the UK has a single unified law in this
area with the definitions of relevant concepts and a list of discrimination criteria,
including in a section on labor relations. The British anti-discrimination legislation
is quite strict for employers; however, there is still gender discrimination in the
British labor market.

In terms of gender inequality in the economic sphere, the UK moved from the
9 place in 2006 (when the Global Gender Gap Index was first calculated) to the
21% place in 2019, while the index increased from 0.664 to 0.704 [10]. However, in
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the UK, the pace of achieving gender equality was faster than in the EU on average
[4]. For a more detailed study of the British labor market, we should consider the
following indicators: labor force participation by gender, employment and
unemployment rates by gender, gender income and wage gap, dependence of the
gender gap on age, horizontal and vertical segregation, educational level.

Labor force participation rate by gender. In the UK, at the end of 2019, the
number of working women was by 11% lower than the number of male workers —
15.34 and 17.1 million respectively [10]. Thus, not all women participate in the
labor market, and the number of women who prefer family and do not seek to enter
the labor market is growing every year. At the end of 2019, this indicator for women
was 72.8%, for men — 82.2%, i.e., the labor force participation rate of women was
by 10% less [10]. Women show such relatively high rates of participation in the
labor market despite spending twice as much time on housework: for women, the
share of unpaid work per day is 12.65%, for men — 6.87% [10]. It is noteworthy
that since the mid-20" century, the British government has not interfered in
reproductive plans of the citizens due to considering them a private matter for each
family. However, British employers provide family employees with full and/or
part-time jobs, shorter hours, etc. Moreover, such employees are provided with a
larger number of benefits than ensured by the legislation, which contributes to
women’s combining their professional work with family responsibilities.

Unemployment rate. In 2019, the UK showed almost the same unemployment
rate for both genders: 4.16% for men, 4.03% for women, i.e., the gender gap was
0.13% [10].

Gender income gap. At the end of 2019, women’s income was by 46% less [10].

Gender wage gap. Over the past two decades, this indicator has decreased by
a third: in 2002 — 27.3%, in 2008 — 21.4%, in 2014 — 20.9%, and in 2019 —
16.8% [14]. The UK belongs to the group of countries with a gender wage gap
exceeding the European average [10]. Despite the fact that the principle of equal
wage was introduced at the international level more than sixty years ago, European
women still earn by 15% less than men [6].

Dependence of the gender wage gap on age. The UK is characterized by a
U-shaped model: for employees under 25 years old, this figure is 4.4%; there is a
significant increase in the age group of 45-54-year-olds (29.4%); and a decrease at
the retirement age (26.2%) [19]. The growth of the gap with age is determined by
the fact that traditionally the largest gender gap is typical for higher positions
(occupied by middle-age workers) with higher wages.

Horizontal segregation. In the pre-covid era, the largest concentration of
working women in Great Britain could be found in social sector, service sector,
education, trade, medicine and catering. As the EVS/WVS of 2018 shows, 33% of
women worked in governmental or public institutions (19% of men), while 61% —
in private businesses or industries (77%). The reason of such gender segregation,
given the digitalization of the economy, is the information skills gap: for instance,
in the sphere of information and communication technologies, the gender gap in
relevant skills is a significant barrier for women’s career.
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Vertical segregation. Women still work predominantly in low-paid and less
prestigious jobs even though having better educational achievements than men. As
the EVS/WVS survey of 2018 shows, male and female respondents from the same
education groups report different income levels. For example, men with secondary
education have an average of 5.9 income level (on a 10-point scale), while
women — only 4.9; the gap is smaller for those with tertiary education — 6.4 and
6.1 respectively.

The level of education. European and British women are still leaders in terms
of education, especially higher education [9. P. 65]. At the end of 2019, the full
gender parity was achieved in the UK (index = 1). In 2019, an almost equal number
of schoolchildren of both sexes were in primary (99.4% of men and 99.6% of
women) and secondary school (97.2% and 97%) but not in higher education (69.4%
and 51%) [10]. Thus, at higher levels of education, there are significant gender
differences, especially in postgraduate education: the share of men with PhD is
1.19%, while the share of women — 0.82 % [10]. Gender discrimination can be
supported by different actors, in various industries, at different job levels, and can
start already at the stage of professional training.

Age discrimination is of particular importance in the development of labor
relations in Great Britain. In the EU, the first laws prohibiting age discrimination,
including in labor relations, were adopted in the 2000s: Council Directive
2000/78/EC of November 27", 2000 introduced the principle of equal rights in
employment, in particular, with regard to age. The key feature of the law is that it
implied no age limits, which was the United States case. In other words, laws
protect workers of all ages from age discrimination in the labor market [17]. The
first national law in this area was the Employment Equality (Age) Regulations
adopted in 2006. According to them, employers should use such words as ‘active’
or ‘energetic’ graduate only for real job requirements [7. P. 255]. Moreover, it was
forbidden to deny taking courses by employees over 65 (based on age). The
Equality Act was adopted in 2010 and declared the worker’s age a prohibited
criteria for discrimination in the labor market [3].

Despite the national legislation, age discrimination ranks third among the most
common grounds for discrimination — after gender and disability). Of particular note
is the shape of the age discrimination curve in the UK labor market: the UK belongs to
a group of countries with a high level of discrimination against younger workers [1].

Thus, over the past decades, the UK has achieved gender equality in the
economic sphere at a faster pace than the EU on average. In particular, there has been
a steady decline in the gender wage gap. Such a significant progress in achieving
greater gender equality in the UK labor market is determined by the development of
strict anti-discrimination legislation. However, there are still serious problems in the
labor market such as the relatively low employment rate of women, gender wage and
postgraduate gaps, horizontal and vertical segregation.
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o0ecTieYeHNH MIPUHITUIIOB TeHIEPHOTO PAaBEHCTBA B CAMBIX Pa3HBIX Cepax KU3HEACATEIILHOCTH 00-
[IeCTBa, BKIIFOYAs TPYIOBHIE OTHOIICHUS, W CTaJI MEUPOBBIMH JIHJEpaMH B 3Tol oOmacti. OOHAKO,
HECMOTpS Ha BCE YCHIIUS MEXIyHAPOJHOTO COOOIIECTBa, HA OJJHA CTpaHa MUpa BCE eIle He CMOTJia
JOOUTHCS TTOTHOTO TEHAEPHOTO PABEHCTBA, M BennKoOpuTaHNs HE HCKITIOYeHNE. ABTOPHI CIUTAIOT,
YTO aHTUANCKPUMHUHAIIMOHHOE 3aKOHOAATeNbCcTBO BenukoOpuranmu (pa3paboTaHHOE A0 TOTO, KaKk
CTpaHa BhIILTAa U3 cocTaBa EBpomnetickoro Coio3a) OCHOBAHO HAa MEXIYHAapOJHBIX 3aKOHOATEIhb-
HbIX aKTaX U KOHBCHIIUAX. B Teuenue JJINTEIIBHOI'O BPpEMEHU B BeﬂHKOGpI/ITaHI/II/I HeﬁCTBOBaﬂl/I CO6-
CTBCHHBIC 3aKOHbI, 3allp€laoIUe NTUCKPUMHUHAIIUIO Ha PBIHKE TPYyJda, KOTOPLIC 6]>IJ'II/I CCPLE3HBIM
NPENsSTCTBUEM UIsl pa3paOdOTKK ¥ BHEAPEHUs! 3PPEKTUBHBIX MEP aHTHIMCKPUMHUHAIMOHHOW TIOJIHU-
THKH B cepe TpyaoBbIX oTHouIeHuH. Jlums B 2010 roxy B BennkoOpuTanuu ObUT IPUHSAT 3aKOH O
PaBEeHCTBE, 3aMEHUBILIMH CO00I Bce MPEeXHHE 3aKOHOAATeIbHbIC IIPaBHiIa M COJCPIKaBILUMA HcUep-
MIBIBAIOIIMI NepeueHb KPUTEPHEB /ISl ONPEIETICHUs] U 3arpera JUCKPUMHHAIMOHHBIX MPAKTHUK.
B pesynprare BennkoOpuTaHus Hadana BHEApPATH B cepe TPYIOBBIX OTHOIICHHWHA TOCTATOYHO
JKECTKOE aHTHANCKPUMHUHALIMOHHOE 3aKOHOIATEITECTBO, YTO TIO3BOJIMJIIO € B IIOCIIEAHNE HECKOIBKO
JECSITUICTHH TPOIBUTATHCS B HAIPABICHUH T'€HICPHOTO PaBEHCTBA B SKOHOMHUKE ¢ OOJBIICH CKO-
POCTBIO, UeM B CpellHeM XapakTepHa s cTpaH Epometickoro Coro3a. MccnemoBanust moaTBep-
JKTAI0T TIOCTETIEHHOE COKpAIleHHe TeHAEPHOTO pa3phiBa B YPOBHE 3apmuiaT B BermkoOputanuu B
MOCTIEIHUE /IBA JECSITUIETHS, 9YTO MOKHO CUUTATH TJIABHBIM JOCTIDKEHHEM CTpaHbI B 00prOe mpo-
THUB TE€HJIEPHOI TUCKPUMUHALIMK Ha PbIHKE Tpyaa. OJHAKO LENbli psia MpodieM COXpaHseTcs: OT-
HOCHUTEIbHO HU3KUU YPOBEHb IIPEICTABICHHOCTHU KEHIIMH HA PhIHKE TPYAA, T€HACPHBINA pa3phiB B
YPOBHE 3apIliaT U J0XO0J0B, TOPU30HTaIbHASl M BEPTHKAJbHAs Cerperaiys, reHIepHblil pa3phiB B
TI0CJIEBY30BCKOM 00pa30BaHMM U BO BPEMEHH, 3aTPauyBaeMOM Ha BBINOJHEHUE CEMEHHBIX 00s3aH-
HocTel. BospacTHast AMCKpUMHHAIMS — elle OoJHa mpodieMa B cdepe TPYJIOBBIX OTHOIICHHH.
B Esponeiickom Coro3e nepBble 3aKOHBI, 3aPeNaioniie BO3PACTHYIO JUCKPUMHUHALNIO, ObUIN MPHU-
HATH ToabKO B 2000-e romsr, B BenmukoOpuranuun — B 2006 romy. Bo3pacTHas qucKpuUMHUHAIISL
ocTaeTcs aKTyalbHOM MpoOIeMoil Uit peIHKa Tpyaa BenmnkoOputaHum, TOCKOIBKY BO3pacT — Tpe-
THUH 110 3HAYNMOCTH JUCKPUMHUHAITMOHHBIN (PaKTOp MOCe MoJIa U OTPpaHNYEHHBIX BO3MOXHOCTEH.

KiroueBble cjioBa: peIHOK TpyAa; OJUCKpUMMHAIW; reHnep; Bozpact; UI'TP (Munexc rio-
0abHOTrO TEeHIACPHOTO Pa3phiBa); 3aHITOCTh; Oe3paboTHIla; 3apabOTHBIC TUIATHI; Cerperamus; ypo-
BEHb 00pa30BaHUS





