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ABSTRACT

Genderinequality remains a pressing issue in Kazakhstan, with vertical and horizontal segregation resulting in unequal
pay and the representation of men and women in different professions. To achieve equal access to labor, social and
institutional resources, the state’s economic policy aims to address this problem. Data collected from 2016-2021
from the electronic portal of the Bureau of National Statistics of Kazakhstan showed that women dominate public
education schools and higher education institutions. However, there have been minor changes in the percentage of
male and female teachers and faculty members. The Duncan index, which measures gender segregation, showed
a difference of 17.1 percentage points between the proportion of male and female teachers in general education
schools and male and female faculty members in higher education institutions. At the same time, the field of
education is one of the lowest paid in Kazakhstan. The article’s main results highlight the unequal opportunities for
women compared to men. Occupational segregation can also be geographically considered, taking into account the
burden of housekeeping. Rural women experience more occupational discrimination than their urban counterparts.
Addressing the gender disparity in higher education faculty is essential to promoting diversity, equity, and inclusion
in academia and beyond. Gender equality in higher education is critical for social and economic progress, as research

and education are the primary drivers of innovation and development.
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TYUIH

KasakcTaHaa reHaepik TEHCI3AiK e3eKTi macene 6oabin Kana 6epei, TiK *KaHe Ke/iAeHEeH, cerperaumsa HaTuKeciHae
9pTYpAi KacinTepaeri ep/iep MeH aMenAepAiH KanakbiCbl MeH ekKingiri TeH emec. EHGEK, a/1eyMETTIK KaHe
MHCTUTYUMOHANAbIK pecypcTapfa TeH, KOIKETIMAINIKKE KO MKeTKi3y YLWiH MeMIeKeTTiH SKOHOMMWKabIK CanacaTobl
OoCbl MaceneHi wewyre 6afbiTranfaH. 2016-2021 xbingap apanbifblHaa KP YATTbIK CTAaTUCTUMKANbIK GHOPOCHIHbIH,
3N1EKTPOHAbI MOPTANbIHAH UHANFAH AEPEKTep *Kannbl 6inim 6epeTiH MeKTenTepae Ae, Kofapbl OKY OpbIHAAPbIHAA
Aa ovenaepaiH, 6acbiM eKeHiH KepceTTi, AereHMeH epniep MeH ahenfepaiH OKbITYWblIap MEH OKbITyLblnap
KYPaMbIHbIH, YJIEC CalMaFblHAa a3faraH e3repictep 6oaabl. Kbingap- FeHaepnik cerperayusaHbl enwenTiH JyHKaH
MHAOEKCI Xannbl 6inim 6epeTiH MmeKTenTepaeri epaep MeH aenaepaiH KaHe Kofapbl OKY OpblHAAPbIHAAFLI epaep
MeH aMengepAiH, OKbITYLWbINAPbIHbIH, YAeci apacbiHga 17,1 naibi3ablK, TapMaKKa albipMalUbINbIKTbl KepCeTTi.
Byn petre 6inim 6epy canacbl KasakcTtaHaafbl €H, TOMEH KaflaKbl anaTtblH cananapaplH, 6ipi 6onbin Tabblnaabl.
MaKanaHblH, Herisri HaTuXKenepi ep afaMAapMeH CanbiCTbipfaHAa auengepaiH, MYMKIHAIKTEPiHIH, TeHci3airiH
KepceTeai. Yi1 lWapyallblnblfbIHbIH, ayblPTNablfblH ECKEPE OTbIPbIN, KACINTIK CerperauusaHbl reorpaduanbik TypFblaaH
Oa KapacTbipyfa 6onagbl. Aybingblk alenaep Kananblk ahengepre KapafaHga KacCinTik KemciTylwinikke kebipek
ywbipangbl. ofapbl 6inim 6epy darynbTeTiHAEr reHAepiK TEHCI3AIKTI Wewy akagemMusasblK opTaja KoHe oAaH
TbIC Kep/iepae SpTYPAiNiKTi, TEHAIKTI KoHe WMHK3UAHbI inrepineTty ywiH maHbi3gbl. ofapbl 6inim 6epyaeri
reHaepnik TEHAIK 21eYMETTiK KaHe 3KOHOMMKabIK NPOrpec yLiH Ae MaHbl34bl, BUTKEHI 3epTTeyiep MeH 6inim 6epy
WMHHOBaLMANAP MEH JaMyAblH Heri3ri gpaliBepsiepi 6onbin Tabblinagbl.

TYWIH CO3[EP: skoHoMMKa, 6inim, reHaepAik eHBeK cerperaLmachl, anenaep, reHAepAik anlwakTbik, KasakcraH
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AHHOTALMUA

leHOoepHOEe HepaBEHCTBO OCTAETCA aKTyasbHOM Npobnemoit B KasaxctaHe, Npyu 3TOM BEPTUKa/IbHAsA U TOPU30OHTA/Ib-
HaA cerperauysa NPMBOAMT K HEPABHOM OMN/aTe W NPEACTAaBUTENbCTBY MYXUYMH U MKEHLLMH B pPasHbIX Npodeccusax.
[Ona pocTuKeHWsa paBHOro A0CTyna K TPYA0BbIM, COLMANbHBIM U MHCTUTYLIMOHANbHBIM pecypcam 3KOHOMUYECKas
NoANTUKA roCcyAapcTBa Hanpas/eHa Ha pelweHue 3To npobnembl. [aHHble, cobpaHHble 3a 2016-2021 rogpbl C
3/1EKTPOHHOro nopTana bopo HauMOHaNbHOM CTAaTUCTUKM KasaxcTaHa, NoKasasn, YTO KeHLWMHbI NpeobnafatoT Kak
B 06Wweobpa3oBaTesibHbIX LKONAX, TaK U B BbICLIMX Y4eBHbIX 3aBeAeHUAX, XOTA MPOU30LWAN HebobLune N3MEHEHUA
B MPOLEHTHOM COOTHOLUEHUU MYXKUYMH M XKEHLUMH cpeau npenogaBatenei U npenogaBatenei 3a rogpl- MHAeKc
[yHKaHa, M3mepAoLwWwmi reHAepHYH0 Cerperaumio, nokasan pasHuuy 8 17,1 n.n. mexay A0ONEN yuntenemn-myx4umH
N KEHLWMH-yumTenein obLieobpas3oBaTeNbHbIX WKOMA U MYXKUYMH U KEHLWMH-NpenosaBaTesiei B BbICUMX Y4eOHbIX
3aBegeHuaAx. MNMpu atom cdepa obpasoBaHUA ABAAETCA OLHOW M3 CaMblX HWM3KOOMAaumBaembix B KasaxcTaHe.
OCHOBHble pe3ynbTaTbl CTaTbW MOAYEPKUBAIOT HEpPaBHble BO3MOMKHOCTM XEHLMH MO CPaBHEHUIO C MYXKUYMHAMMU.
MpodeccnoHanbHy0 cerperaumio TakKe MOMKHO PacCcMaTpuBaTb MO reorpaduyeckomy npusHaKy, NMpuHMMas BO
BHMMaHWe bpemsa BefeHMA AOMallHero Xo3aincTtBa. CenbCKMe KeHWMHbl B 60o/blien CTENeHM MoABEpPratoTcs
npodeccMoHanbHOM ANCKPUMMWHALMKM, YEM UX TOPOLCKME KOMNEru. PelleHne npobiembl reHaAepHOro HepaBeHCTBa
cpeav npenogasatesiei BbICLIMX YyY4ebHbIX 3aBeAEHUM MMeeT BaXKHOe 3HayeHue ANs NOOLLPeHUs pasHoobpasus,
CNpaBeA/IMBOCTU U MHTErpaunmn B aKafeMUYEeCcKMX Kpyrax U 3a ux npegenamu. feHaepHOe paBeHCTBO B BbICLUEM
06pa3soBaHUM TaKkKe MMEEeT peluatollee 3HaYeHWe AN COLMANbHOrO M 3KOHOMMYECKOrO MPOrpecca, MOCKOJIbKY
nccnefoBaHua 1 obpasoBaHme ABAAOTCA OCHOBHbIMU ABUXKYLLMMW CUAAMW MHHOBALMIA U Pa3BUTUA.

KJZTOYEBBIE C/IOBA: skoHOoMWKa, 06pa3oBaHune, reHaepHas cerperauma TpyAa, KeHLMHbl, reHAepHbIN pas3pbis,
KasaxcTaH
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Introduction

Gender equality is an essential aspect of
social progress. Studying gender issues in higher
education is part of a broader effort to promote
gender equality and combat discrimination in all
areas of society. Gender stereotypes can influence
career choices and limit both men’s and women’s
career options. By studying gender issues in higher
education, we can help to challenge and break
down these stereotypes, allowing students to make
career choices based on their interests and abilities
rather than societal expectations.

The issues of manifestation of gender
inequality in the field of education are relevant at
present since individual manifestations of gender
inequality have not yet been abolished. Gender
vertical and horizontal segregation in the form of
unequal pay and unequal representation of men
and women in various professions is still an acute
problem in Kazakhstan. The macroeconomic
policy aimed at achieving equal access to labor,
social, and institutional resources is one of the
state’s economic policy goals. As part of the
Presidential Address 2022, the state strives to
ensure equality of opportunity for all population
segments. However, there are still a number
of problems associated with the economy’s
dependence on raw materials, low labor
productivity, insufficient innovation, the provision
of low-quality jobs, and uneven distribution of
income in education and other areas.

Women are underrepresented in leadership
positions in academia, including department
heads, deans and university presidents. There
is a gender pay gap in academia, with women
earning less than men in the same positions and
experience levels. Women are less likely to get
jobs or promotions than their male counterparts,
which can have long-term implications for their
employment and financial stability. Gender bias
in hiring practices may result in fewer women
being hired for academic positions, especially in
STEM. Gender stereotypes and prejudices can
also influence the assessment of the quality of
teaching and research, leading to unfair evalua-
tions of women scientists.

Research has shown that when girls and
women have access to education, it leads to
increased economic growth, poverty reduction,
and improved health and well-being (Spankulova

et al, 2019). Therefore, addressing gender
inequality in education is critical for achieving
sustainable development goals. The manifestation
of gender inequality in education is relevant
because it affects the personal, societal, and

economic development of individuals and
nations. Addressing these issues is crucial for
achieving gender equality and promoting social
and economic progress. The above explains
the relevance of the study of the gender gap in
professions in various fields, but especially in the
field of “education”. In addition, the goal of society
is to improve the population’s well-being, avoid
poverty and achieve equal access to resources,
regardless of gender.

This study aims to study the professions in the
field of “Education”, as well as the development
of measures and recommendations to reduce
occupational segregation in Kazakhstan. In order
to achieve the aim of the study, the following
steps will be taken:

1. Data collection for six years: 2016-
2021 from the electronic portal of the Bureau of
National Statistics of Kazakhstan;

2. Identification of problem areas for the
remuneration of workers in the field of education
in Kazakhstan;

3. Analysis of the level of wages by types of
economic activity with emphasis on the field of
“education”

4. Calculation index Duncan

5. Development of conclusions and
recommendations.

By studying gender issues, any existing
barriers or inequalities are identified and
eliminated, and work to create a more inclusive and
fair system. Gender diversity in higher education
is important for developing a diverse and skilled
workforce. Studies have shown that companies
with more diverse workforces perform better and
are more innovative, and this is also likely to be
true in the education sector.

Literature review

There are many studies in the world aimed
at studying the factors of feminization of certain
professions. The role of men and women in
professions goes against the ideology of indivi-
dual economic spheres. For example, studies on
the lifestyle of healthcare workers (pharmacists)
have proved unfounded the notion that women
have to work part-time while they are raising
their children (Muzzin et al., 1994). Other studies,
on the contrary, have shown that a patriarchal
society leaves an imprint on the cultural ethno-
thinking of women and men. Hence, women
deliberately  seek  professions  combining
childcare and work (Chernova, 2012). In Kazakh-
stan, most women entered the education and
healthcare sectors because of the opportunity
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to combine these professions with family life,
childcare and the elderly (Meurs et al., 2021;
Malanyina, 2019).

Despite the progress towards gender
equality, women are still underrepresented in
specific fields, such as STEM (science, techno-
logy, engineering, and math). Studies have shown
that societal norms and stereotypes about gender
roles and abilities significantly steer girls away
from these fields. For example, a study found
that parents were more likely to encourage their
sons to pursue math and science, while girls
were encouraged towards humanities and social
sciences (Blickenstaff, 2005).

This gender gap in STEM fields has
necessary implications for the economy and
society as a whole. These fields are among the
fastest-growing and highest-paying, and the lack
of diversity can lead to a lack of innovation and
creativity. It is therefore essential to encourage
and support women’s participation in STEM
fields through mentorship programs, scholarships,
and outreach to schools and communities. In
addition to the gender gap in STEM, there are
also gender disparities in pay and leadership
positions across all professions. Women continue
to earn less than men for the same work, and are
underrepresented in top positions in the public
and private sectors. This is despite evidence
showing that diverse leadership teams lead to
better decision-making and improved
organizational performance (Teasdale et al., 2011).
It is clear that there is still much work to be done
in achieving gender equality in the workforce.
This requires a concerted effort from indivi-
duals, organizations, and governments to challen-
ge gender norms and stereotypes and create a
more inclusive and equitable workplace for all

Research also shows that since the begin-
ning of the 20th century, there have been some
female medical “semi-professions”, such as
nursing, nursing professions, which required fewer
skill levels, and training time, and had to support
male professions (Adams, 2010). There is also
an opinion that gender segregation in educational
professions, as it exists in the world at the
moment, is positive since the social role of an
educator suits a woman. The scholar argues that the
masculinization of education and the segregation
of boys and girls is more worrying than the
feminization of teaching staff (Griffiths, 2006).

The researchers also note that men often
occupy leadership positions: directors, deans,
doctors, dentists, managers, etc. As a result, these
types of professions are highly paid, so there is
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also vertical segregation. Even when male
candidates initially want to enter the teaching
profession, they are focused on leadership and
career growth in the future, unlike women who are
not interested in developing leadership qualities
and moving up the career ladder. Interestingly,
in some families, parents are opposed to boys
choosing to teach but are supportive when they
realize that it will be easier to get a job (Bongco
& Ancho, 2020; Ariogul & Can, 2010; Lahelma,
2000).

Gender segregation in Kazakhstan is present
in various areas of economic activity. Of course,
the uneven division of men and women in
professions can be explained by the fact that men
can more easily cope with heavy physical labor.
On the other hand, there are professions in
which low wages are combined with part-time
work. Women are more likely to work in these
professions. The authors revealed not only the
presence of segregation but also an increase in
the level of segregation in the non-productive
sphere towards women and the sphere of
production - towards men. Reducing discrimina-
tion is one of the main directions of the state
macroeconomic policy and opens equal access to
resources for women and men (Kireyeva, 2015;
Bayuzakova & Isakov, 2019; Malanyina, 2019).

Educational professions continue to be one of
the most female professional fields in the world.
However, despite the increase in the number of
women in these professions, the prestige and
social status of teachers and other education
workers are still low. State programs to attract
women to these professions are often not
financially secure, especially for schools in rural
areas. Under such conditions, teachers often
have to perform additional non-professional
work, negatively affecting the quality of their
main work. Despite the fact that in recent years
women have become more actively and mas-
sively involved in the field of education, they
still face discrimination and restrictions. In several
countries, for example, women are prohibited
from teaching certain subjects or working in
higher education institutions. These issues
greatly affect the professional development
of women in education and require additional
support and protection measures (Mim, 2020).
In addition, women teachers often face problems
with work-family balance, as well as low pay and
limited career opportunities.
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Research Methods

The segregation index is a statistical
measure used to quantify the level of segregation
in a given population or area. It is usually calcu-
lated by examining the distribution of a parti-
cular characteristic, such as race or gender, across
different geographical units or social spaces,
such as neighbourhoods, schools, or workplaces.
The index is based on the idea that if a feature is
evenly distributed across different groups or
spaces, the segregation index will be low. In
contrast, if the feature is concentrated in certain
groups or spaces, the segregation index will be
high. For example, a gender segregation index for
higher education can be calculated by examining
the proportion of male and female students in
different faculties or in different fields of study.

However, the index is not universal or
universal. It depends on parameters: the territory
of residence of the population (city-village), the
level of education of the population, nationality,
and most recently on gender. All these calcula-
tions show the correct result for one territory
but must be corrected in another (Yao, 2019).
For example, a gender segregation index for
higher education can be calculated by examining
the proportion of male and female students in
different faculties or in different fields of study.

However, for this study, university and
school teachers, female and male, were studied to
calculate the segregation index. In addition, the
study was carried out in dynamics over several
years. This will reveal trends in the degree of
change in segregation over time. It should be
pointed out that there are several types of
segregation indices: the dissimilarity index and its
spatial analogues. In this paper, the most widely
used index of dissimilation is Duncan’s index
(DI). It is usually defined as half the sum of the
differences (with a positive sign) between the
shares of men and women employed in each
occupation. This index shows what percentage of
workers of one sex would have to change their
occupations, assuming that workers of the other
sex remain in their jobs so that there is an equal
distribution of men and women across occupa-
tions. Thus, the segregation indices can calculate
by formula (1):

1 F, M,
- o 1
DI 2*E| L (1)

where F is the number of women in the labor force;
M - is the number of men in the labor force;
Fi - is the number of women in the profes-
sion 1;

M:; - is the number of men in the profession i;
i - changes from one to a number equal to the
number of professions.

The index ranges from 0 to 1, with higher
values indicating greater levels of occupational
segregation. A value of 0 means that men and
women are equally represented in all occupations.
In contrast, a value of 1 indicates complete
segregation where men and women are concentra-
ted in different occupations with no overlap.
The Duncan index is a widely used measure of
gender segregation in many countries and has
been used to study the changing patterns of gender
segregation over time. It is important to note that
the Duncan index considers the quality of jobs or
the pay level in different occupations, only the
proportion of men and women in each occupation.

The category of workers in the sphere of
“Education” is considered in more detail. In
Kazakhstan, there are several problems related
to the gender wage gap and the social status
of teachers. In 2019, the Law “On the Status
of a Teacher” (2019) was adopted, which
recognized the “special status of a teacher” and
provided conditions for the implementation of
his professional activities. According to this law,
material and administrative penalties are provided
for showing disrespect for a teacher in the
performance of his official duties. This measure
influenced the increase in the importance of
the teaching profession among the population.
Also, from that time to the present, the state
motivates teachers financially through the growth
of wage increases.

Secondary data (data sampling)

The source of secondary data is the Bureau
of National Statistics of Kazakhstan. The data on
the average monthly nominal salary of one worker
in the field of education for 2016-2021 provides
insights into the financial compensation earned
by teachers and other education professionals in
Kazakhstan.

Secondary data The Bureau of National
Statistics of Kazakhstan can help you get an idea of
the average salary of teachers and other specialists
in the field of education in Kazakh-stan. These
data can be used to identify problem areas in the
payment of education workers in Kazakhstan
and to compare the wages of education workers
in Kazakhstan with wages in other countries.
In addition, secondary data can help determine
trends in the salary of education specialists over
time, providing information for developing
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recommendations for improving the financial
remuneration of teachers and other education
specialists in Kazakhstan.

Analysis and Results

In general, by analyzing wages in various
sectors, policymakers and researchers can identify
areas where workers are underpaid and take
measures to address this problem, for example,
enacting minimum wage laws or providing
employers with incentives to raise wages. In
addition, understanding the economic value of
various sectors can help make decisions about
investments and resource allocation, affecting
employment opportunities and wages in these
sectors. Thus, studying various economic spheres
can help determine the average monthly salary.
This is necessary because different branches of

o

All kinds of activities

the economy have different levels of profitability
and economic value. Technology and financial
sectors tend to be more profitable and have
higher wages, while wages tend to be lower in
other sectors, such as education, medicine, and
social services.

The information can help identify any
discrepancies or disparities in pay among
education professionals, including potential
differences between men and women. It can also
help policymakers evaluate the effectiveness of
current remuneration policies and take steps to
improve the financial compensation of education
professionals in the country. If consider in more
detail the category of workers in the “Education”
sphere, it can be seen that this category in terms
of wages is still one of the lowest paid. Figure 1
below presents data on average wages by country
in descending order.

100 000 200000 300000 400000 500000 600000
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Figure 1 - Average monthly salary by type of economic activity by 2016-2021

Note: compiled by source Bureau of National Statistics (2021)
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The information can help identify any
discrepancies or disparities in pay among
education professionals, including potential
differences between men and women. It can also
help policymakers evaluate the effectiveness of
current remuneration policies and take steps to
improve the financial compensation of education
professionals in the country. If consider in more
detail the category of workers in the “Education”
sphere, it can be seen that this category, in terms of
wages, is still one of the lowest paid.

According to the data, the average monthly
nominal salary of one worker in the field of
“education” increased from 94 542 in 2016 to
205 183 in 2021. This represents a significant
increase of approximately 117% over six years.
The education sector also saw the highest growth
in average monthly wages from 2016 to 2021,
surpassing all other types of economic activity
in terms of growth rates. This indicates that the
education sector has been experiencing positive
development and growth in recent years, which is
reflected in higher employee wages. As you can
see, the category of workers in the field of
“Education” does not represent the Ileading
positions on salary.

However, it is important to note that this
growth is still lower than in many other types of
economic activity, such as the mining industry,
financial and insurance activities, and professional,
scientific and technical activities, which have a
higher average monthly salary.

In addition, it should also be noted that the
education sector has one of the lowest average
monthly salaries among all the listed types of
economic activity, which can be considered a
negative point. This suggests that higher wages
may be needed for those who work in the field
of education to attract and retain highly qualified
specialists.

In addition, it can also have consequences
for the quality of education provided since low
wages can lead to a less motivated and less quali-
fied workforce, which ultimately can affect the
quality of education students receive. Therefore,
it is essential to solving the problem of low
wages in the field of education in order to ensure
the attraction and retention of highly qualified
specialists in this field and, ultimately, to improve
the quality of the education provided.

Table 1 provides information on the number
of women teachers in general education schools
in Kazakhstan, as well as in each region of the
country, for the years 2016/17 to 2020/21.

Table 1. Number of women teachers in general education schools, in thousands

Region 2016/17 2017/18 2018/19 2019/20 2020/21

Kazakhstan 259 032 270 578 274 346 281209 297 280
Akmola 12 644 12 638 12516 12 544 12 996
Aktobe 13 712 14 619 14 585 14 703 15 620
Almaty 29 875 31412 32055 34092 36 072
Atyrau 9300 9702 9739 10 112 10 787
West Kazakhstan 11 436 11 666 11 936 11 896 12 655
Zhambyl 19 441 19 881 21 060 21123 22328
Karaganda 17 547 17 602 17 173 17 343 18 075
Kostanay 11302 11 482 11311 11 260 11 576
Kyzylorda 14 805 15527 16 020 16 595 17253
Mangistau 8 904 9671 10 105 10 776 11 891
Pavlodar 10 691 10 706 10 458 10 439 10 860
North Kazakhstan 9 786 9 746 9427 9239 9 493
Turkestan 18 838 19 487 19 188 40 898 43214
East Kazakhstan 35110 38393 39 342 19 190 19716
Astana city 7169 7 861 8332 8 999 10 116
Almaty city 16 079 17 361 17 692 17 965 19 399
Shymkent city 12 393 12 824 13 407 14 035 15229

Note: compiled by source Bureau of National Statistics (2021)
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In 2016/17, there were 259 032 female
teachers in public education schools nationwide.
This number increased to 270 578 in 2017/18
and further to 274 346 in 2018/19. By 2019/20,
the number of women teachers had reached
281 209, and by 2020/21, the number had increa-
sed to 297 280. The data is also presented for
each region of Kazakhstan. Akmola had the
lowest number of women teachers in all five years,
ranging from 12 516 in 2018/19 to 12 996 in
2020/21.

The region with the highest number of
women teachers in all five years was Almaty,
with the number increasing from 29 875 in

2016/17 to 36 072 in 2020/21. Turkestan saw
a significant increase in the number of women
teachers, from 18 838 in 2016/17 to 43 214 in
2020/21. The three major cities of Kazakhstan,
Astana, Almaty, and Shymkent, all saw an
increase in the number of women teachers over the
five years.

Overall, the data provide insight into the
representation of women in the teaching profes-
sion in Kazakhstan and highlight differences in
the numbers across the country’s various regions.
Table 2 provides the number of female teachers
in Kazakhstan’s technical, vocational, and post-
secondary education organisations from 2016 to
2021.

Table 2. Number of women teachers in technical and vocational, post-secondary education organizations

Region 2016 2017 2018 2019 2020 2021
Kazakhstan 37063 37807 37 404 36 881 36610 36 083

Akmola 1605 1606 1584 1540 1556 1516
Aktobe 1991 1982 2005 1 889 1859 1 820
Almaty 2642 2667 2674 2686 2533 2 497
Atyrau 1294 1265 1288 1221 1226 1213
West Kazakhstan 1552 1517 1530 1514 1504 1 466
Zhambyl 2053 2056 1978 1811 1 700 1 644
Karaganda 3408 3160 3102 3039 2993 3012
Kostanay 1779 1795 1761 1655 1603 1575
Kyzylorda 1803 1 860 1796 1796 1760 1717
Mangistau 1303 1399 1423 1365 1339 1345
Pavlodar 1764 1814 1794 1717 1787 1 780
North Kazakhstan 1035 1017 981 977 1012 970
Turkestan 2 470 2626 2745 2935 2587 2547
East Kazakhstan 3169 3105 3157 3246 3134 3149
Astana city 1438 1512 1433 1 465 1848 1823
Almaty city 4890 5360 5105 5343 5395 5192
Shymkent city 2867 3 066 3048 2682 2774 2817

Note: compiled by source Bureau of National Statistics (2021)

In 2016, there were 37 063 women teachers in
technical and vocational post-secondary education
organizations in Kazakhstan, which slightly
increased to 37 807 in 2017 before decreasing to
37 404 in 2018. The number further decreased
to 36 881 in 2019, 36 610 in 2020, and 36 083
in 2021. The regions with the highest number of
women teachers in technical and vocational, post-
secondary education organizations in 2021 were
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Almaty city (5 192), Shymkent city (2 817), and
East Kazakhstan (3 149), while the regions with
the lowest number were North Kazakhstan (970),
Atyrau (1 213), and Kyzylorda (1 717). The data
in Table 3 provides insights into the trends and
distribution of women teachers in Kazakhstan’s
technical and vocational post-secondary education
organizations over the past six years.
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Table 3 presents data on the number of
workers in the field of education in Kazakhstan
from 2016 to 2021. The data covers the number
of teachers in general education schools and the

number of faculty members in higher education
organizations. The numbers are given as a
percentage of the total number of workers in
Kazakhstan’s education field.

Table 3. Number of employees in the Education sector

Year | 2006 | 2017 | 2018 | 2019 | 2020 | 2021
Number of teachers in general education schools
Kazakhstan, 100% 319167| 334205| 338755 347 052 366 666 369 696
Male, % 32,9 27,5 29,9 29,1 26,7 30,4
Female, % 82,9 77,5 79,9 79,1 76,7 80,4
DI 17,1 22,5 20,1 20,9 23,3 19,6
Number of faculty members of higher education organizations
Kazakhstan, 100% 38241| 38212 38 275 38470 36 307 36 378
Male, % 35,9 35,6 34,9 36,0 35,7 34,4
Female, % 64,1 64,4 65,1 64,0 64,3 65,6
DI 14,1 14,4 15,1 14,0 14,3 15,6

Note: compiled by authors

For general education schools, the number
of teachers increased steadily from 319 167 in
2016 to 369 696 in 2021. However, there is a
gender disparity in the teaching profession, with
a higher percentage of female teachers than
male teachers. In 2016, 82,9% of teachers were
female, while only 32,9% were male. This trend
continued throughout the years, with females
representing over 76% of teachers yearly. The
percentage of male teachers in public education
schools decreased from 2016 to 2020, with the
lowest percentage recorded in 2020 at 26,7%.
However, in 2021, there was a slight increase in
the percentage of male teachers to 30,4%.

For higher education organizations, the
number of faculty members remained relatively
stable from 2016 to 2019, with a slight decrease
in 2020 and 2021. Similar to general education
schools, there is a gender disparity in the
faculty, with a higher percentage of female
faculty members than male faculty members. The
percentage of female faculty members remained
consistently above 64%, while the percentage
of male faculty members was below 36%. The
percentage of male faculty members in higher
education organizations showed a slight increase
from 35,9% in 2016 to 36% in 2019, followed
by a decrease to 35,7% in 2020 and 34,4% in 2021.

The Duncan Index (DI) measures gender
inequality that reflects the percentage point
difference between the proportion of males and
females in a particular group or category. The

table provided shows the DI for the number of
teachers in general education schools and the
number of faculty members of higher education
organizations.

For example, in 2016, the DI for the
number of teachers in general education schools
in Kazakhstan was 17,1. This means there is a
17,1-percentage point difference between the
proportion of males (32,9%) and females (82,9%)
who are teachers in general education schools.
Similarly, in 2016, the DI for the number of
faculty members of higher education orga-
nizations in Kazakhstan was 14,1, indicating a
14,1-percentage point difference between the
proportion of males (35,9%) and females (64,1%)
who are faculty members in higher education
organizations.

The DI is a helpful tool for measuring
gender inequality in various fields and can be
used to track changes in gender balance over
time. Overall, the data shows a gender disparity
in the field of education in Kazakhstan, with
women being overrepresented in public education
schools and higher education organizations.
However, there are also slight changes in the
percentages of male and female teachers and
faculty members over the years.
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Conclusions and recommendations

Based on the study results, it can be
concluded that care professions in Kazakhstan
are gender segregated. Prejudices regarding the
division of labor along gender lines exist among
both employers and employees. Speaking about
professions in the field of “Education”, the word
“teacher” and “educator” is more often used,
although the official name of the professions is
“teacher” and “educator”.

According to social stereotypes, “male
professions” are mainly interpreted as profes-
sions that require hard physical or intellectual
labor. However, “female professions” should
be related to motherhood, guardianship, care,
etc. Men are more often perceived as leaders,
employees of the management team, and women
as non-ambitious workers who can adapt. Also,
in many countries of Central Asia, men are more
likely to hold leadership positions than women,
who are more likely to be involved in official
work during the economic growth in the country.
During crises, women are the first to lose their
jobs. It is this segment of the population that is
not socially protected.

For example, during the COVID-19
pandemic, some enterprises in Kazakhstan
were closed, and those who continued to work
switched to online mode. Children did not go to
school, they studied online, and accordingly, the
burden of care increased on women. Women were
forced to combine work for hire, housework and
home care for loved ones. At the same time, it
was social workers could come to people with
disabilities and provide physical and moral
assistance.

Following conclusions:

(1) Segregation in higher education
among teaching staff is a persistent issue, with
a disproportionate representation of men in
STEM fields and women in humanities and social
sciences.

(2) Gender stereotypes and biases are
major factors contributing to this segregation,
both at the individual and institutional levels.
Discrimination and unequal treatment based on
gender negatively affect the career advancement
and opportunities of women in higher education.

(3) Diversity and inclusion policies and
initiatives in higher education institutions are not
always effective in addressing gender segregation.

Following recommendations:
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(1) Raise awareness and educate students,
faculty, and staff about gender stereotypes and
biases and their negative impact on academic and
professional success.

(2) Develop and implement diversity and
inclusion policies and initiatives that address
gender segregation and discrimination in higher
education.

(3) Increase the representation of women
in STEM fields through targeted recruitment and
retention strategies, mentorship programs, and
supportive work-life policies.

(4) Provide equal opportunities for career
advancement and professional development
for women and men in higher education,
including access to leadership positions and
decision-making roles.

(5) Conduct regular assessments and
evaluations of diversity and inclusion policies
and initiatives to ensure their effectiveness and
identify areas for improvement.

The main results of the article show the
situation of unequal opportunities for women
compared to men. Considering the burden on
housekeeping, the issue of occupational segrega-
tion can be considered geographically. In
addition, rural women experience more
occupational discrimination than urban women.
Addressing the gender disparity among higher
education faculty is critical to promoting
diversity, equity and inclusion in academia.
Gender equality in higher education is also
essential for achieving social and economic
progress, as research and education are the main
drivers of innovation and development.
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