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Abstract

The current study ,Gender discrimination in Georgian labour market” focuses on
gender, based on social constructionist theory, which claimes that gender is socially
constructed and the gender differences are not based on person’s biology. Gender
discrimination is defined as a situation, where one person is treated differently due
to person’s gender, race, age, sexual orientation, etc.

The study focused on the areas of gender inequality and discrimination in
employment pointed out in various international studies, researches and theories.
More specifically the study concentrated on categories where gender discrimination
in labour market mostly occurs: recruitment, training and promotion, firing, wages,
benefits, equality of treatment and (gender and sexual) harassment.

In order to find out, if Georgian labour market faces gender discrimination in above
proposed categories, a representative survey was conducted in all over Georgia.
1364 people active in labour market (who defined themselves as employed formally
or informally) were interviewed for the survey.

The present study has depicted the inequality among the average salary
distribution among man and women regardless the similar educational attainments.
Women’s average salary ranges between the 251-400 GEL whereas in man’s case
the average salary is between 401-700 GEL. Educational level does not affect man’s
salary (except PhD degree), while women should have an undergraduate or
graduate degree to earn the average salary of man with secondary education. The
unequal average salaries can be influences by the fact that more man (65%) work
for the private sector, whereas women are working in private and public sectors in
equal shares (47% respectively). Horizontal and vertical segregation also
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contributes to wage inequality - the study has found the evidence of both horizontal
and vertical segregation in Georgia. Vertical segregation is manifested by the fact
that 65% of respondents reported having a male manager, whereas 31% reported
having female direct manager. Horizontal segregation is reflected in findings that
79% of employees at human health and social work sector and 78% of employees
at education sector are women, whereas 96% of employees in construction sector,
91% of employees in transportation and storage sector and 47% of employees at
public administration and defence, compulsory social security sector are man.

It is noteworthy that membership in trade unions is rather low (13%) and 27% of
total average of employed population do not have valid contracts with their
employer, although slightly more women than man are members of trade unions.
Implying that there is risk of increasing the non-contract employment, already
presented in high proportion on Georgian labour market. Instead, the opportunity of
encouraging the trade unions to act as supporters for the labour rights and equal
rights can be used to improve the situation.

Chapter on discrimination in recruitment process has found out that only half of the
respondents have participated in a job interview, 44% of the respondents mostly
uses their social capital (friends, family and acquaintances) as a channel for finding
a job and 63% have found their current job through friends, family and
acquaintances, shows that the principal of equality is not always prevalent in
recruitment processes. Although such recruitment practices are less expensive and
in a way might seem more safe (as a worker already knows the qualification of the
recommended person), it can also reproduce gender-based work division, as women
have more contacts among women and men with men, the recommendation-based
recruitment strengthens segregation.

Based on the survey, it can be concluded, that in job interview asking questions
about private life, is regarded normal practice. Over 65% of men and women had
been asked questions about their marital status and over 40% questions about the
number of children. Such questions don’t refer to person’s qualifications and thus
can be source for discrimination. Age discrimination is prevailing problem in
Georgian labour market. The respondents, who had experienced turn-down from the
job they applied for, reported as a reason for turn-down mostly their age. Also in
advertisements with discriminating criteria the age as a limiting condition for
applying was mostly mentioned.

There is significant gender differences in training opportunities, but men are the
ones who have had the opportunities to go to trainings much less than women (41%
vs 59%). The reason for such difference is probably mostly conditioned by the
labour market segregation. Also, men and women have had quite equal
opportunities for the career promotion as well as pay wise promotion.
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The gender disparity exists in benefits and other wage components - 66% of men
(who have been eligible for bonuses/compensations) have got bonuses, while
among women this indicator is almost twice lower with 34%. Also 60% of men have
got premias, while the same experience has been for 41% of women (who
responded that they have been rewarded compensations/benefits by their
employer). The significant finding regarding benefits was that there is also a wide
gender gap regarding the health insurance - 67% of men and just 33% of women
claimed, they have health insurance provided by their employer. Regardless the fact
that national health insurance exists in Georgia, the private health insurance often
provides better or extra coverage of health-related expenses. Many gender
differences regarding bonuses, benefits and compensations can most probably be
explained also by the gender segregation in Georgian labour market, however the
gender gap in regards of bonuses,premias and compensations was significantly
wide, which may refer also to the gender discrimination.

Although, the majority of survey respondents, both women and men report they
have not experienced difficulties related to the unfair treatment at their workplaces,
the research findings show there are certain number of interviewees exposed to
discrimination on the labour market. And as the results show, the employed women
tend to be more vulnerable and exposed to the work-related discrimination
compared to men and especially, when it comes to the salary issue, including the
payment for extra working hours, e.g. almost every fifth women have experienced
unequal treatment salary wise.

However, the question arises whether there is such low rate discrimination at the
Georgian labour market or some other factors like as employed citizens’ low
awareness of their labour rights affect strongly the data distribution. The principle
that equal work deserves equal pay whatever gender the employee is, seems not to
be adopted by majority. Only 53% of women and 42% of men found that such
situation where the co-workers doing the same job on the same position are paid
differently is considered to be discrimination. If this principle is not regarded a basic
right for everyone, it is difficult to struggle with the gender pay gap and overall
inequality in the labour market.

Despite the fact that approximately 3% of the respondents claimed that they have
been harassed in their workplace, based on the more specific questions with
descriptions of different harassing situations, the share can be regarded higher.
Although on one hand some situations are not regarded harassing by the
employees, on the other hand people may not think of such unpleasant situations
as harassment. Regarding questions were different situations of harassing
behaviour were described, men felt such situations in most cases least unpleasant
than women. But also men chose more often the answer “Can’t imagine”. This
refers to the fact, that women are more vulnerable and potential victims of
harassment. Harassment is still regarded as a situation, which should be dealt with
alone. The share of men and women who responded to the harassment chapter in
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the questionnaire was rather low and comparison between men and women is
therefore difficult to proceed. Also as written in the beginning of the chapter,
women felt uncomfortable responding to such questions in their home environment,
where their husbands were near.
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1. Introduction

The current study ,Gender equality in employment” focuses on gender, based on
social constructionist theory. According to the social constructionist theory gender is
socially constructed and the gender differences are not based on person’s biology.
Gender is not only socialized into our personalities, it also sets the parameters for
interaction expectations and is built into our social institutions (Lorber 1994, Risman
1998, Blair-Loy 2003). People’s preferences are socially constructed through labour
market, but also through family and other social institutions (Bettio, Verashchagina
2009).

The situation of men and women in labour market reflects the situation of gender
equality in society. In every society gender inequality reveals itself within the labour
market (Vainu et al. 2010). Gender stereotypes and attitudes prevalent in societies
influence women’s and men’s position in everyday life and labour market. For
instance, what is regarded as appropriate and desirable in boys’ and girls’
upbringings is later replicated as the gender-segregated labour market. Moreover,
the division of domestic chores and the double burden that women face has an
effect on women’s ambitions and ability to have a career. Furthermore the
prevalence of sexual harassment and attitudes toward prostitution clearly reflect
the gendered power relations in a society. In addition to the former, domestic
violence has also had an impact on people’s physical and mental health and coping.
It also influences violence victims’ capability to work at and cope with a job. Thus
the dominant gender stereotypes and attitudes have a direct or indirect impact on a
persons’ self-actualisation in their work life.

The characteristics and the way of working is a significant part of person’s identity
and the income earned by working is one of the most important guaranties in order
to avoid poverty and to manage with basic needs of life. If the gender is socially
structured, also work and working are part of creating femininity and masculinity. In
every sphere of life, people and institutions create femininity, masculinity and
gender-based power-relations by their everyday behaviour and practices (Butler
1990, West et al. 1991). This is also relevant in work life. Thus it is important to
study the attitude of work, work and family life reconciliation, working conditions,
what is the position of men and women in work life, what are the differences in
positions occupied by men and women.

Gender inequality in labour market does not impair only women, but it has an
influence also towards men, who seem in better situation in labour market than
women. For example the gender segregation (occupational as well as sectorial) may
limit the possibilities of men and women, who might not have the possibility to
implement their potential in occupations they would like. The economic recession
had a greater impact on men’s unemployment as the financial crises hit more the
construction and real estate sector, which are male-dominated.
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Unequal treatment in case of working conditions is something women have to deal
with in their everyday working life. The situations where women can experience
unequal treatment are gender-based discrimination as well as gender and sex-
based harassment in workplace (see the paragraph below).

Discrimination can influence women’s position in labour market, segregation in
education and labour market and also gender pay gap. Gender discrimination is a
situation, where one person is treated differently due to person’s gender, race, age,
sexual orientation, etc. In labour market this could lead to a situation, where women
and men working in same position, with the same productivity, earn different salary
or where recruitment of people with same skills and experience, depends on gender.

The main purpose of the study ,Gender equality in employment" is to find out:

(i) the main focal points of gender discrimination in Georgian labour market;

(i) the awareness and the main risk groups of gender equality and
discrimination among employers;

In order to study the above proposed, the study will focus on the areas of gender
inequality and discrimination in employment pointed out in various international
studies, researches and theories. The more detailed topics studied in the survey will
be: recruitment, training and promotion, firing, wages, benefits, equality of
treatment and (gender and sexual) harassment. Based on various literatures about
gender discrimination in employment, in the mentioned categories gender
discrimination may take place mostly.

There will be a survey conducted among employees which will include sections
concentrating on recruitment, training and promotion, firing, wages, benefits,
equality of treatment and (gender and sexual) harassment. In the following
paragraphs the fields are more explicated and also hypothesis are raised. The
conducted survey aims to prove or disprove the hypothesis.

2. Literature review on discrimination at workplace

2.1. Overview of the researches and surveys related to
gender equality in Georgia

Gender inequality in labour market and income in Georgia is overwhelmingly clear
by examining the disparities in average salaries and labour market participation of
man and women. Horizontal and vertical segregation is suggested by the existing
data, but it is insufficient to draw the definite conclusions on this regard. The
further research and representative evidence is needed in the areas of gender-
related sexual harassment, discrimination in hiring and firing, bonuses and benefits
and work-life reconciliation.

The Georgian Bureau of Statistics annually provides the gender-disaggregated data
on market participation, average salaries and average educational attainment.
According to official statistics, the average salary of women is falls behind that of
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man - in 2013 man’s average monthly nominal salary has constituted GEL 920,
although the same indicator for women is GEL585 (see also Figure 1). Respectively,
women have earned on average the 63% of man’s salary in 2013, 60% in 2012 and
2011 (Georgian Bureau of Statistics). Women’s unemployment is lower than men’s
unemployment - 12% for women in 2013 and 17% for man (see also Table 1).
However, the level of economic activity is significantly higher for man, implying that
the higher amounts of men are employed or looking for a job than women.
According to official data, 43% of women were economically inactive in 2013, for
man, the same indicator stands as 23% (see also Figure 3). The disparity in
economic activity among man and women is observed over time in 2009-2013 the
level of economic inactivity of women exceeds that of man at least for 20
percentage points (Figure 3). The difference is partially caused by the higher life
expectancy of women in comparison with man in Georgia, but nerveless, 20 p.p. is
very high difference in level of economic activity for the county with the enrolment
rates in primary secondary and tertiary education equal for the both genders or are
exceeded by the women ((Georgian Bureau of Statistics).
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Figure 1. The Average Monthly Nominal Salary of Women and Man in Georgia, 2011-2013
(GEL)

2009 2010 2011 2012 2013

Average Unemployment 17% 16% 15% 15% 15%
Economically Active 64% 64% 65% 67% 66%

Employment 53% 54% 55% 57% 57%

Women Unemployment 15% 15% 13% 14% 12%
Economically Active 54% 56% 56% 57% 57%

Employment 46% 48% 49% 50% 50%

Man Unemployment 18% 18% 17% 16% 17%
Economically Active 75% 75% 77% 78% 77%

Employment 61% 61% 64% 66% 65%
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Table 1. Distribution of population 16 years and older according to status of economic
activity (%)
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Figure 2. Economically Inactive women and man in Georgia, 2009-2013 (%)

The causes of gender difference in salaries are rather understudied in Georgia.
Sepashvili (2011) attributes the differences among women’s and men’s earning to
horizontal and vertical segregation - by interviewing the unrepresentative sample of
man and women and comparing the average salaries female and male dominated
sectors of economy, it was concluded that two main factors causing the unequal
average wages are as follows: lower salaries in female dominated sectors such as
education, health and social care and services (hotels and restaurants) and
underrepresentation of women on highly paid managerial positions. The same study
has inquired the perceptions towards female employment and found out that
majority considers women and man are paid equally in Georgia and lower position
of women on career ladder is attributed to incompetence (ibid). According the 2014
Global Gender Gap report 34% of legislators, senior officials and managers are
women in Georgia (WEF 2014). In the same report the wage equality from similar
work is derived from the average salary gap, indicating to the lack of available data
on equal pay (ibid).

Another area directly related to labor market inequalities is work-life reconciliation
and attitudes towards gender equality and women’s employment. UNDP (2013)
survey has depicted that traditional attitudes towards gender roles are prevailing in
Georgia: the function of women is confined to childcare and household chores and
man are expected to provide for family. Regardless the fact that 30% of the main
breadwinners in households are women, it is generally perceived as undesirable
situation and is preferable for women not to work at all, or to do less demanding,
“female” work. The traditional gender roles lead to the fact that the household and
care work is the primary duty of women - no representative time-use data exist in
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Georgia, but preliminary estimates indicate that women perform 13 times more
housework than man in Georgia (Sepashvili 2011). Traditional stereotypes and lack
of time makes it difficult for women to compete at equal level to man in labor
market of Georgia.

2.2. Employment background

Hypothesis 1: Georgian labour market faces high rate of gender segregation
(vertical as well as horizontal), where the occupations and fields are dominated by
one gender (women as teachers, men in construction)

In last decades there have been remarkable changes in the attitudes of work and
working among men and women. A century ago women didn’t participate in the
labour market (in paid jobs) at all, thus working in a paid job was found rather
masculine. Nowadays women have been active in labour market, they have often
better education level than the men and women may have better skills, despite the
fact that the working position of women is often lower than men’s. Also the gender
pay gap prevailing all over the world proves the inequality in labour market.

There are various reasons for the gender wage gap - from the differences in human
capital to unequal treatment in employment market. According to the human
capital theory through life-time people invest to their skills, knowledge, education
and experience, which form his/her human capital (Becker 1964). In other words
human capital is a collection of qualifications which are collected throughout life and
which increase the value of the employee. Based on the human capital theory the
investments to human capital are different among men and women and therefore
also the wages and productivity vary. However this theory was more accurate half a
century ago, when women'’s participation in the employment market was rather low,
women were less educated and focused on home chores. (Anspal et al. 2009)

The differences between the wages of men and women is often caused by the
gender segregation of the labour market. Meaning that women and men work in
different sectors of activity and occupations and as the average wages in male-
dominated sectors and occupations are usually higher than in female-dominated
sectors, the segregation has a fundamental impact on the pay gap. For example
such sectors where women predominate is education, health care and other social
services. Men are more often occupied in sectors such as real estate, construction,
information technology, forestry etc. One reason for the labour market gender
segregation is also the concentration of women and men in different educational
fields. Women and men make different educational choices and thus the
segregation starts already in higher education level. Various studies about gender
segregation of labour market have also shown that male wages exceed women’s
wages partially because men tend to study fields which would later ensure a higher
income (Anspal et al. 2009). In addition the career path of men leads more often to
executive positions than in case of women. The concentration of men in different
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occupational levels is called vertical segregation and women’s and men’s
concentration into different labour market sectors is called horizontal segregation
(Bettio 2002).

One of the hypothesis raised in the beginning of the current paragraph, is that the
employment situation (including working conditions) is better in big towns than in
smaller towns and countryside. This hypothesis is based on the assumption that
there are fewer employers in the rural areas than in big towns and Thbilisi.

Monopsony is a form of labour market, where is one buyer and many sellers
(analogous to monopoly, which can be described with opposite characteristics). In
labour market context monopsony means a condition where is one employer and a
larger amount of employees. In such case the employer may pay a lower salary
than generally the salaries in such labour market sector are. According to Robinson
(1933, referred through Heinze ja Wolf 2006) the less sensitive the employees are
about the salary offered, the lower salary is paid by the employer. Robinson
assumed also that the elastics of the female employment is generally smaller than
in case of men due to the domestic chores and child care responsibilities. Women
are willing to work with lower salary, if the work enables them to be closer to their
home and take care of the domestic chores and children. Men don’t feel such
responsibility about the domestic chores and as breadwinners are willing to work in
longer distances if better salary is paid by employers in further distance. Thus the
monopsonistic employer may pay female employees less as the short distance is
more important criteria for women than for men. Monopsonistic discrimination is a
situation when women are paid less than men despite the fact that their
productivity is the same as their male counterparts. (Heinze ja Wolf 2006)

2.3. Recruitment

Hypothesis 1: Male-dominated enterprises use more networking when hiring
(meaning their friends and acquaintances) than female-dominated enterprises.

Hypothesis 2: During the recruitment process women are more often asked
questions about their private life (marital status, number of children and plans to
have children) than men.

Hypothesis 3: Social networking is a widely used channel when finding a job.

Recruitment is a decisive process in human resource policies which aim to treat
potential workers equally and not to discriminate anyone. If in recruitment process
gender equality is not kept in mind, the process can reproduce gender segregation
of labour market. Thus recruitment depends on the human resource practices of the
organization as well as the decision makers will to be open minded in regards of
hiring new people. For example employers often use social ties of other workers as
a recruitment practice as it is more inexpensive and safer as a worker already
knows the qualification of the recommended person. Also employers tend to think
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that this method is more effective. However recommendations based recruitment
can reproduce gender-based work division. As women have more contacts among
women and men with men, the recommendation-based recruitment strengthens
segregation. (Anspal et al. 2009)

In explaining the existence of vertical segregation, the theory of glass ceiling states
that despite the general increase of women’s employment, the amount of women in
decision making occupations and executive positions is limited. The “glass ceiling”
presents the invisible barriers, which obstruct women and other minorities to get
promoted career and/or salary wise in labour force (Weyer 2007). This concept does
not represent a situation where progression is hindered by the person’s own limited
capability for working in a senior position, but artificially or invisibly created
obstacles for women as a group (Morrison et al. 1987). The existence of a glass
ceiling provides a situation where the share of men in senior position jobs is higher.
An expression of the glass ceiling is also a greater difference between the wages of
highly-paid men and highly-paid women. Another term expressing the unequal
treatment of women in employment market, is glass lift. The term stands for a
situation where in female-dominated job men are treated in favour by managers,
colleagues and clients. Thus the opportunities of men to improve their career in
their organization are better than among the female colleagues. According to
Williams (1989, 1995) male nurses, male elementary school teachers, male
librarians, male social workers, etc. are potential “riders” of the glass lift - meaning
that compared to their female counterparts, they have much better chances to
make career in their field. Thus the occupations, which are mostly occupied by
women, can be seen as a “diving board” for men, but as an obstacle for women,
who are career-oriented. (Hultin 2003)

Various surveys have proved also, that in job interview women are more often asked
questions about their marital status, number of children and intentions to have
children. In many cases this is relevant also in case when such questions in job
interviews are forbidden by law. A gender equality monitoring conducted in Estonia
(Vainu et al. 2010) showed that over half (52%) of the employees were asked such
guestions, whereas in case of men only 39% had experienced questions regarding
their family life. The monitoring also showed, that questions about marital status
have mostly been asked from respondents aged 30-39 years. Questions about the
number and age of children have been asked mostly (65%) from women aged 20-
39.

In many studies it has been referred, that the structure of an organization which is
more bureaucratic leaves less possibilities for the employer to make inconsiderate
decisions, which are based on preferences. Using bureaucracy should make
decision-making impersonal, formalize and standardize the practices of the
organization, and bring out the objective and controllable criteria evaluating
productivity (Baron et al. 2007). Various studies have also proved that formal rules
and policies influence women’s career and choices. For example Cross and Linehan
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(2006) found that the main obstacles women face in career path is being left out
from informal networks, lack of transparent promotion-systems and difficulties in
work and family life reconciliation. They also found, that in majority’s eyes in case of
male managers being married was an advantage, but in case of female manager, it
was seen as a disadvantage. It was substantiated with arguments, that if man is
married, he will have support from home and he can be fully committed to work, but
in case of women, there is need to take care of the home chores and thus female
managers are willing to give up their career more easily.

In recruitment process the job candidates often do not have complete information
about the job offered (for example working conditions and requirements), thus it is
difficult for the employers to get full information about the skills and character of
the potential worker (Boeri et al. 2008). This could lead the employer to use
information based on candidates’ group (for example gender, nationality) average
qualifications for evaluating the productivity. For example a prejudice that women
are better caretakers and men better managers.

Women’s discrimination in employment market can often be influenced by the
differences in working experience of women and men. Since it is predominantly
women who due to family obligations (raising children, etc) can be inactive from
labour market for a certain period, their average length of working experience is
shorter than for men. Studies carried out on this topic have demonstrated that it is
in particular career breaks at the beginning of the career that are one of the main
reasons determining wage differences between women and men. This can lead to
employers fear that women of child-bearing age are more likely to drop out of
working life for some period, which may influence their recruitment, promotion and
also training options.

The third hypothesis stated that social networking is a widely used channel when
finding a job. During the last decade the concept of social capital developed from a
concept into a large field of research. The theory is widely used: from studies about
families and youth behaviour problems, public health, economic development to
democracy and governance. In general we can say that social capital is always
about relationships. Kwon et al. 2014 state that social capital researches have
mainly concentrated on the horizontal structuring of societies and organizations and
less attention has paid to their vertical construction. In 1960s Domhoff reported that
the extensive social ties and social bonding that consolidated a “ruling class” in the
United States (Domhoff, 1967 referred through Kwon et al. 2014). Thus social
capital can be regarded as privileges and benefits arising from social relations,
which may cause inequality. Based on the study by Davis, Yoo, and Baker (2003) the
network of corporate board memberships in US found that the average director was
connected to 16 other directors, but a few had interlock ties to as many as 100.
Such findings refer to advantages of such social ties and which may lead to
inequalities known as the Matthew effect (Merton, 1968). The effect is about high-
status people benefiting from networks more than their lower-status counterparts.

H=
~




For example, the relation between using networks to find a job and job quality is
stronger for high socioeconomic status workers than for low socioeconomic status
workers (loannides et al. 2004) and as there are more men in decision making
positions, the ties give stronger privileges for men than for women (Aberg et al.,
2011). As described at the beginning of the chapter, recruitment based on social
networks can reproduce gender-based work division. As women have more contacts
among women and men with men, the recommendation-based recruitment
strengthens segregation. (Anspal et al. 2009)

2.4. Training, promotion and firing

Hypothesis 1: Men have better opportunities for job promotion career wise as
well as pay wise

Hypothesis 2: For various reasons (care responsibilities, “glass ceiling”, etc)
women cannot participate in trainings as frequently as men.

Hypothesis 3: Women get fired more often due to care responsibilities and
thus experience more often discrimination.

There are many explanations why there are less women in executive
positions, why there is ,glass ceiling” in organization’s vertical hierarchy
(Oakley 2000). One of the explanations focuses on organizational practices
and policies, which have an impact on men and women’s different career.
This is because often organizations prefer (especially in case of executive
positions) in recruitment and promoting process men instead of women. The
other theory explaining the lack of female in executive positions
concentrates on cultural reasons, which arise from stereotypes, division of
power, preferred management styles, the psychodynamics of women and
men.

Trainings are important personnel practices, which aim to improve the skills

of a worker and can help employees in their career paths. It can be said that
the decisions about investing to employee’s human capital are done also by
employers through trainings. If an organization prefers to invest rather to
train men than women (because the risk of woman leaving is higher), it leads
to men’s higher level of human capital.

Donlevy et al. 2008 finds that it is important to ensure that women have
equal opportunities for access to training and to promotions as it is the
preliminary step to facilitating equal opportunities for career development for
women, and to fighting against glass ceilings and walls. In many
organizations trainings take place in weekends or not in work environment.
Although this can be positive for the training results, often it is not easy for
women to arrange child-care when trainings take place in irregular time or
venue. Such details may also influence women'’s career opportunities.
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2.5. Benefits and other Wage components
Hypothesis 1: Men get bonuses more often than women
Hypothesis 2: Men have more benefits/compensations provided by their employer

The differences between the average wages of men and women remain in
the entire world in favour of men, despite the fact that women’s educational
levels are higher and women start their career in same age. Despite the fact
that average gender pay gap does not mean a difference in wages for the
same job, or for work of equal value, gender pay gap is an indicator of
gender equality in society. The reasons for wage differences among men and
women can be caused by direct or indirect discrimination.

One of the reasons why there is a wide gap in between the wages of men
and women is that women lack self-confidence when negotiating the amount
of their salary (R6dm et al. 2004). In case of confidentiality provision in
employee’s contract, it is difficult to know the salaries of colleagues in same
position. According to a gender pay gap study conducted in Estonia (Kallaste
et al. 2010) the gender pay gap is wider in organizations where there are no
wage systems and wages determined based on wage negotiations between
employer and employee. Also there is prove that in case of collective
negotiations by trade unions, the organizations wages are more equal (Elvira
et al 2001).

2.6. Equality of treatment

Hypothesis 1: Women prefer not be on maternity leave because they fear to lose
their job

Hypothesis 2: Men can face discrimination by the employer if they need to be on
sick leave with their child.

Hypothesis 3: Women experience more unequal treatment in workplace than men

Inequality of treatment due to ones gender is regarded as a situation where one
person is treated or would be treated worse than another because of his/her gender.
Inequality of treatment may be prevalent in situations such as division of work,
wage negotiations, working conditions, etc.

Gender equality means equal rights, obligations, liability and opportunities for men
and women. Gender inequality conversely, is rather widespread, despite the fact
that men and women have legally-enshrined equal rights, obligations, liabilities and
opportunities. The gender pay gap, higher poverty rates among women and fewer
women in the ranks of decision makers are evidence of this disparity. Nevertheless,
men’s rights, obligations, liabilities and opportunities are restricted in several areas
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of life (for instance in family life). This is in turn a reason behind men’s lower health
levels and quality of life indicators.

Social constructionism theory states that gender is socially constructed and
differences are not based on biology. The same principle also applies to women’s
parenting abilities, which have been regarded as biological, but are actually
products of society (Lorber 1998). Gender is not only socialized into our
personalities it also sets the parameters for interaction expectations and is built into
our social institutions (Risman 1998).

As described in previous chapters, according to different studies, women are asked
more often questions about their care responsibilities. This referrers to a stereotype
that women are not as involved workers as men, because of the need to take care
of children and also elderly parents or relatives. Such stereotypes may create a
situation where women feel more threatened in work situations than men.

Various studies have also shown that stereotypes are prevalent also in case of men.
For example in case of man asking for a time off due to wish to be on paternity
leave or a need to take a child to a doctor or being at home with a sick child.

2.7. Harassment in workplace

Hypothesis 1: Women report a significantly higher incidence of sexual harassment.

Hypothesis 2: The awareness of the concept of sexual and gender harassment is
rather low

There are many definitions for gender and sexual harassment. One definition by
Wynne et al. 1997, (cited in Di Martino et al, 2003) is that harassment are cases,
where people are mistreated, threatened or insulted in work-related situations,
which can directly or indirectly endanger their safety, well-being and health. Gender
and/or sexual harassment can be regarded as direct discrimination.

According to Fitzgerald (1993) sexual harassment in labour market has existed since
women have been in employment. However this standpoint is limiting as it leaves
out the harassment of sexual-minorities, but also it refers that only men are
motivated to sexually harass. Based on various literatures, it is likely that also
women harass sexually others (Magley et al. 1999; U.S. Merit Systems Protection
Board, 1995; Waldo et al. 1998).

In addition to the concepts of harassment, there are various other concepts like
bullying, mobbing, harassment, psychological harassment, abusive behaviour,
emotional abuse and workplace aggression which make it even more confusing
(Milczarek 2010). Thus on the same time there exists many concepts, definitions
and classifications, which are furnished differently by several disciplines (Biin et al.
2014). Claybourn (2010) states that during the last 20 years, various terms have
been used interchangeably to refer to, the same phenomenon, and the absence of
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an agreed-upon definition is challenging for the development of this topic. Brodsky
published a book “The Harassed Worker” in 1976 and this can be regarded as one of
the earliest publishing focusing on workplace harassment. In the book Brodsky
described a situations of the claims filed with the California Workers’” Compensation
Appeals Board and the Nevada Industrial Commission. The claims involved the
problematic behaviour of one employee by another and clearly referred that various
forms of harassment were common problems in employment situations. After “The
Harassed Worker” published in 1976, little attention was paid to harassment until
the 1990s when studies of bullying at work (Einarsen et al. 1994) and mobbing
(Leymann, 1990) were studied by several European researchers.

A definition by Wynne et al. 1997 is that harassment are cases, where people are
mistreated, threatened or insulted in work-related situations, which can directly or
indirectly endanger their safety, well-being and health. Gender and/or sexual
harassment can be regarded as direct discrimination. U.S. Equal Employment
Opportunity Commission (EEOC) defines sexual harassment as “unwelcome sexual
advances, requests for sexual favors, and other verbal or physical harassment of a
sexual nature.” Berdahl (2007) “conceptualizes sex-based harassment as behavior
that derogates an individual based on sex”. Claybourn (2011) defines “the term
‘workplace harassment’ as problematic interpersonal workplace interactions in
which one or more employees feel themselves to have been victimized by one or
more other employees”. Harassment generally is repeated or persistent behaviour
that provokes, pressures, frightens, humiliates, intimidates, or demeans a person
(Adams & Bray, 1992; Brodsky, 1976; Einarsen, 2000).

In international theories and practices, two types of sexual harassment in workplace
is discerned (Biin et al. 2014):

1. quid pro quo, where
a. Proposals and hints with sexual nature are directly or indirectly
prerequisite when hiring a person or
b. Approval or rejection of sexual harassment is a subject/cause for
making work-related decisions (promotion, division of work tasks, etc)
2. Hostile environment, which comprises such behaviours like jokes with sexual
nature, comments and touching, which disturbs person’s ability to work by
creating a hostile and humiliating working environment.

The motives of harassers

Berdahl (2007) finds that sex-based harassment is conditioned by the harasser’s
desire to protect or enhance his or her own sex-based status. Thus it should be
viewed as harassment that is driven by sex, more specifically as behaviour that
derogates, demeans, or humiliates an individual based on that individual’s sex. It is
a desire which stems from the system of gender hierarchy, which stratifies social
status by sex. This theory explains currently identified forms of sexual harassment
and predicts others, including nonsexual harassment between women. Berdahl
(2007) claims also, that the discourse of sex-based harassment has focused on
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behaviors of a sexual nature, but this has created the understanding that sexual
harassers are motivated by a desire for sexual expression and satisfaction. However
the common understanding is that most harassment derogates and rejects victims
based on sex rather than solicits sexual relations with them (cf. Fitzgerald et al.
1988; Schultz, 1998). Men who value male dominance are potentially more the ones
to sexually harass (Pryor, 1987), and those who don’t endorse male dominance are
more likely to be victims of harassment (Dall’Ara et al. 1999; Maass et al. 2003).
This suggests that sexual harassment is driven by men’s desire to dominate women
rather than sexual desire. Berdahl’'s (2007) perspective expands the limits of sexual
harassment as a treatment or behaviour between men as harassers and women as
victims of sexual harassment, it discusses why women might harass others based
on sex, why men might be harassed based on sex, and what these different forms of
harassment might look like.

Hammond et al. 2011 find that the behaviour of potential harassers is an outcome
of a culture, family upbringing, or abusive history that has developed that person
callous and insensitive to the feelings and rights of others. There are people who
harass and discriminate against others to fulfil an inner desire for power and
control. Others do so because they are afraid of their own inadequacy or
weaknesses. Harassment stems from intolerance for those different than the
potential harasser. Transcripts from recent sexual harassment trials show
tendencies on the part of the perpetrators of harassment to be explicitly unpleasant
and despicable (Hammond et al. 2011).

Harassers are often driven by a desire to exert power and control over others for
their own self-aggrandizement and personal gain (Glendinning, 2001). Sexual
harassment is often described as outcome of hierarchical relations at workplace.
Hammond et al. 2011 find that people with power positions and authority tend to
abuse and misuse that power.

Snyder et al. 2010 found in their study “Social organization and social ties: Their
effects on sexual harassment victimization in the workplace” that potential victims
of sexual harassment in work environments were employees who characterized
their workplaces as having less productivity, less administrative support, poorer
time management, and lower quality relations between management and
employees. Also Tangri, Burt, and Johnson (1982) found that workplace relations
(between co-workers and management) is a relevant characteristic in case of sexual
harassment. Also Aquino (2000) suggested that social ties between co-workers and
management are an important indicator in case of sexual harassment as employees
who experienced a tense work environment with high levels of co-worker conflict
were at higher risk for experiencing sexual harassment.

Likewise other workplace characteristics such as low productivity, poor time
management, and inadequate administrative support increased the risk to be
sexually harassed. There were no significant gender differences across models
suggesting that the predictors of sexual harassment are similar for men and
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women. Further, Fitzgerald et al. 1997 found on that the climate of the workplace
culture has a significant antecedent to sexual harassment. More specifically, the
organizational climate of the workplace has an impact on sexual harassment
occurrence which affects the outcomes of job satisfaction and the physical and
mental health of employees. Chamberlain, Crowley, Tope, and Hodson (2008) stated
that organizational factors have an impact on the occurrence of sexual harassment
in a workplace. For example according to their study work environments with job
insecurity and anonymity had a higher prevalence of sexual harassment.

Theories of sexual harassment also suggest that traditionally male-dominated
occupations have a tendency to experience higher levels of sexual harassment. The
gendered nature of work is the most commonly studied workplace characteristic in
relation to the sexual harassment (Willness et al. 2007). The concept of gender is
correlated to the concept of sexual harassment. Mueller et al. 2001 finds that
women may be regarded as a threat to the traditional male power structure in
workplace, which may lead to hostile work environment for women. Ellis et al. 1991
reported that in case of gender segregated work places (where majority of the
workers represent one gender), the risk of sexual harassment is higher.

Outcomes of sexual harassment:

Although among different organizational psychology studies harassment has not
been studied to the same extent as workplace behaviour (Claybourn 2010), it is
claimed to be equally likely to influence organizations and their employees. Various
studies have indicated that employee satisfaction, work characteristics and
employee behaviour are interrelated (Bacharach et al. 1992; Griffin, 2001; Gunter
et al. 1996; Hemingway et al. 1999; Kacmar et al., 1999; O’'Connor et al. 2001).
Fitzgerald et al. 1997 state that the victims of sexual harassment may get physical
and psychological difficulties. For the organization it can cause expenditures due to
higher levels of absenteeism, higher levels of turnover, more intentions to quit,
higher levels of illness (both physical and psychological) and reduced productivity of
the employees. It can also cause legal problems for organizations (Claybourn 2010;
Faley et al. 1999; Miller et al. 1999) and bad image (Donlevy et al. 2008).

Baron and Neuman (1996) reported in their research, that organizational changes
have a negative impact on the occurrence of workplace aggression. More
specifically they found that increased staff diversity, changes in management, pay
cuts/freezes and increased use of part-time employees were in correlation to the
levels of aggression experienced by employees. As a result Baron and Neuman
suggested that instability in organizations affects levels of aggression.

Claybourn (2010) investigated work-place harassment through Social Cognitive
Theory (SCT), which indicates that the way humans think and behave is influenced
by their social environment. The purpose of Claybourn’s study was to find out the
correlation among work characteristics, satisfaction, moral disengagement and
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workplace harassment. The study showed that there was a close relation between
job satisfaction and the work characteristics. For example employees’ feelings of
how they are treated by their organization, how co-workers interact with each other,
whether their interpersonal needs are being fulfilled in the workplace and, their
satisfaction with the job, are closely related to each other.

An interesting finding of Claybourn (2010) was that those employees who were
more likely to justify their own injurious behaviours towards others reported being
subjected to more negative behaviours by others. Also research conducted in earlier
years has found that there have been more harassment cases in organizations
where employees felt dissatisfied with their work environment (e.g. Appelberg et al.
1991; Einarsen and Skogstad, 1996; Einarsen et al., 1994; Vartia, 1996; Zapf et al.,
1996).

Claybourn’s study (2010) indicated that employees who had been accused of
committing harassment reported being subjected to the highest levels of negative
behaviours from others and had the highest tendencies for moral disengagement.
This could be explained by the assumption that some employees well-being was
threatened as they had been subjected to negative treatment, and had prepared
themselves to accept the necessity to harm others (i.e. lowered their threshold for
moral disengagement) as a way of dealing with the threat.

Types of harassment

The most common form of sexual harassment is gender harassment, which includes
sexual and sexist comments, jokes, and materials that alienate and demean victims
based on sex rather than solicit sexual relations with them (e.qg., Fitzgerald et al.
1988; Fitzgerald et al. 1997; Fitzgerald, et al. 1999; Franke, 1997; Schultz, 1998;
U.S. Merit Systems Protection Board, 1981, 1988, 1995; Waldo et al. 1998). Berdahl
(2007) describes sex-based harassment as “acts, comments, or materials that
derogate an individual in sex-based ways, such as sexually objectifying and
subordinating women”. In her view it may also involve seemingly sex-neutral acts,
such as repeated provocation, silencing, exclusion, or sabotage that are
experienced by an individual because of sex. Although sex-based harassment was
originally described as a sexual act and later it has been conceptualized as an act of
male dominance. According to Berdahl (2007) it is an attempt to protect social
status in a system that bases this status on sex, which explaines various forms of
sex based harassment, including same-sex and other-sex harassment, harassment
committed by men as well as by women.

A recent study “Sexual Harassment Versus Workplace Romance: Social Media
Spillover and Textual Harassment in the Workplace” by Mainiero et al. 2013 stated
that “textual harassment" is on the rise. Textual harassment is regarded as sending
offensive or inappropriate text messages to coworkers (Baldas, 2009; Hunton et al.
2009; Parker-Pope, 2011). Nowadays textual harassment has more channels as the
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usage of social media technologies (e.g., Facebook, Twitter, Tumblr, blogs,
Instagram, Foursquare) is increasing. From the perspective of workplace harassment
social media involves various risks associated with personal and professional
connectivity, privacy, and intimacy. Even if the behaviours take place outside the
work environment, there are problematic aspects which social media creates.
Mainiero et al. 2013 finds that this topic needs to be further studied and specified
more in academic and legal discussions for future accountability and action on the
part of human resource professionals, business ethicists, and legal scholars.

3. Methodology

To study the gender discrimination in workplace, the representative survey has been
conducted in entire Georgia [excluding the separated territories of the South
Ossetia and Abkhazial. The survey has included the individuals who reported
themselves as employed formally or informally in urban areas of Georgia. It has not
included the self-employed individuals or employed individuals residing in the rural
areas. Totally, 1364 full interviews were collected, reflecting the specified target
group with the 95% confidence interval.

One of the main challenges of survey-based study on work-place discrimination is
the definition of employment. The discrepancy among the official employment rate
and reported employment depicted by the independent public opinion surveys is
caused by the methodological difference - independent surveys simply ask
individuals if they are employed or not, the National Statistics Bureau defines
employment as at least one-hour paid work in certain time period. The difference
among the official and independent statistics is caused mostly by disregarding the
self-employment or arbitrary work as an employment by the respondents. The
present study aims at depicting the gender discrimination at workplace, therefore
relatively stable job should be the case to count it as an employment. Self-
employment is not the part of the present study for several reasons: most
importantly, this is the first comprehensive study of work-related discrimination in
Georgia therefore, to maintain the focus and quality of the study it has been
narrowed down to the type of employment where discrimination is the most likely to
happen; Secondly, the legal definition of discrimination in Georgia includes the “the
behavior or creation of conditions” that caused the discrimination - it should
include the subject of discrimination most likely the employer or colleague/s. Based
on described arguments, the reported employment [excluding the unemployment]
has been considered as a valid measure for this study.

The survey has been conducted in households. The sampling scheme was based on
household data of 2010 Self-Governance Elections by National Statistics of Georgia.
The claster sampling method has been applyed - the electoral units (clusters) were
identified in urban areas. On average 5 interviews were supposed to be conducted
in each electoral unit. In the selected clusters one randomly selected starting
address was given to the interviewer who was also instructed to select every 5th
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household in specific direction. In case of three unsuccessful visits to a specific
household, the latter will be excluded from the survey without substitution by a
neighboring household. Interviewing will be continued with the next 5th houseehold.
In each hoshold the inteviwer inquired about employed members of the houshold
and continued inteviwing after identifing the employed person or persons. In case of
more than one employed person per houshold respondent were identified within a
selected household (if needed) via Kish grid. If nobody in the hosihold met the
above-specified criterias of employment the interviwers were moving to the next
5th houhold. In rural areas self-employment in agriculture is prevalent and salary-
based employment is very low - after adoption of the sampling method based on
houshold data the rural areas have been dismissed beacuse of infeasibility of
collecting the represntative data on this subject.

Testing the questionaries

In scope of preparatory work [5-20 May, 2014] before starting the main survey
[employees] CSS conducted two focus-groups with employed women and men
separately [16 respondents overall] in order to get the deeper insight for
elaborating the final survey questionnaire. During the focus group discussions the
topics related to hiring and firing procedures, wages, promotion and benefits,
opportunities for professional development and workplace harassment have been
addressed (see also Appendix 1. Focus group interviews with the
employees).

The focus group discussions were followed by the pilot survey with sample of 40
respondents. The data for pilot survey were collected in Tbilisi, Telavi and Batumi
cities. Based on pilot fiel[dwork evaluation and received feedback from the partner
organizations, CSS research team desighed the final version of the questionnaire
composed from eight thematic parts [see also ]. The pilot survey has significantly
contributed to final question choices and question phrasing.

The field work

Prior to main field work, the sampling selection scheme was developed and the field
managers have distributed the locations and tasks. Interviewers’ training was
arranged in Early June and 35 interviewers were trained and given detailed
instructions. Besides, written questionnaire manual [see also ] with all necessary
background information was distributed among interviewers. The field work took 10
working days (16 - 27 June, 2014). Field went without major complications and
problems.
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4. Analysis of the study

The analysis of the survey is organized through the main areas of research and
hypothesis described the conceptual part of the paper: employment background,
recruitment, training and promotion, benefits and other wage components, equality
of treatment and sexual harassment. Each section analysis the gender-
disaggregated data compares and explains the position of man and women in
Georgia’s labour market. The sections are followed by summaries depicting the
main findings of each section in relation to hypothesis stated in the literature
review.

4.1. Employment Background

This section covers the demographic variables of the study, average salary
distribution and employment Background. Employment background of the
respondents includes the variables on number of employers, formal and informal
employment, number of working hours, full and part-time work, sectors of
employment, stability of contract, travel to work, membership to trade unions,
horizontal and vertical segregation.

Demographic background of the respondents comprises the variables on the age,
settlement type and education of respondents. According to the gender distribution
among the survey population 48% are women and 55% are men. The majority of
respondents are Georgians (91%) and Orthodox (91%). The results show the
respondents aged 18-25 and 56+ are the least represented at the Georgian labour
market. It is quite expected as people from 18-25 age group are mostly students
whereas the citizens over 56 usually are self-employed or unemployed (National
Statistics Office of Georgia, 2014). (See Table 2)

Age Gender TOTAL
female | male

18-25 10% 13% 12%
26-35 23% 27% 25%
36-45 26% 31% 29%
46-55 21% 13% 17%
56-65 13% 11% 12%
65+ 7% 5% 6%

Table 2. Age and Gender Distribution

As the target group of presented survey were only employed people nationwide
residing in urban areas, a bit more than a half of the research population (51%)
were surveyed in Thilisi and its outskirts and almost another half (47%) in towns .
Only 2% of interviews were conducted in villages - these are the outskirts of towns,
allowing the residents to work in urban settlements.

ND
~




15 is the number of years being in formal education for the majority (24%) of
interviewees. 24% of respondents are with higher, 5-years diploma earned in soviet
times - the first level of higher education system existing before introduction of
three step higher education in Georgia (BA, MA, PhD). and 21% hold a Bachelor
degree. Slightly more women outpace men in holding Master and PhD degrees. (See
Table 3)

The highest level of education Gender

female Male
Pre-primary education 0% 2%
Secondary school level 8% 16%
Vocational education on the basis of secondary education 14% 1%
BA student 5% 6%
MA student 3% 1%
PhD student 1% 1%
Higher vocational education 6% 8%
Bachelor degree 20% 22%
Master’s degree 11% 7%
PhD 3% 3%
Soviet education 27% 21%

Table 3. What is the highest level of education you have attained?

68% of survey participants are married. And the greatest number of married people
falls again under 26-45 age category. Hence, the respondents belonging to 26-45
age category are the most employed and married at the same time. Those
respondents never been married are the young adults aged 18-25. Among the
widowed interviewees the majority are women (11%) over 56 years. In most cases
(26%) there are the 4-member families including the children and respondents
themselves.

When it comes to the salary distribution, the average salary for the majority of
employed female respondents (33%) varies between 251-400 GEL whereas in men’s
case the average salary ranges between 401-700 GEL. (See Figure 3)

What is the average range of your salary (net)?

s female = male

Figure 3. Average Salary Distribution
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Based on the human capital theory (see also 2.2), educational level is one
component of the human capital, which should be in linear correlation with range of
salary - the higher the educational level, the higher the salary should be. When
looking at the correlation of the educational level and average range of salary, in
general the higher education level does not guarantee a higher range of salary
neither in case of women or men. Among women, who have a degree in bachelor or
masters level, there is a higher share of women whose average salary is between
401-700 GEL. In all other educational levels, there are mostly women, whose
average salary range is 251-400 GEL. Among men, the average range of salary is
401-700GEL despite the educational level. Only in case of PhD degree, the share of
men, whose range of salary is 1001-1300GEL, is higher (24%). The average range of
salary is much lower among women than men, while the share of women and men
with the higher educational level is quite the same (see also Table 3). In general we
can say that among men, except PhD level, the higher educational level doesn’t
influence the higher range of salary. Among women, they need to have at least
bachelor, masters or PhD level education in order to get the average salary of men
with secondary educational level (see also Figure 4 and Figure 5). This situation may
refer to gender discrimination, but can be caused also by the educational
segregation, where young women and men specialize in different subject fields. For
example the average salary among highly educated social workers is lower than the
average salary of highly educated engineers.

Female
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Figure 4. Women's educational level and average range of salary
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Figure 5. Men's educational level and average range of salary

The data on earnings of the majority of employed population’s spouses/partners has
indirectly supported the average earnings indicators in this study: 9% of women
[spouses/partners of employed man], the higherst percentage among the employed
categores, has salary within the range of 251-400 GEL, whears the salary of man
[spouses/partners of employed women] falls within the range of 251-400 GEL (7%)
and 401-700 GEL (7%).

Out of those respondents who report to have a spouse without any paid job mostly
are men (41%). In contrary to male interviewees only 18% of women mentioned
that their spouses do not work. 39% of working women do not have spouse,
although from working man only 26% report the same, whereas 41% of man have
the sposes that don’t work. This suggests several associations: it can be more
difficult for women to combine the work or family care responsibilities, employers
might deliberately discriminate against married women or women don’t follow with
their carieers after mariage. The study of social attituds (UNDP 2013) has
demonstrated that women are responsibly for the vast majority of household-
related tasks and female employment is not as encouraged as male employment
according to social attitudes, so the combination of factors might be contributing to
the observation that large part of working women don’t have spouse, while
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significant part of married women with working husbends do not have job. This is

the subject of further research to draw the definite concusions.

(See Table 4)

Spouse/partenr’s

Distribution

Average

Salary

Gender

Female

Male

| don't have a spouse

39%

26%

He/she doesn't work

18%

41%

on daily basis

6%

3%

Retired

3%

3%

| don't know

3%

1%

up to 130 GEL

0%

1%

130-250 GEL

3%

3%

251-400 GEL

4%

9%

401-700 GEL

7%

5%

701-1000 GEL

7%

4%

1001-1300 GEL

1%

2%

1301-2000 GEL

3%

0%

more than 2000 GEL

0%

0%

difficult to answer

0%

0%

refuse to answer

3%

1%

Table 4. What is the average range of your spouse's salary (net)?

In terms of validity and stability of the contract no considerable gender-related
differences were discouvered, however, there is the gender disparity in full and part-
time work. On average, 13% of employees have more than one employer and 27%
of all employees do not obtain the valid contract with the employer (see also Table
5). The gender differences in terms of having the valid contracts or number of
employers are insignificant (see Table 6). Slight disparity is observed in relation to
stability of the employment - 21% of man reports having the contracts for unlimited
time, wears 15% of women enjoy the same privilege. However there is
considerable difference in full-time and part-time work - 5% of man and 15% of
women work part-time (see also Table 7). However, we can’t conclude that women
choose to work part-time because of work-life balance, as 60% of part-time working
women would like to have a full-time job (9% of employed female population).
Number of average hours worked by man and women are different - it stands 39
hours from women and 46 hours for man, but as noted above, majority of women
desire to have the possibility work for more hours - it is not always women’s choice
to work less, according to this data (see Table 9).

Gender Total
Do you have more than one Averag
employer? Male Female | e
Yes 11% 14% 13%
No 89% 86% 87%

Table 5. Do you have more than one employer?

W

k=




Table 7.1. Unlimited Contracts

How many hours do you work in average in
a week?

Female 39
Male 46
Total 42

Table 7. How many hours do you work in average in a week? *percentages of working women
and man are different, therefore, the total does not represent the average of man and women

Table 9. Would you like to work full-time?

_ . Gender Total
Do you have a valid contract with your Averag
employer(s)? Male Female | e
Yes 70% 72% 71%
Yes, with one/some of my employers
(in case of having many jobs) 2% 3% 2%
No 29% 25% 27%
Table 6. Do you have a valid contract with your employer(s)?
Gender Total
Averag
Is your contract unlimited? | Male Female | e
Yes 21% 15% 18%

Do you work full time or | gender Total
part time (among your main Averag
employer)? Male Female | e

full time 86% 79% 83%
part time 5% 15% 10%
work in sheets 7% 4% 6%
Other 2% 2% 2%
Table 8. Do you work full time or part time (among your main employer)?

_ Gender Total

Would you like to work full- Averag
time? Male Female | e

Yes 3% 9% 6%

No 4% 6% 5%

Not relevant 93% 84% 89%

The significant gender-related difference is depicted in terms of employment in
public and private sector. Employed women are evenly distributed among the public
and private sectors - 47% of women work in private sector and the same
percentage works in public sector. In case of man, almost two thirds of employees
work in private sector (61%), and 35% work for public sector. This can be explained
by the fact that large portion of female-dominated employment sectors such as
education and healthcare are public. The gender-related difference is also observed
in trade union membership. Generally, membership in trade unions is very low for
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entire population (13%), but slightly more women than man are members of trade
unions (17% of employed women VS 9% of employed man).

| Gender Total
Do you work for a public Averag
or a private employer? Male Female | e
private sector 61% 47% 54%
public sector 35% 47% 41%
NGO 1% 2% 2%
Other 3% 4% 3%
Table 10. Do you work for a public or a private employer?
Do you go to work in the | Gender Total
same city/town/village Averag
where you live? Male Female | e
Yes 88% 93% 90%
No 12% 7% 10%

Table 11. Do you go to work in the same city/town/village where you live?

Are you or have you ever | Gender

been a member of a trade

union or similar

organization? If yes: is that Total
currently or only Averag
previously? Male Female | e

Yes, currently 9% 17% 13%
Yes, previously but not

currently 18% 28% 23%
No, never 73% 55% 64%

Table 12. Are you or have you ever been a member of a trade union or similar organization?
If yes: is that currently or only previously?

Hypothesis on labour market in Georgia facing high rate of gender segregation
(vertical as well as horizontal), where the occupations and fields are dominated by
one gender was supported by the analysis of the study. The horizontal segregation
manifested in high percentages of man and women working mostly with the
colleagues of the same gender - 69% of women work mostly with women and 66%
of man work mostly with man (see Table 13). This argument is further supported by
the fact that male-dominated and female-dominated organizations tend to
cooperate with the partner organizations and clients of the same gender - this
stands for 33% of female dominated organizations and 45% of male dominated
organizations (see Table 14). Horizontal segregation is related to the social attitudes
on traditional male and female roles deeply rooted in Georgian society (UNDP
2013), because 77% of employed population takes the horizontal segregation for
granted - they like as it is or don’t care (see Table 15). It is noteworthy that 7% of
man would like to have more female colleagues, but think that they can’t do the job,
although none of the interviewed women think that man can’t do their job. Vertical
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segregation is supported by the observation that on average 65% if respondents
reported having the male manager and 31% reported having female manager (see
Table 16). This number is close to Global Gender Gap Report data on female
managers and legislators in Georgia - 34% (WEF 2014). 13% of male respondents
say that they have a female manager and 51% of women reports having a male
manager - implying that even in female-dominated organizations managerial
positions are likely to be occupied by the man. The same argument is supported by
the social stereotypes existing in Georgia - 58% of general population think that
man are better business leaders thank women (UNDP 2013, p. 42).

Gender Total
Among your colleagues are there | Mal | Fema | Avera
mostly women or men? e le ge
| work alone /| don’t have colleagues | 2% | 5% 4%
15
Mostly women % 69% | 41%
66
Mostly men % 13% | 41%
Approximately same amount of men | 14
and women % 12% 13%
| don't know 3% | 1% 2%

Table 13. Among your colleagues are there mostly women or men?

In your work do you | Ggender
cooperate/collaborate (for

example with co-partners,

clients, patients, students, Total
etc) more with men or Averag
women? Male Female | e
with women 8% 33% 19%
with men 45% 9% 28%
Both men and women 47% 59% 53%

Table 14. In your work do you cooperate/collaborate (for example with co-partners, clients,
patients, students, etc) more with men or women?

The study has found the evidence of horizontal segregation in Georgia that is
supported also by the data on male and female dominated field of occupation.
Figure 5.1 depicts the all employment sectors occupying at least 5% or more of total
average of employed population. It demonstrates that 79% of employees at human
health and social work sector and 78% of employees at education sector are
women, whereas 96% of employees in construction sector, 91% of employees in
transportation and storage sector and 47% of employees at public administration
and defence, compulsory social security sector are man. Relatively female
dominated is also finance and insurance sector (64% of women VS 36% of man) and
manufacturing sector is relatively male dominated (67% man 33% women).
Administrative support and services sector as well as retile and wholesale trade
almost equally occupy man and women.

‘ Would you like to have more women or ‘ Gender ‘ Total ‘
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Mal | Fema | Avera
men? e le ge
Yes, | would like to have more women
among my colleagues 8% | 6% 7%
Yes, | would like to have more men
among my colleagues 8% | 15% 12%
I would like, but men/women couldn’t
do the work 7% | 0% 4%
27
No | like it as it is % 25% 26%
48
| don't care % 53% | 51%
Other 1% | 1% 1%
Table 15. Would you like to have more women or men?
_ Gender Total
What is the gender of your Averag
direct manager? Male Female | e
Male 82% 47% 65%
Female 13% 51% 31%
| don't have one 5% 2% 3%
Table 16. What is the gender of your direct manager?
96% 91%
74% 78% 79%
67% 64%
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Figure 5.1. Percentage of Female and Male Workers in Different Sectors of Employment [It
includes the sectors occupying at least 5% of total average of employers or more]
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4.2. Summary of Employment Background

The present study has depicted the inequality among the average salary
distribution among man and women regardless the similar educational attainments.
Women'’s average salary ranges between the 251-400 GEL whereas in man’s case
the average salary is between 401-700 GEL. Educational level does not affect man’s
salary (except PhD degree), while women should have an undergraduate or
graduate degree to earn the average salary of man with secondary education. The
unequal average salaries can be influences by the fact that more man (65%) work
for the private sector, whereas women are working in private and public sectors in
equal shares (47% respectively). Horizontal and vertical segregation also
contributes to wage inequality - the study has found the evidence of both horizontal
and vertical segregation in Georgia. Vertical segregation is manifested by the fact
that 65% of respondents reported having a male manager, whereas 31% reported
having female direct manager. Horizontal segregation is reflected in findings that
79% of employees at human health and social work sector and 78% of employees
at education sector are women, whereas 96% of employees in construction sector,
91% of employees in transportation and storage sector and 47% of employees at
public administration and defence, compulsory social security sector are man. This
explains the disparity among the women’s and men’s educational attainment and
average salary, because the health, social security and education in Georgia are
represented by mostly public organizations with lower average salaries, however,
the tertiary education is needed to work for the most professions in these fields. In
contrary, transportation, storage and construction sectors include more private
organizations and secondary level of educational attainment is sufficient for the
majority of professions.

Additionally, as survey has shown, majority of man and women work with the
people of same gender in their organization and at some extent they also cooperate
with the people of same gender outside of their organizations. It can be concluded
that besides the special measures in anti-discrimination law and labour law against
gender-related segregation, education, especially school education should be
targeted to offset the effect of social stereotypes.

It is noteworthy that membership in trade unions is rather low (13%) and 27% of
total average of employed population do not have valid contracts with their
employer, although slightly more women than man are members of trade unions.
Implying that there is risk of increasing the non-contract employment, already
presented in high proportion on Georgian labour market. Instead, the opportunity of
encouraging the trade unions to act as supporters for the labour rights and equal
rights can be used to improve the situation.
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4.3. Recruitment
A litte bit more than a half (52%) of the respondents had participated in a job
interview and the rest 48% stated that they have never been in a job interview.
Gender-wise the results did not have much difference.

Among those who have been in a job interview, 46% of the respondents had been in
a job interview 2-4 times, 25% had had this experience only once. The frequency of
job interviews among women was higher. 30% of men and 21% of women who had
been in job interview had that experience only once. Whereas 52% of women had
been 2-4 times in a job interview and among men the same frequency had been
40%. (see Table 17)

Frequency of the job interviews female male Total average
Once 21% 30% 25%

2-4 times 52% 40% 46%

5-7 times 12% 14% 13%

8-10 times 5% 4% 5%

More than 10 times 6% 8% 7%

don't remember 4% 5% 4%

Table 17. How many times you have been in job interview? (% among those who have been
in a job interview)

In a job interview 64% of women and 67% of men (who have been in a job
interview) have asked about their marital status. The number of children has been
asked more often from women (43%) than men, but the share of men who have
been asked such question is still unpredictably high with its 39%. Less rare, but still
more than every fifth respondent who has been in a job interview, has been asked
about their plans to get married. 20% of women and 16% of men have been asked
about their plans to have children. Surprisingly in a job interview men and women
have experienced questions concerning their private life quite the same amount
(see Table 18). However such questions are most often a base for discriminating and
thus are prohibited to ask in a job interview in many welfare countries.

In a job interview have you been asked questions

concerning: Female | Male
Your marital status 64% 67%
Your plans to get married 21% 23%
The number of children 43% 39%
Your plans to have children 20% 16%
Doctoral proof that you are not preghant 6%

Table 18. In a job interview have you been asked questions concerning your:. (% among
those who have been in a job interview)

71% of the respondents have never been turned down for a job they applied for and
29% of women and 30% of men have experienced that the job they applied for was
turned down. There are no significant gender differences in such experiences.
Among those, who have been turned down a job, 71% did not get any feedback why
they did not get the job they applied for. As a feedback 20% of women and 17% of
men were told that they were turned down because of their age. 30% of men lacked
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experience - this reason for turn-down is twice higher than among women, who
marked this as a reason for not getting the job in 14% cases. Gender differences
were notable also in case of salary expectations - 2% of women and 6% of men
were not hired because of too high salary expectations. 12% of women also
reported that they were turned down because of the lack of their skills, while
compared to men only 2% marked that as a reason for turn-down. The percentage
of women, who marked as a reason the education (either the level of education was
too low/high or the vocation/subject where education received wasn't right), was
slightly higher than among men (accordingly 8% and 6%). (see also Table 19)

The reason for turn down Female |Male
Too high expectations for salary 2% 6%
For being pregnant 0% 0%
Due to my gender 0% 0%
Due to my age 20% 17%
Due to my care respondibilities 2% 0%
Due to my plans to have children 0% 0%
Due to the lack of experience 14% 30%
Due to the lack of my skills 12% 2%
Due to my education (for example the level of education was too

low/high or the vocation/subject where education received |8% 6%
wasn't right)

Due to my difference of opinions 2% 2%
Due to my sexual orientation 0% 0%
Due to my marital status 4% 0%
Due to my appearance 4% 3%

Table 19. Please specify what was the formal reason? (% among those who had got
feedback why they were turned down)

The respondents were also asked, if they have had experience with discriminating
job advertisements. For example the job advertisement had some criteria not
related to potential workers’ skills, education, experience, etc. Every fourth
respondent (25%) have seen job advertisements with criteria not related to the
skills, education, or experience related to the requirements of the occupation (see
also Table 20).

female male Total average
Yes 27% 22% 25%
No 73% 78% 76%

Table 20. When looking for a job, have you experienced, that the job advertisement you
were interested in, had some criteria not related to potential workers’ skills, education,
experience, etc.

The respondents had mostly experienced age-related discrimination. Three-fourths
(75%) of respondents, who had seen job advertisements with discriminating
content, had seen advertisements where the required age was mentioned. Among
all respondents 19% had seen such age-discriminating advertisements, which
means that almost every fifth person in Georgian labour market has had experience
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with age-discriminating advertisements. 21% of men had also seen advertisements
where only women can apply, whereas 9% of women had only seen such
advertisements. 14% of women and 20% of men had also seen job advertisement,
which stated that only men can apply.

Please specify, what were the criterias? Female Male Total average
Only woman can apply 9% 21% 15%
Only men can apply 14% 20% 17%
Only people in certain age can apply 77% 73% 75%

Table 21. Please specify, what were the criterias? (% of those who have seen discriminating
advertisements)

The most common channel for finding a job is through friends, family or
acquaintances. 47% of the men and 40% of the women who had participated in the
survey, claimed that this is the mostly used channel for them to find a job. It is also
noteworthy, that networking through friends, family and acquaintances in that
sense is more common among men than women. This maybe caused by the fact
that there are more women working in public sector, which is more regulated and
protected in regards of discrimination. The second most popular way for finding a
job was through internet recruitment sites. 38% of women had used such channels
and 33% (every third male respondent) had used internet recruitment sites in order
to find a job. Newspaper message boards are less common channels for finding a
job and around every tenth (11%) respondents have had newspaper message board
as a mostly used channel when looking for a job. Recruitment companies are the
least popular way for job seeking.

What channels have you used the |Female | Male Total

most for finding a job? Yes |No |Yes|No |Yes|No
1. Internet recruitment sites 38% | 62% |33% \67% |35% | 65%
2. Friends/family/acquaintances 40% | 60% [47% | 53% |44% | 56%
3. Newspaper message board 10% |90% | 1% | 89% | 11% | 89%
4. Recruitment companies 8% | 97% (3% | 97% (3% | 97%

Table 22. What channels have you used the most for finding a job?

In order to be even more specific about the recruitment practices in Georgia, we
asked respondents how (through which channels) they have found their current job.
The reality shows, that networking and using the social capital is even more
prevailing. Despite the fact, that people use also other channels for finding a job
(see paragraph above), in reality far more than half, 63% have found their jobs
through friends, family and acquaintances. This refers to the circumstances that
social capital is more important than the human capital (defined as the skills,
knowledge and experience of individual employees within the organization) in
recruitment process. Only every tenth respondent had found his/her job through
internet recruitment site and around 6% had been promoted in their
organization/company and got to the current position that way. (see also Table 23)
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For the job where you are working | Female | Male Total
currently, what channels did you use for | Ye | No|Ye [ No |Ye | No
finding the job? S S s
1. I was promoted in my | 5% |95 | 6% |94 | 6% |94
company/organization % % %
2. Internet recruitment sites 10 |90 |11 | 89 10, | 90
% % | | % % %
3. Friends/family/acquaintances 62 |38 |64 |36 63 | 37
% |% | % | % % %
4. Newspaper message board 3% |97 | 2% | 99 2% | 98
% % %
5. Recruitment companies 1% [ 99 [ 0% | 100 | 0% | 100
% % %

Table 23. For the job where you are working currently, what channels did you use for

finding the job?

As public sector is more regulated and recruiting people should be more
transparent, the results of the question “For the job where you are working
currently, what channels did you use for finding the job?” were also analysed from
the perspective on the sector where the respondents worked. The data proves that
in private sector there are more people (74%) who have found their current job
through friends, family and acquaintances, but the share of employees who have
found their job like that in public sector, is also remarkably high with 54%.
Unfortunately the survey did not have a question about the length of working in the
current job, but the data refers to corruptive recruitment system. 9% of the public
sector respondents have been promoted in their organization, whereas in private
sector 4% had got their current job by promotion. Private sector employees find
their jobs more often through internet recruitment sites than the public sector
workers (accordingly 12% versus 7%). (see also Table 24)

For the job where you are working currently, what | private | public
channels did you use for finding the job? sector sector
1. | was promoted in my company/organization 4% 9%

2 Internet recruitment sites 12% 7%

3. Friends/family/acquaintances 71% 54%

4. Newspaper message board 2% 3%

5. Recruitment companies 1% 0%

6. Other 1% 28%
TOTAL: 100% 100%

Table 24. For the job where you are working currently, what channels did you use for

finding the job? (% of employees working in public or private sector)

Summary of the recruitment

As claimed in the Literature review, recruitment is a decisive process in human
resource policies which aim to treat potential

workers equally and not to
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discriminate anyone. The main purpose of the chapter was to find out, if people
have experienced discrimination in recruitment process. The fact, that only half of
the respondents have participated in a job interview, 44% of the respondents
mostly uses their social capital (friends, family and acquaintances) as a channel for
finding a job and 63% have found their current job through friends, family and
acquaintances, shows that the principal of equality is not always prevalent in
recruitment processes. Finding a job through social capital is a wide-spread practice
in many countries, especially within the increase of social media increase. However
the social capital can be a channel of job advertising, but should lead to transparent
job recruitment processes. The fact, that so few have never been in a job interview,
may refer that the recruitment processes are not always systematic. This situation
may not harm only the discriminated potential employees, but can influence also
the employers effectiveness as the employees are not hired based on the best
qualifications, but rather recommendations. Although such recruitment practices
are less expensive and in a way might seem more safe (as a worker already knows
the qualification of the recommended person), it can also reproduce gender-based
work division, as women have more contacts among women and men with men, the
recommendation-based recruitment strengthens segregation.

Based on the survey, it can be concluded, that in job interview asking questions
about private life, is regarded normal practice. Over 65% of men and women had
been asked questions about their marital status and over 40% questions about the
number of children. Such questions don’t refer to person’s qualifications and thus
can be source for discrimination.

The chapter also showed that age discrimination is prevailing problem in Georgian
labour market. The respondents who had experienced turn-down from the job they
applied for, reported as a reason for turn-down mostly their age. Also in
advertisements with discriminating criteria the age as a limiting condition for
applying was mostly mentioned.

4.4. Training, promotion and firing
Approximately 31% of Georgian men and women have experienced promotion in
their current job, which refers to the fact, that Georgians tend to work in the same
organization for long time. 82% of the respondents, who had been promoted in their
current job, were offered the higher position, 11% applied for the job or promotion.

15% of women and 13% of men have had opportunities to apply for a higher/other
position offered by their employer during last 2 years. However only 10% of those
who had the opportunity applied for the position available. One of the main reasons
for not applying was that the respondents were not interested in that position - 30%
of the respondents (who didn’t apply for a higher/other position offered) named that
as a main reason. Also in case of women 12% did not apply because of their care
responsibilities. In case of men this reason was the least selected (2%). The same
amount of men and women (11%) felt that they would not meet the expectations
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for the job. It is noteworthy, that 15% of men selected the variable “Too much
responsibility in the job”, while the percentage of women choosing this variable,
was 9%. These are interesting findings and in a way disprove the stereotype, that
men are more venturesome and take more risks. (see also Table 25)

Why didn’t you apply? Female Male
Yes No Yes No
| felt I would not meet the
. . 1% 86% 1% 88%
expectations for the job
Due to my care responsibilities 12% 86% 2% 98%
I was not interested in that
o 31% 67% 30% 69%
position
Too much responsibility in the job | 9% 88% 15% 84%

Table 25. Why didn’t you apply? (% of those who did not apply for the higher/other position
offered by their employer during last 2 years)

The employees were also asked if they have felt that their employer has provided
them with enough work tasks, which would help them to prove themselves to the
employer and help them to get promoted career-wise. Although more than half
(56%) have felt that their employer has provided them with enough work tasks,
almost third (32%) of the respondents feel that they have not gotten the chance to
prove themselves through such work tasks. Among male employees (34%) this
feeling is slightly more prevalent than among female employees (31%).

60% of the employees who responded to the survey have been promoted pay wise.
Among men and women there are no significant differences. 37% of women and
32% of men claimed that the initiative for the promotion was by employer as it was
a general pay rise for all of the employees. Although the general pay rise has been
the most frequent reason for all of the respondents, the percentage was 5 p.p
higher in case of women. This may be reasoned by the fact that women work more
often in the public sector, where wage promotion is more coordinated and the
human resource policies more regulated. In case of male employees the wage
promotion was more often initiated by their manager - 23% of the man and 17% of
the women chose the answer “It was my manager’s initiative”. Only 2% of female
and 3% of male respondents have asked for promotion themselves.

The majority - 79% of those who had not been promoted pay-wise in their current
work, had not asked for a promotion either. More than every fifth (21%) person who
had not been promoted pay-wise, had asked for promotion. The percentage of
women who had asked for a promotion was slightly higher than in case of men.

The respondents were also asked if they have had training opportunities provided
by their current employer. It is remarkable that much more women have had
training opportunities than men - 59% of women and 41% of men have participated
in training.
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Majority of the respondents who had got such chance to participate in the training,
also went to the training. 14% of the women and 10% of men would like to
participate in training, but their employer does not provide trainings for the
employees. Significantly 27% of men claimed that there are no trainings in their
field and thus they cannot participate in a training. In case of women only 15%
answered that “there are no trainings in the field they are working at”. This refers
again to the labour market segregation, which has been described also in previous
chapters - the sectors as well as fields of work are segregated by women’s and
men’s jobs and areas.

The survey covered also questions about the experience of firing. The survey results
demonstrate the majority of respondents (86%), both women and men have never
been fired. Only 13% reported having such an experience. 4% of survey participants
said they know only one co-worker who got fired because of pregnancy and 3%
know more than one co-worker with the same experience. There are no gender
differences in this regard.

As the share of respondents who have experienced or know someone who has been
fired is small, the results are not representative.

Summary
The hypothesis for this section were, that:

e Men have better opportunities for career promotion as well as pay wise
e For various reasons (care responsibilities, “glass ceiling”, etc) women cannot
participate in trainings as frequently as men.

This chapter did not find proof for the hypothesis raised in literature review.
According to the results men and women have had quite equal opportunities for the
career promotion as well as pay wise promotion. 31% of women and 32% of men
have been promoted career wise and 60% of the employees (men and women) who
responded to the survey had been promoted pay wise.

There is significant gender differences in training opportunities, but men are the
ones who have had the opportunities to go to trainings much less than women (41%
vs 59%). The reason for such difference is probably mostly conditioned by the
labour market segregation. Women work more in public sector and in such sectors,
were employers organize trainings.

4.5. Benefits and Other wage Components
As the differences between the average wages of men and women remain in
the entire world in favour of men, the study focused also on the wage
components, compensations and benefits. Based on the focus group
interviews, such benefits are bonuses, premias, business trips, trainings,
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health insurance, lunch and free transportation provided by the employer,
compensations for personal car usage, usage of mobile phone, etc.

The survey results show, that there are more employees, who don’t get any
additional benefiits from their employer - 61% of survey participants have not
received any kind of extra reimbursement or benefits and the rest 40% of
respondents have been provided by some type of compensations at their
workplace.

In general premia is the most frequently (56%) reported compensation among those
interviewees who have ever been rewarded. Usage of mobile phones (38%) and
health insurance (38%) are the mostly reported work-related benefits after the
premiums. According to survey data 32% of respondents have been remunerated by
bonuses. Trainings are also mentioned as one of the benefits provided by the
interviewees’ employers (28%).

It is worth noting, that trainings are the only type of benefit gained by slightly more
female survey respondents (53%) compared with males (47%). Also the previous
chapter (4.4) describing the trainings, showed that women have participated more
in trainings. However it is significant to note that all of the other
compensations/benefiits described in the survey, are more often provided to men.
Men have more often the compensations for car usage (either using a personal car
or a company’s car). If the compensation of car usage could refer again to the
segregation and the fact, that men work more often in occupations and sectors
(transportation, logistics) where mobility is more required, attention should be
drawn on the data indicating that health insurance is more available for employed
men than for women (SeeFigure 6). Such data refers to larger problems of gender
equality and may refer also to gender discrimination.

It is also remarkable, that there are large differences in case of financial benefits
(bonuses and premias). 66% of men (who have been eligible for
bonuses/compensations) have got bonuses, while among women this indicator is
almost twice lower with 34%. Also 60% of men have got premias, while the same
experience has been for 41% of women (who responded that they have been
rewarded compensations/benefits).

There are also gender differences in the percentages of men and women who get
free lunch and free transportation to work. (see Figure 6)
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Gender Distribution of Benefits at Workplace

Bonus | 34% 66% 32%
Premia | 41% 60% 56%
Business trips | 47% 53% 6%
Trainings | 53% 47% 28%
Health insuarance | 33% 67% 38%
Total Male Female
Lunch provided by the employer | 40% 60% 21%
Free transportation to work | 36% 64% 6%
Compansation of using perosnal car_JLS% 85% 7%
Possibility to use company's car_23% 77% 16%
Usage of mobile phone | 35% 64% 38%
Mobile phone | a47% 53% 7%

Figure 6. What are the compensations/benefits?

According to the research data the majority of survey participants have received
neither premia (62%) nor bonus (81%) during the last year. Almost 18% of
interviewees reported the reception of premias and 8% of bonuses only once during
the last year. Slightly more employed men outpace women in receiving bonuses and
premiums 3 times and more during the last year. Overall, it is observed there are no
significant gender differences in distribution of financial rewards during the last
year. (See Table 26)

Premia Bonus

Female Male Total Female Male Total
none 65% 60% 62% 85% 78% 81%
once 19% 17% 18% 7% 8% 8%
twice 8% 12% 10% 2% 5% 4%

three times or more

9%

1%

10%

6%

8%

7%

Table 26. How many times have you got any premias/bonuses during last year?

As for the fair wages, overall 56% of survey participants do not believe their
workload is paid sufficiently: 66% of employed women and 48% of men share the
same position. When it comes to the gender sensitive questions regarding equal
opportunities for pay-wise and carrier-wise promotion, equal distribution of
remunerations and work-related benefits between women and men, the vast
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majority of interviewees, both females and males agree there is no gender
discrimination observed (See Table 27). It is interesting to note, that men and
women agree almost equally with the assertions “Men and women have equal
opportunities for compensations/ benefits” and ,Men and women have equal
opportunities for bonuses". However the previous paragraphs showed, that in reality
men and women have large gaps in regards of having dfferent bonuses/premias
provided by their employers. This may refer to the fact, that men and women do not
talk about different bonuses and compensations to each other and thus do not
perceive inequality in those matters.

Disagree Agree
Fem | Mal | Tot | Fem | Mal | Tot
ale e al ale e al
The amount of my salary is fair 66% 48% | 56% | 31% 47% | 39%
The wa m employer romotes
y my ploy P 16% 16% | 16% | 53% 62% | 58%
employees is fair
Men and women have equal opportunities
) 1% 10% | 1% | 66% 61% | 63%
for promotion
Men and women, who make the same job
(who are employed in same position) get | 9% 7% 8% 70% 63% | 66%
paid equally
Men and women have equal opportunities
_ 6% 6% 6% 75% 66% | 70%
for wage increase
Men and women have equal opportunities
. X 6% 7% 7% 67% 64 % 65%
for compensations/ benefits
Men and women have equal opportunities
5% 7% 6% 60% 62% | 61%
for bonuses

Table 27. If you think about your company/organization where you are working, do you
agree or disagree with the assertions?

Summary of Benefits and Other Wage Components

This chapter proved the hypothesis stated in the literature review chapter about
wage components, that there are great differences among men and women in
regards of bonuses, benefits and compensations. According to the hypothesis men
get bonuses more often than women and men have more benefits/compensations
provided by their employer. 66% of men (who have been eligible for
bonuses/compensations) have got bonuses, while among women this indicator is
almost twice lower with 34%. Also 60% of men have got premias, while the same
experience has been for 41% of women (who responded that they have been
rewarded compensations/benefits by their employer). The significant finding
regarding benefits was that there is also a wide gender gap regarding the health
insurance - 67% of men and just 33% of women claimed, they have health
insurance provided by their employer. Regardless the fact that national health
insurance exists in Georgia, the private health inssuaranse often provides better or
extra coverage of helth-related exspences.
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Many gender differences regarding bonuses, benefits and compensations can most
probably be explained also by the gender segregation in Georgian labour market.
Women work more in public sector than in private sector. As private sector works for
profit, bonuses and premias are most probably more paid than in public sector,
where good work results are not always rewarded by premias/bonuses. Also the
usage of car (either personal or company provided car) is a benefit, which male
employees can enjoy more. This can also be caused by more men working in
sectors, where mobility is more required.

However the gender gap in regards of bonuses,premias and compensations was
significantly wide, which may refer also to the gender discrimination.

4.6. Equality of treatment

The majority of female (83%) as well as male (80%) respondents reported that their
absence from the workplace due the child’s or close family member’s illness will be
taken understandingly by their managers. The same is said regarding the co-
workers by 87% of female and 86% of male respondents. Nor the need of parental
leave caused any problems for the survey participants (20%) at their workplaces:
38% of women outlined that their decision on parental leave has been taken
positively by the employers and only 2% mentioned that their leave did not last as
long as they wanted. When it comes to men’s parental leave, 80% of interviewed
male respondents said the issue concerning parental leave is not relevant for them.

The respondents were asked if they have been treated unrightfully in some work-
related situations by their employers. Although in most situations the greater part of
survey participants had not experienced unequal treatment, there were certain
situations were remarkably large share of interviewees faced injustice. It should be
emphasized that women have experienced more inequality. According to the data,
19% of the respondents felt that they have been treated unrightfully due to the
salary. More female respondents (22%) referred to the salary problem in comparison
to male respondents (15%). 12% reported unfair conduct according to the division
of work-related tasks and slightly more women (15%) than men (10%) responded in
this respect. 10% of the respondents claimed that they have encountered problems
related to the working hours. Significantly more female respondents had
experienced such problems (12%) compared to men (7%). Also considerably more
women (11%) experienced injustice when planning vacation. 7% out of the
interviewees mentioned about the unfair treatment in recruitment process and most
of them are women. (See Table 28)

Femal [t
Division of work-related tasks 15% 10%
Salary wise 22% 15%
In providing facilities and 8% 99
equipment for work
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When planning vacation 11% 7%
In compiling work schedule 7% 4%
Providing trainings 4% 3%
In recruitment process 8% 6%
Working hours 12% 7%

Table 28. Do you feel that your current employer has ever treated you
unrightfully in following matters? % of those who answered "yes"

When it comes to the workload, 50% of survey participants said they were told to
work over-time while the other half of respondents reported not having such an
experience. However, slightly more men (53%) outpace women (47%) out of those
interviewees with over-time working hours.

The majority of those respondents working over-time reported they have never
been paid for their extra workload (57%) and slightly more women (60%) than men
(55%) have been exposed to this type of discrimination. (See Table 29)

Always In most cases Sometimes Never
Female 22% 6% 12% 60%
Male 27% 7% 11% 55%

Table 29. Have your extra working tasks been compensated?

In order to have a clear picture about the interviewees’ attitudes towards and
awareness of workplace discrimination the survey participants were asked to assess
some of labour market related situations. According to the data (see Table 3) it
might be assumed that there is no remarkable borderline between understandings
of discriminatory conduct and treatment causing sort of unpleasant feelings. As the
results show both, women (12%) and men (11%) think that the least discriminating
is if woman is asked about her marital status or number of children at job interview.
Hence, 35% of female and male respondents consider it to be just an unpleasant
experience and the majority reported it to be totally acceptable treatment to a
woman seeking for a job. In case of female interviewees firing of pregnant
employee is considered to be the most discriminating treatment (64%). Also, the
majority of male respondents (50%) think this is discrimination. However it is
remarkable, that there is a 14p.p difference and for women this is more
discriminating than for men. This difference of opinion might be due to the fact that
such situation as firing of pregnant employee concerns mainly women.

Most of the situations describing women'’s direct discrimination due to their gender
is perceived almost similarly by female and male survey participants, though it is
expected women are more gender sensitive. For instance, slightly more women
(44%) outpace men (38%) at assessing the situation as discrimination when the
employer decides not to send the female employee for a week to training because
of her little child, though the woman was willing to go. Besides, the same number of
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women (44%) and little bit more men (47%) report such treatment towards
employed woman is unpleasant rather than discriminating. It is significant that in
the situation where gender is not emphasized and the condition described as the
co-workers doing the same job on the same position are paid differently is
considered to be discrimination only by 53% of women and by 42% of men. Slightly
more men (47%) think this is just the unpleasant occasion whereas 36% of women
think the same. It means that the elementary principle that equal work deserves
equal pay is not considered as a basic human right. For example in Estonia, 92% of
the population supports the principal that men and women should receive same
amount of salary for same (amount and kind of) work. (see also Table 30)

Female Male
This is | This is | This is | Don’'t § This is | This is | This is | Don’t
acceptable | unpleasant | discrimination | Know  acceptable | unpleasant | discrimination | Know

In job interview the
employer asks
woman  questions
about private life
(marital status,
number of children,
etc).

0,
48% 35% 12% 5% N46% 35% 1% 8%

The employer will
fire an employee
after hearing about
her preghancy

2% 31% 64% 3% 4% 41% 50% 5%

Employees who are
in the same position
(and  make the
same kind of work) | 7% 36% 53% 5% 7% 46% 42% 5%
get paid differently
(by the same
employer)

The employer
decides not to send
the female
employee for a
week to a training
abroad, because
the woman has
little child (although
the woman would
want to go)

4% 44% 44% 8% 4% 47% 38% 12%

An employer
doesn’t want to hire
an educated female
mechanic, 7% 31% 48% 14% Q1% 39% 36% 14%
assuming that she
doesn’t have
technical skills

Table 30. Below are listed some labour market situations, please assess what do you think
about such situations

Summary of equality of treatment

Although, the majority of survey respondents, both women and men report they
have not experienced difficulties related to the unfair treatment at their workplaces,
the research findings show there are certain number of interviewees exposed to
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discrimination on the labour market. And as the results show, the employed women
tend to be more vulnerable and exposed to the work-related discrimination
compared to men and especially, when it comes to the salary issue, including the
payment for extra working hours, e.g. almost every fifth women have experienced
unequal treatment salary wise.

According to the responses even to take the paternity leave or sick leave is
perceived positively/understandingly by their employers. Thus, the hypothesis that
men might be more exposed to discriminatory practice by the employer if they need
to be on paternity or sick leave with their family members is ignored.

However, the question arises whether there is such low rate discrimination at the
Georgian labour market or some other factors like as employed citizens’ low
awareness of their labour rights affect strongly the data distribution. The principle
that equal work deserves equal pay whatever gender the employee is, seems not to
be adopted by majority. Only 53% of women and 42% of men found that such
situation where the co-workers doing the same job on the same position are paid
differently is considered to be discrimination. If this principle is not regarded a basic
right for everyone, it is difficult to struggle with the gender pay gap and overall
inequality in the labour market.

4.7. Harassment
In order to find out if the people active in Georgian labour market have had
experience with harassing situations, many such situations were described to the
respondents and asked, if someone has behaved like that. As questions about
sexual harassment can be rather delicate and personal, the questions concerning
harassment were given on a separate envelope, that the respondents could fill the
questionnaire by themselves.

Despite the fact that interviewees were enabled privacy while answering to
harassment related questions, the turnout was rather low. Therefore the following
chapter about harassment cannot be generalized on whole working population in
Georgia. The chapter about harassment is rather illustrative and would need
further, qualitative research in order to find out how many people experience
gender or sexual harassment in their workplace.

3% of the respondents have been harassed in their workplace. 96% claim that they
have never experienced harassment in their workplace. 2% of the respondents have
been harassed in their workplace in last 12 months.

The respondents were also asked about different situations which may be harassing
and if the respondents would consider such situations unpleasant if in their
workplace colleague, manager, client or someone else would behave like described
in following situations. 56% of women and 52% of men would feel unpleasant, if
someone would comment on their appearance or body. On average 31% of men and
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women claimed that it would depend on who makes the comment. 10% of men and
7% of women stated that such situation would not be unpleasant.

The opinions differed remarkably among men and women in case of the variable
someone “tells you or in the presence of you suggestive jokes of a sexual nature”.
55% of the women felt that it would be unpleasant, while among men only 39%
found such situation unpleasant. Among the different situations presented to the
respondents, women felt this the least harassing, unpleasant situation.

In fact almost every fourth (24%) of men found that it would not be unpleasant.

66% of women and men found that it would be unpleasant if someone would
comment on their private life or marital status. Almost every fourth (24%) of female
and every fifth (20%) of male respondents found that it depends on who would be
commenting their private life.

83% of the women and 69% of the men would find it unpleasant, if someone refers
or calls them with a nickname of a sexual nature. 15% of men also find that the
situation depends on who would behave accordingly. Women would feel also more
bothered if someone would comment their sexual life - 86% of women and 75% of
men reported that a situation where someone would comment on their sexual life,
would be unpleasant.

Women found also more unpleasant the situation where someone suggests to spend
spare time with him/her although they have refused previously - 74% of women and
60% of men found such situation unpleasant.

Men and women (87% and 86%) agreed mostly with the proposition that the
situation when someone from work leaves person’s suggestions or opinions
uncountable, because the person is a man or a woman is unpleasant. On the other
hand less men and women were bothered with a situation where someone from
work “gives you additional tasks, which are not related to your work, because you
are a man/woman “ - 66% of the respondents found it unpleasant, 15% of the
respondents thought that it depends on who asks and 13% don’t mind such
situation.

Compared to women men stated more often, that they cannot imagine the
situations where someone from their work would behave harassingly. For example
almost third (32%) of the male respondents claimed that they cannot imagine if
someone from their work would force them to have sex with them. The share of
women who answered that they cannot imagine such situation was 23%.

The respondents were asked also what they would do, if they would have to deal
with behaviour described in previous paragraph. Most of the respondents, 72% of
men and women answered that they would probably try to deal with this situation
by themselves. While 17% of the women would tell their manager, only 5% of the
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male respondents would react like that. This refers to hegemonic masculinity
attitude, that men have to deal with such issues themselves. But it is also important
to keep in mind, that men often couldn’t imagine such situations, thus it is probably
difficult for them to find those situations problematic. It is significant also that 10%
of women answered that they would quit their job, whereas only 5% of men found
that they would react like that.

28% of the respondents stated that their company/organization has internal
procedure rules, which prohibit such harassing behaviour (described before) and
which they could refer to in case such situation(s) would happen. 44% of the
respondents answered that they don’t have such rules and 29% do not know if their
company has.

The men and women participating in the survey were also asked if they have
experienced any harassing situations in their workplace during last 12 months.
Third of the men (33%) and 27% of women answered that someone in their
workplace has told in their presence suggestive jokes of a sexual nature. 18% of
women and 14% of men had also experienced that someone in their workplace
comments on their appearance or body. 11% of the respondents had had someone
commenting on their private life or marital status. Also every tenth respondent had
been given additional tasks, which are not related to their work, but was related as
a task for man or a woman (i.e moving furniture, making coffee). 10% of the men
and 7% of the women had experienced also a situation where someone from their
work suggested to spend their spare time with him/her although she/he had refused
previously.

Majority of the women (68%) and men (80%) claimed that such situation was not
unpleasant for them. However almost third (32%) of the women found such
situations to be unpleasant, while in case of men only 17% answered that such
situation was unpleasant.

The respondents were also asked “Did you feel during or after the incident that it
was somehow your fault?”. 19% of women and 13% of men felt that such situation
was their fault.

The respondents, who had experienced any of such situations listed above, were
asked about the occurrence of the most unpleasant situation described previously.
For 38% of women such situation had happened once, while for men only 8%
claimed it had happened once. 31% of men and 28% of women had had such
situations 2-4 times. In case of women 9% claimed that such situation continues,
while in case of men only 3% reported about the continuity.

Over half of the women (56%) have talked about the situation to someone, whereas
among men 41% have told about it. In most cases (28%) men and women talk
about such situation to their friends, acquaintances and also colleagues (22%).
Interestingly men talk about such situation more often to the family member (16%)
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than women (12%). 7% of the women also marked, that they talk about situations
to the priest, whereas men didn’t chose that option at all. None of the respondents
have told about such situation to the police or psychologist.

The respondents who had experienced such situations, but did not tell about the
situation to anyone, claimed that they would have to take care of the situation
themselves - 21% reported so. In case of men that is not regarded manly and 15%
of men had chosen an answer “l was ashamed”. In case of women only 6% felt that
they were ashamed. 8% of women did not tell anyone, because they were afraid of
losing their job. In case of men only 3% were afraid of that.

In case of women the person who has caused harassing situations had been mostly
(25%) a male colleague who works in same position. It is remarkable and even
unpredictable, that according to the survey, male respondents claim that they have
experienced harassing behaviour mostly by male manager or a colleague on a
higher position. 15% of men and women (who have experienced harassing
behaviour) had been harassed by their female colleague who works in same
position. Quite logically women had experienced unpleasant behaviour by male
client, patient, student, or other (11%), men had had same experience from female
client, patient, student, or other (10%).

Summary of the harassment

Despite the fact that approximately 3% of the respondents claimed that they have
been harassed in their workplace, based on the more specific questions with
descriptions of different harassing situations, the share can be regarded higher.
Therefore it can be said, that the hypothesis stated in the literature review have
found proof and the awareness of the concept of sexual and gender harassment is
rather low"“. Although on one hand some situations are not regarded harassing by
the employees, on the other hand people may not think of such unpleasant
situations as harassment. Regarding questions were different situations of
harassing behaviour were described, men felt such situations in most cases least
unpleasant than women. But also men chose more often the answer “Can’t
imagine”. This refers to the fact, that women are more vulnerable and potential
victims of harassment. Harassment is still regarded as a situation, which should be
dealt with alone.

The other hypothesis proposed in the literature review “Women report a
significantly higher incidence of sexual harassment.” cannot be proved, as the share
of men and women who responded to the harassment chapter in the questionnaire
was rather low and comparison between men and women is therefore difficult to
proceed. Also as written in the beginning of the chapter, women felt uncomfortable
responding to such questions in their home environment, where their husbands
were near.
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5. Further recommendations

5.1. Recommendations for policy making

> Based on the study, only every second employee in Georgia has had an
experience of participating in a job interview, 44% has mostly used their
friends, family and acquaintances as a channel for finding a job and 63% of
the employees have found their current job the same way. Although
recruitment through social capital can be effective and it is considered to
connect various forms of human capital, it can be regarded also as privileges
and benefits arising from social relations, which may cause inequality. This
situation may not harm only the discriminated employees, but can influence
also the employers effectiveness as the employees are not hired based on
the best qualifications, but rather recommendations.
Recruitment based on recommendations can also reproduce gender-based
work division, as women have more contacts among women and men with
men, the recommendation-based recruitment strengthens segregation. The
recruitment process may be also recommendations based (in addition to
announcing through different channels), but the job interviews and final
decisions in order to hire someone, needs to be based on professional and
transparent criteria (such as education, skills, experience, etc).

Therefore based on the study we recommend amending the laws
(anti-discrimination as well as labour code) in order to make the
recruitment processes more transparent, less discriminative and
also effective. However, with the consideration of the fact that there
is 27% of non-contract based employment depicted by the present
survey, we recommend to introduce the policy changes step by step,
preferably for the public sector at the initial stage and for the
private sector at later stage after testing the policy mechanisms and
establishing the proper executive procedures in order not to
increase the informal employment.

» The principle that equal work deserves equal pay no matter of gender seems
not to be adopted by the Georgian majority. Only 53% of women and 42% of
men found that such situation where the co-workers doing the same job on
the same position are paid differently is considered to be discrimination. If
this principle is not regarded a basic right for everyone, it is difficult to
struggle with the gender pay gap and overall inequality in the labour market.

Thus we recommend rising awareness (through campaigns,

trainings) of labour rights among the employees and emphasize the
principle of ,,equal pay for equal work and work for equal value”.

» The survey has documented the overwhelming horizontal gender-related
segregation in Georgia and it also suggests that the majority of managerial
positions are occupied by man. The horizontal and vertical segregation is
very difficult to address at present, as it is the outcome of decades of
educational, social and vocational experience of employed population.
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Therefore, we recommend addressing the social attitudes on vertical
and horizontal segregation, as well as gender roles in household and
labour market by tackling the education system - especially schools
education.

The 47% of employed women work in public sector according to the present
study and might be subject of discrimination in regards to unequal salary,
benefits and other wage components and lack of transparency in recruitment
process. Public sector may act as a role model in equality of treatment of
employees and encored the fare work practice in entire country.

This, we recommend the equal opportunity inspector for public
sector than will tackle the gender and age related discrimination and
eliminate the practices of using the social capital in recruitment.
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Appendixes

Appendix 1. Focus group interviews with the employees
1. Introduction

Centre of Social Sciences Georgia is conducting a research about gender
discrimination in the workplace. The aim of the study is to find out if men and
women face satisfaction in their working conditions, what are the focal points in
recruitment, training and promoting; if men and women have equal opportunities
and are treated equally in work places. Also if men and women face different
problems in working place and does the legislation provide enough safety for
employees.

The interview is confidential and any information which might link to your person
won’t be used in the research.

If you don’t mind, the interview will be recorded.

2. Warming up /background guestions

2.1Please introduce yourself and describe (in few sentences) what you are doing
for living?

2.2In general are you satisfied with your work, working conditions, colleagues? If

not, could you describe in few words why not?
2.3Do you think men and women are generally treated equally in the labour

market in Georgia?

3. Recruitment

3.1 Please describe how did you find your job?

3.2 If you have participated in job interviews, have you experienced unexpected
questions which you found irrelevant in a job interview or considering the work
you applied for?

3.3 If you have participated in job interviews, have you been asked questions
concerning your private life and if so, could you tell what kind of questions you
were asked?

3.4. Have you or your acquaintances/friends/family members experienced that
they have been treated unequally in job recruitment process?

4. Training and promotion
4.1How do you feel, are trainings important in your job? (for those admitting the

importance, ask if they have had the chance to attend different trainings; for
those who haven’t attended trainings ask if they have felt the need to attend
trainings)

4.2In your experience are trainings available to all of the employees who need

them or who want to attend them?
4.3In general - do you feel the trainings have been helpful in your career?
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4.4What have been your experiences with promotion - if there are career
opportunities in your work place, how in your opinion the promotion process
works (is it transparent, equal)?

4.5Does every potential candidate in your organization/company have the
chance to apply for vacant positions?

4.6Have you or someone you know experienced unequal treatment in promotion

process?
5. Firing
1 Have you or someone you know had experience in firing?
2 If yes, did you or your friend get any feedback about the firing?
3 How did you or your friend feel about it?
4 In your opinion - is firing because of care responsibilities acceptable?
6. Wages

6.1Do you feel that your salary is reasonable regarding the work you are doing?

6.2Do you know your colleagues salary?

6.3If you have had to tell your salary expectations to your employer, based on what
information you ask for the salary?

6.4How the salaries in your organization/company develop?

6.5Are there some jobs which should be occupied mainly by men/ mainly by

women?

6.6In history men have been regarded as breadwinners - how do you feel about it?

6.7Should men earn more than women?

6.8Should women with care responsibilities earn less than employees without care
responsibilities?

6.9Have you or someone you know experienced inequality in regards of salary? (For
example person with higher education and/or experience has lower salary than a
colleague; less salary because of being on sick leave or maternity leave, etc)?

7. Benefits

7.1What would be the most important benefit(s) you would like to receive (i.e health
insurance, car, phone, etc)?
7.21f your company/organization has additional benefits, are they provided equally

for all workers? Should they be available for all workers? If they are not, what are

the reasons?
7.3Have you been asked to do excessive work, which is not regarded your work

task? How do you feel about it?
7.4Have you felt any unequal treatment in your job - i.e working hours, planning

vacation, in providing facilities and equipment for work, among benefits?
8. Harassment

8.1Do you feel that harassment in work place is a problem in Georgia?
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8.21In your opinion - what kind of situation in work place is harassment (how
important is the frequency)?

8.3Do you know if someone you know has experienced it?

8.4Do you find it harassing if someone comments on your appearance or your
body?

8.5Do you find it unpleasant if someone tells in your presence some suggestive
jokes of a sexual nature?

8.6Do you find it unpleasant if someone comments in your presence your private
life or your marital status?

8.71f you think of some unpleasant situations (provided by your colleagues, boss,
clients, etc) how people should deal with them?
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Appendix 2. Questionnaire (in English)

A. Employment background
Al. What do you do for living?
1. the respondent is employed
2. the respondent is temporarily not working because of temporary
illness/parental leave/vacation/
3. the respondent is self-employed
4., the respondent is unemployed
A2. Do you have more than one employer?
1. Yes
2. No
A3. Do you have a valid contract with your employer(s)?
1. Yes — continue to A3.1
2. Yes, with one/some of my employers (in case of having many jobs)
continue to A3.1
3. No = continue to A4
A3.1 How long is your current contract?
1. months
2. years
3. permanent contract
A3.2. Do you feel the contract guarantees you the work (at least until
the due-date)?
1. Yes
2. No, it doesn’t guarantee anything
A3.3 Does your employment contract include a provision establishing
the confidentiality of the amount of salary you earn?
1. Yes
2. No
3. | don’t know / I’'m not sure
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A4. Do you work full time or part time (among your main employer)?

Full-time o continue to A5
Part-time _ continue to A4.1

A4.1 Would you like to work full-time?

Yes
No

A5. Do you go to work in the same city/town/village where you live?

Yes - continue to A6.
No - continue to A5.1

A5.1 Where do you work?

A big city (Tbilisi)

The suburbs or outskirts of a big city
A small city or a town

A country village

A farm or home in the countryside

A6. Do you work for a public or a private employer?

Private employer
Public employer
NGO

Other:

A7. What is the field of your work:

Agriculture, forestry and fishing

Mining and quarrying

Manufacturing

Electricity, gas, steam and air conditioning supply

Water supply; sewerage, waste management and remediation activities

Construction

Wholesale and retail trade; repair of motor vehicles and motorcycles
Transportation and storage

Accommodation and food service activities

Information and communication

Financial and insurance activities

Real estate activities
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13. Professional, scientific and technical activities

14. Administrative and support service activities

15. Public administration and defence, compulsory social security
16. Education

17. Human health and social work activities

18. Other:

A8. Occupation:

Legislators and senior officials

Managers

Professional

Technicians and associate professionals
Clerical support workers

Service and sales workers

Skilled agricultural, forestry and fishery workers
Craft and related trades workers

9. Plant and machine operators, and assemblers
10. Elementary occupations

11. Armed forces occupations

12. Other:

O~NOoOUkWNH

A9. Among your colleagues are there mostly women or men?

1. | work alone /1 don’t have colleagues
2. Mostly women
3. Mostly men
4. Approximately same amount of men and women
A10. Would you like to have more women or men?
1. Yes, | would like to have more women among my colleagues
2. Yes, | would like to have more men among my colleagues
3. | would like, but men/women couldn’t do the work
4. No | like it as it is
5. Other: .o

A.11 In your work do you cooperate/collaborate (for example with co-
partners, clients, patients, students, etc) more with men or women?

1. Mostly with women
2. Mostly with men
3. Both men and women
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Al2. What is the gender of your direct manager?

1. Male
2. Female

Al3. Are you or have you ever been a member of a trade union or similar
organisation? If yes: is that currently or only previously?

1. Yes, currently

2. Yes, previously but not currently
3. No, never

B. Recruitment

B1l. Have you ever participated in a job interview?

1. Yes _, continue to B1.1
2. No  continue to B2

B1.1 How many times have you been in a job interview?

1. Once
2. 2-4 times
3. 5-7 times
4. 8-10 times
5. More than 10 times
6. Don’t remember
B1.2 In a job interview have you been asked questions concerning:
Yes No N
A
1 Your marital status 1 2 0
1. Your plans to get married 1 2 0
2. The number of children 1 2 0
3. Your plans to have children 1 2 0
4. Doctoral proof that you are not pregnant 1 2 0
5. Something else not related to your skills, education,
experience:
B2. How did you get hired for the job you are working currently?
1. Through my friend/acquaintance/relative
2. | was hired just based on my CV
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Other:

B3. Have you ever been turned down for a job you applied for?

No - continue to B4.
Yes _ continue to B3.1

B3.1. Did you get any feedback why you did not get the job you applied
for?

Yes _, continue to B3.2
No _ continue to B3.3

B3.2. Please specify what was the reason (and continue to B4.):

Too high expectations for salary

For being pregnant

Due to my gender

Due to my age

Due to my care responsibilities

Due to my plans to have children

Due to the lack of experience

Due to the lack of my skills

Due to my education (for example the level of education was too low/too high

or the vocation/subject where education received wasn’t right)

10.
11.
12.

LCO~NOO UTRAEWNE

Due to my difference of opinions
Due to my appearance
Other:

B3.3. What do you think was the reason for not getting the job you
applied for?

| don’t know

Too high expectations for salary

Due to the lack of experience

Due to the lack of my skills

Due to my education (for example the level of education was too low/too high

r the vocation/subject where education received wasn’t right)

Due to my difference of opinions
For being pregnant

Due to my gender

Due to my age

~
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10.
11.
12.
13.

Due to my care responsibilities
Due to my plans to have children
Due to my appearance

Other:

B4. When looking for a job, have you experienced, that the job advertisement

you were interested in, had some criteria not related to potential workers’ skills,
education, experience, etc. (for example only women or men /people in certain age
are welcome to apply)

1.
2.

W

ukwnheE

Yes _ continue to B4.1
No - continue to B5

B4.1 Please specify, what were the criterias?

Only woman can apply

Only men can apply

Only people in certain age can apply
Other:

B5. What channels have you used the most for finding a job?

Internet recruitment sites
Friends/family/acquaintances
Newspaper message board
Recruitment companies
Other:

B6. For the job where you are working currently, what channels did you use

for finding the job?

oukwnNE

| was promoted in my company/organization
Internet recruitment sites
Friends/family/acquaintances

Newspaper message board

Recruitment companies

Other:

Training and promotion
C1. In your current work, have you been promoted career wise?

Yes — continue to C1.1

N
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2. No = continue to C1.2
3. There are no career opportunities in my work _, continue to C3

C1.1 How were you promoted?

1. | applied for the job/promotion _, continue to C2.
2. | was offered the higher position _ continue to C2.
3. Other: — continue to C2.

C1l.2. Have you had opportunities to ran for/ apply for a higher/other
position offered by your employer during last 2 years?

1. No - continue to C2.
2. Yes _ continue to C1.3

C1.3 Did you apply for the higher/other position available?

1. Yes _ continue to C1.3.1
2. No - continue to C1.3.2

Cl.3.1 If you did not get the applied job, what do you think
was the reason? (from this question, continue to C2.)
1. My skills
2. My gender (for example the person was told this is not a job for
women/men)
3. The employer had a personal preference
4. There was a better candidate
5. My age
6. The educational level
7. Lack of experience
8. | don’t know
9. Other:...oviiiii

C1.3.2. Why didn’t you apply?

1. | felt | would not meet the expectations for the job (lack of skills,
education, experience, etc)
2. Due to my care responsibilities

3 | was not interested in that position
4. Too much responsibility in the job
5 Other, please specify:

N
NY




C2. Do you feel that your employer has provided you enough work tasks,
which would help you to prove yourself to the employer and help to get promoted
career-wise?

1. Yes
2. No
3. Other:

C3. In your current work, have you been promoted pay wise?

1. Yes _, continue to C3.1
2. No - continue to C3.2

C3.1 If yes, whose initiative it was (o continue to C4)?

Mine, | asked for promotion

. It was general pay rise for all of the employees
. It was my manager’s initiative

. Other:

AwWN

C3.2 Have you asked for promotion?

1. Yes
. No

N

C4. Have you had opportunities provided by your current employer to
participate in training?

1. Yes — continue to C4.1.
2. No — continue to C4.2.

C4.1. Have you gone to the training(s)?

=

Yes — continue to next section D
2. No — continue to C4.1.1

C4.1.1. Why didn’t you go to the training? (Continue to section D)

1. | did not want to

2. The time of the training wasn’t convenient for me
3. | was not allowed by my employer, please specify,
why:
4. | missed it

N
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5. Other:

C4.2. Would you have liked to participate in a training?

1. Yes, but my employer doesn’t provide trainings for employees
2. Yes, but my employer didn’t let/offer me go to the training
3. No, there are no trainings in our field
4. No
D. Firing
D1. Have you ever been fired?
1. Yes -, continue to question D1.1
2. No . continue to section E.
3. Don’t want to answer _ continue to section E.

D1.1 Have you been fired during last 2 years?

1. No _, continue to question E.
2. Yes, once _, continue to question D1.2
3. Yes, more than once _, continue to question D1.2

D1.2 Did you get any warnings that you might get fired?

1. Yes
2. No
3. | don’t think so

D1.3 Did you get any feedback why you were fired (if the person has
been fired more than once during last 2 years, he/she should think of the last
case)?

1. Yes _, continue to question D1.3.1
2. No _ continue to question D1.3.3

D1.3.1 Please specify, what was the reason behind firing you (based on
the employer’s feedback)?

1. Bankruptcy of the company

2. My age

3. My gender (for example the employer thought | can’t accomplish
some tasks, because I'm not strong enough, as a woman/man | don’t
have these skills, etc)
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My ethnic origin

Disagreements with the employer

| didn’t fulfil the expectations of the employer
| got pregnant

Having children

My position was made redundant /eliminated
My appearance

Other:

HERwVLoONO LA
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D1.3.2 Do you believe that it was the actual reason?

1. Yes  continue to section E.
2. No, | think there was another reason - continue to section
D1.3.3.

D1.3.3. In your opinion, what do you think was the reason behind firing
you (if you have been fired more than once, think of the last time)?

1. Bankruptcy of the company

2. My age

3. My gender (for example the employer thought | can’t accomplish
some tasks, because I'm not strong enough, as a woman/man | don’t
have these skills, etc)

4. My ethnic origin

Disagreements with the employer

| didn’t fulfil the expectations of the employer

| got pregnant

Having children

. My position was made redundant /eliminated

0. My appearance

1. Other:

B2 00N W

D1.4 If you felt that firing you was unreasonable, did you contact/appeal to
anyone or any institution?

| don’t think the firing was unreasonable

No, | did not contact/appeal to anyone or any institution
Yes, | appealed to organization board

Yes, | contacted/appealed to trade union

Yes, | appealed /contacted

ukewheE
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El. Do you have any additional compensation, benefits provided by your
employer (such as mobile phone, car, etc)?

1. No - Continue to E2.

2. Yes

— Continue to E1.1

E1l.1 What are the compensations/benefits? /multiple choice question/

mobile phone provided by the employer
usage of mobile phone (the employer compensates certain amount of

possibility to use company’s car

compensation of using personal car

free transportation to work

lunch or other course of food provided by the employer
health insurance

trainings

going abroad / business trips to foreign countries
something else, please specify:

E2. Have you got any bonuses during last year?

1. Yes
2. No

E3. If you think about your company/organization where you are working, do
you agree or disagree with the following assertions:

Strongl I
ISytrong Agre Disagr y don’t
e ee disagre kno
agree
e w
1. The amount of my 4 3 2 1 0
salary is fair
2. The way my employer promotes 4 3 2 1 0
employees is fair
3. Men and women have equal 4 3 2 1 0
opportunities for promotion
4. Men and women, who make the same 4 3 2 1 0
job (who are employed in same
position) get paid equally
5. Men and women have equal 4 3 2 1 0
opportunities for wage increase
6. Men and women have equal 4 3 2 1 0
opportunities for compensations/
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benefits

7. Men and women have equal
opportunities for bonuses

F. Equality of treatment

F1. If you have had to be absent from your work due to your child’s or close family
member’s illness, how has it been taken in your workplace?

The
understandin neutr Negativ | don’t guestion is
gly al ely know not
relevant
1. 5 4 3 2 1
Manager(s)
2. 5 4 3 2 1
Colleagues

F2. Do you feel that your current employer has ever treated you unrightfully in

following matters:

Yes N N/A
1. Division of work-related tasks 1 2 0
2. Salary wise 1 2 0
3. In providing facilities and equipment for work 1 2 0
4. When planning vacation 1 2 0
5. In compiling work schedule (in case of working 1 2 0

in shifts)

6. Providing trainings 1 2 0
7. In recruitment process 1 2 0
8. Working hours 1 2 0

F3. Have you been asked to work over-time?

1. Yes -, continue to question F3.1
2. No  continue to question F4.

F3.1 If you answered "yes” to the previous question, have those tasks been

compensated?

PWhHE

Never

Yes, always
In most cases
Sometimes

N
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F4. If you have wanted to be or you have been on parental leave, how your
employer (any employer from the past if you have not got children when working

with the current employer) has taken it?

The question is irrelevant
Positively

NouhkwNhE

would have liked to work full time)

| quitted my job on my own will
Other answer, please specify:

©®

| couldn’t be on parental leave as long as | wanted
| have got fired because of that

When returning from parental leave | had to start working in lower position
When returning from parental leave | got promoted
When returning from parental leave | could work only part time (although |

F5. Below are listed some labour market situations, please assess what do you think

about such situations:

educated female mechanic,
assuming that she doesn’t have
technical skills

This is This is This is I
acceptab | unpleasa | discriminati | don't
le nt on know

In job interview the employer asks 4 3 2 1

from woman questions about private

life (marital status, number of

children, etc).

The employer will fire an employee 4 3 2 1

after hearing about her pregnancy

Employees who are in the same 4 3 2 1

position (and make the same kind of

work) get paid differently (by the

same employer)

The employer decides not to send 4 3 2 1

the female employee for a week to a

training abroad, because the woman

has little child (although the woman

would want to go)

An employer doesn’t want to hire an | 4 3 2 1
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ao




G. Harassment in workplace

G1l. Have you ever been harassed in your workplace?

1. Yes _, continue to question G2.

2. No - continue to question G3.

3. ldon't know  continue to question G3.

4. 1 don’t want to answer _, continue to question G3.

G2. Have you been harassed in your workplace in last 12 months?

1. Yes

2. No

3. I don't know

4. | don’t want to answer

The following questions are based on situations, which may have happened with you in your
workplace or while you were working. Please read the questions and answer as honestly as
possible. The responses of the study will be generalized and no one will know your answers.

G3. Would you consider it unpleasant if someone in your workplace (colleague,
manager, client or someone else, who you deal with when working) would
behave like listed in the following table?

Yes, Yes, it No, it No, it It
definitely it | would would would depends
would be rather be rather not | definitely who
unpleasant | unpleasan | be not be would
t unpleasan | unpleasan | behave
t t like that
1. comments 1 2 3 4 5
on your
appearanc
e or your
body
. tells you or 1 2 3 4 5
in the
presence
of you
suggestive
jokes of a
sexual
nature
. comments 1 2 3 4 5
on your
private life
or your

~
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marital
status

. refers to

you or
calls you
with a
nickname
of a sexual
nature?

. comments

your
sexual life

. suggests
you to
spend your
spare time
with
him/her
although
you have
refused
previously

. uses

obscene
gestures or
sounds
when
talking to
you

. sends you
mail or
text
messages
of sexual
nature

. sends you
personal
mail or
text
messages
(unrelated
to your
work),
which
makes you

(€]
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feel
uncomfort
able

10.touches
your
intimate
parts of
body (i.e
your
bottom,
breasts,
etc)

11.touches
you on
purpose
from other
body parts
(i.e hand,
shoulder,
back) in a
situation
where
touching is
unnecessa
ry

12.proposes
to have
sex with
him/her

13.forces to
have sex
with
him/her

14.refuses to
give you
responsibili
ty or work-
related
tasks
because
you are a
man/woma
n

15.gives you

Qo
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additional
tasks,
which are
not related
to your
work,
because
you are a
man/woma
n (i.e
moving
furniture,
making
coffee)

16.Leaves 1 2 3 4 5
your
suggestion
s or
opinions
uncountabl
e, because
you are a
man/woma
n

G4. If you would have to deal with such behaviour (listed in previous question), what
would you do?

| don't know
| would probably try to deal with the situation myself
| would probably tell my manager

| would probably tell the police

| would probably tell to my colleagues

| would probably not do anything

| would tell the trade union representatives

| would quit the job

| would do something else, please specify:

LCONOUARWNE

G5. Does your organization/company have any internal procedure rules, which
prohibit such behaviour (listed before) and which you could refer to in case such
situation(s) would happen to you?

1. Yes
2. No
3. I don’t know

Qo
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G6. In last 12 months has someone in your workplace (colleague, manager, client or
someone else, who you deal with when working) done something from the following
list?

Yes No

1. commented on your appearance or 1 2
your body

2. told to you or in the presence of you 1 2
suggestive jokes of a sexual nature

3. commented on your private life or 1 2
your marital status

4. referred to you or called you with a 1 2
nickname of a sexual nature

=
N

. commented your sexual life?

(1%

. suggested you to spend your spare 1 2
time with him/her although you have
refused previously (or asked you to
come on a date)

7. used obscene gestures or sounds 1 2
when talking to you

8. Sent you mail or text messages of 1 2
sexual nature

9. Sent you personal mail or text 1 2
messages (unrelated to your work),
which made you feel uncomfortable

10.Touched your intimate parts of body 1 2
(i.e your bottom, breasts, etc)

11.Touched you on purpose from other 1 2
body parts (i.e hand, shoulder, back)
in a situation where touching was
unnecessary

=

12.Proposed to have sex with him/her

=
NN

13.Forced to have sex with him/her

14.Refused to give you responsibility or 1 2
work-related tasks because you are a
man/woman

15.Given you additional tasks, which are 1 2
not related to your work, because you
are a man/woman (i.e moving
furniture, making coffee)

16.Left your suggestions or opinions 1 2
uncountable, because you are a
man/woman

Qo
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G7. If you answered “yes” to any of those questions, was this situation unpleasant
for you?

1. Yes
2. No o Continue with a question G5.

G7.1 Did you feel during or after the incident that it was somehow your fault?

1. Yes
2. No
3. I don't know

G7.2 Please think of the most unpleasant situation listed in question G6 which has
happened to you during last 12 months. How many times these situations have
occurred in last 12 months?

Once

Two to four times

Five or more times

The situation continues
| don’t know

uhwhHE

G7.3 Have you talked about this situation to anyone?

1. Yes _ continue to G7.3.1
2. No o continue to G7.3.2

G7.3.1. To whom you told about this situation?

Friend, aquintance

Colleague

Family member

Police

My manager

Priest

Some one else, please specify:

NouhkwnhE

G7.3.2. Why didn’t you tell about this situation?

| was ashamed

Because I'm afraid of losing my job

| did not want to

| think | have to take care of it myself
Other:

uhwnhE

G7.4 If you think of the most unpleasant situation listed in question G6 which
has happened to you during last 12 months. Who behaved like that with you?
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Male manager or a colleague on a higher position

Female manager or a colleague on a higher position

Male colleague who works in same position

Female colleague who works in same position

Male colleague on a lower position

Female colleague on a lower position

Male client, patient, student, or other

Female client, patient, student, or other

Male corporate (cooperation) partner, who is not from your
company or institution

10.Female corporate (cooperation) partner, who is not from your

company or institution
11.Someone else, please specify who

LCONOUTRWNE

H. Demographic background
H1. Gender:
1. Female
2. Male
H2. Age:
1. 18 - 25
2. 26 - 35
3. 36 - 45
4. 46 - 55
5. 56 - 65
6. 65 +
H3. Place of residence:
1. A big city (only Thbilisi)
2. The suburbs or outskirts of a big city
3. A small city or a town
4. A country village
5. A farm or home in the countryside
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H4. How many years (full-time equivalent) have you been in formal
education?

1. years = continue to H5. What is your current legal marital
status?
2. I have no formal schooling — continue to H5. What is your current legal

marital status?

H4.1. What is the highest level of education that you have attained?

1. Pre-primary education

2. Secondary school level

3. Vocational education on the basis of secondary education
4, Vocational higher education

5. Bachelor degree

6. Master’s degree

7. PhD

8 Other .....

H5. What is your current legal marital status?
1. Married

2. Separated from my spouse/civil partner (but still legally married/still legally in
a civil partnership)

3. Partnership

4 Divorced from spouse/legally separated from my civil partner
5. Widowed/my civil partner died
6

| have never been married/never been in a partnership

(€]
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H6. What is the average range of your salary (before taxes and other
deductions)?

1. Up to GEL 130

2. GEL 130 - 250
3. GEL 251 - 400
4. GEL 401 - 700
5. GEL 701 - 1000

0. GEL 1001- 1300
7. GEL 1301 - 2000
8. More than GEL 2000

9. N/A

H7. What is the average range of your spouse’s/partner’s salary (before taxes
and other deductions)?

1. | don’t have a spouse/partner
2. | don’'t know

3. Up to GEL 130

4. GEL 130 - 250

5. GEL 251 - 400

6. GEL 401 - 700

N

GEL 701 - 1000

8. GEL 1001- 1300

0. GEL 1301 - 2000
10. More than GEL 2000

11. N/A

Qo
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H8. Including yourself, how many people - including children - usually live in
your household?

Number

1. Adults of 18 years
and older

2. Children between 7-
17 years of age

3. Children up to the age
of 6

4. This makes a total
of how many
people?

Thank you for answering!

Qo
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Appendix 3. Questionnaire (in Georgian)
Appendix 4. Questionnaire manual (in Georgian)
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B8maon 0beym®mdd3ns s 0bbhMydsngdn

33930Ldmgemgambaho

d080b0: 33930 dnBbag nbobazl badommzgemb dbhmdol 0880MBg 8MbgdYe Lddndom dNMyddy
395009010 olghndnbogoolb 33mggab.

dg®hgzo: 1100 obogddgonma Mgbdmbogbho domgemo J3996al dobdhodnm.

dg6hgznl dgmmEo:mmbboggbyhnsbobhdsbhnnniodgdymolmobhghymae dghhgss, dozo 5.
300b30600bdm3emgambgho

300b306m0 Modwgbndg babogmabgob dgagde:

I babogmo: ma393M g, 0bbhMydizno

11 6aBogmo: 30mbzotal ©3d 6gnm30. MoMMgYEo denm3n dggbgod Bddndom dNNbY O
bOdLAbYMIMIGN030 YOMghHmMIgonl dgbobgd bbgoabbgs sb3gdhb s dmoiagb YdaMsbgbow
3bymmo 300b390000 S BogHHIINL gHMMITMOMISL. dMEM dgnm3n gdmakoa3nymo
063m€OddE00l dobogmgdo dMal dmbmogdymo.

obogdgde

bodbabyMdo dogwgdo

3396M0030393000 9390 g0d o EBNBdYEMGIS 8d30d0bgogem Ladbabykdo

bOdLObYMNEOD omogznlyazemgdy

bgemazobo

00bobbmM0 dm3ghrmds

d930b6m3900 bodbaby&adn

09dmaMmox3nnmo dmboigdgdn

11 6oBogmo: 3ombzahal G dgmmgal babogma, Mmdgmog 3mbzghbhdnd dmmogzbgdnemo.
Bmaoon 0bbheJi30go0

30mb3z060b d93b900bsb snEe30m dgdwgan bgbgoo:

439350, bR bgmom sbab hababgho Hgdbhn, 3otzzgznm hobgbmm, Goms habsbgbn
03000b30mEgL. GmamME 06 Yo gghdotgdmmgm, d993009m, doMhgzawn ngmb md3gbo
bgembabgbo.

06 0030308y gm 3mbzghhdn G7 o G8 30:b3ggdal 3obybgdol hogds s ndobrs dobgwgznm, mg3gb
Boyzombgm obnbo Ggbdmbgbhl my dob mogze Bongnmbs, 3mbzghHolb modE h™m3gds b

(GRIWHREDY

O
NY




06 003030by090m 3mb39GHoLM30L 03039 brdMol B, MoE PdBghgm J0mbzabb
00390396 Eab Bgs dobbgbs 3ymbgdo.

©036Bdybom, hmd yzgmo bagobm 3obybo dgdmbedymo 3ogd3m o yzgms Ladotm nbyymdmdsgns
oa30gbokgdnemO.

©006bdbnm, Mmd iogmhtmal 3000b390L LEMGS© nggbgdm.
3399300 0020, 3abMhg3emo gm3amndagnals, stob bymo (5).

07 6gb3mbgbhn 30 gb3wom daNMmBY, 300093 MMM 0MYbgdom 03039 dobodobmdy o 0y
dgbodg 29MBg3 906 ogbzdm 0go Lobendn, dgmobbdgdyemo dozab (5) dgbohy3znboE goswobotm
d9dc093 M9b3mbgbhdy.

07 6gbdmbgbhdd Msondg dndgdom Yobo gombhom 33gmgzedo dmbabogmgmaosdy, 8dob yokgdal
396 E39mdY 09304boMgom.

| 63B0gM0: M3939M gm0 s 0bbhMYJ30

3000b30600 133370390 dgoEesh Medwgbndg 3tdasol, mdgmog 36 dg036mm /0b
Boyzombma Ggbdmbgbhl.

03960l 89000 bobogmdo dmEgdnemos 30mbzokolb bmdgho o 30mbgokal gmwmo dghebolbob. gb
1300003690 mg396 96 3gbgdom, mydEe bmdMozm 30mbzotgdl s Mosbzlb Bghm ,,30mbzamab
bmdghob” 9390 dmEgdyen boddg. o0 babob J39dmom dmEgdyemos mGdsho, hmambs Pbws habgbhmm
bmdgéno (NN-NN).

30639 ™M JmdoEnody 06ghgdd mdzgba gmwo, Gmdgmog dmagbodom 3gemmgzal bybhogmgdal
306060gmgdabob (gb bmdgho Bghos a3yhEgmdg, Omdgmog 300b306OMab o bb3s m3Ndgbhgdmab
96000 3odmagEm 8 Mmdgmmdgs md3gbo badndbg Bgbhogmgdns dmbghomon).

dgmbg mé 3mdoEnsdg bgbo 3ombzabal Gogom bemdghl, Gmdgmbsg Mebdndwgzhymon sbodgdm
093960300 30b37m3b0¢m 30mbzatgol.

39300md©, 0 MJ3960 Mmoo 11, 1339 9936900 3ogd3m 15 3ombzoko s 83b9dm d9-16-U,
d0d0b o0 3ombgobal bmdgto ndbgdo 11-16.

0gL3mbgbdl o3bmom 33emg30L ELAbYgdsl o P30mbogm nbbHMYJE0sb.

00393960 3gmdg 930900 s 3exgol, 3gbdme: md3gbn bobgemoa, 3060 o 3mn; dghhgzol
930mb0, 3369hob obabgemgds s Bgthoemal dobodobmoa. sby3g, sx30gbocgdm nbhghzonl
006gg00bs O G gdnL EMHMYOL (RMETdGH0 Jom0mgdxmad 0939). dmemU, sa309botgdm
0bhgh307L haha®gdolb mocoml (mddsho domomgdyemos 0g3g).
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I1 6oBogmn: 30mbzatMal M3s demmzn

obogdgdo
Al. ©obogdgdnbbhodnbo

00 300b300, 3oghMmOM0300, 06hg30 MgLbdmbgbnL. my dghhgzal Bgthoemdo dgbggMogmo
000030060 3063gem 8b dgmbg 3aLyblb 0dgmgzs, dddnb ob mg39b0 Mgbdmbgbihns. my dobo dobybos
dgbodg ob dgmmbyg, g30mbgonm, bbgo 30b 3bmzbmol 83 dobadobmdy, 3063 dydomob.

0939 130063Mghgom, emad dydomdsdo o6 0gyemabbdgds donbiadonby 3mbhdoghom dndomos.
00bdgdgdymmds 8d 33e930L 3mbhgdbhdn gyeabbdmdl, Mmad swadnsbo Gomoy badydomb
dgbknemgdedn dgmbg 900300600300 96 MMRdbBOENNLESE 0gol 3boBMaYEGISL.

3309300006 godmomobgonsd dbmenme ab oodndbgdn, Mmdmgdoy o6 ©3d09ma30emgdgb od
dmmbm3bol, 96y o6 d3domdgb Loghmme ob Mm30mOb]dgdgdn 960sb.

030bmob, 07 9000d0db0 bagabmzgmmdn 3bmzce ™AL o Eoabzsm dobodothmBg s, 9dobmob,
bOBdM33MEIMYm dydomdl, dodob ob b 3ol mgzgbo Mgbdmbgbhn, Maasb 33¢mg3d Lagobmzgmmmb
dbmdom 00806 dggbgdo.

30Lbgol o6 N30mbozm, M3000mb gdobybmdm o mg396 bodagm dgbogyzol 30600bHb.
A2. 3403000706390 mBgdghoodbogdgogemn?

07 90d0sbo ghmBg dgh badbobytdo domol, dodnb 3obybmol ,,0sb* s 0y dbmenmo ghmo
badbobybo 893b, dobo 3obybo b agmb ,86Ms™.

30Lbgol o6 N30mbdzm, M3000mb gdobybmdm o md396 bodagm dgbogyzol 30608bHb.

A3.
39930m706083003mMdg07c0dMmdnmnbgedy 30 gdomg39bLadbaddgdgmmob/oadbaddgd
900067

00 3ombgom 0633930, bgendgazcnemgdal boxydgzgmby dndomdl swsdadbn my dgdnba dgmasbbdgoab.
0y ©gb3mbgbhb 893b bgemdmbgbagma 3mbhdagdho (3oczgwma 3obyba), dodnb goaopababhm A.3.1
300b30dy.

0y ©gb3mbgbhl g mBdg dgdh adLogdgogEmab 893b bgemdmbgbogma 3mbhMagdhn, sbogrmanydo
3osnbdhm A.3.1 jombzody.

0y ©gbdmbgbho 3mbhGoghob gatgdy dydomdl, dodnb dgdgan (A4)30mbznwob vgtdgmmgdm.

A3.1.m939600050d0bgemadMmdnmnbgedg e gdabbobamdemngmdss(my 9bhmdy dgho adbagdgdgemo
39030, 00 adbogddgdemab dgbobgd dobybmdl, Gmdgmmabag Yo3tm dgd 9bsBmoy&gdel nmgol)

doybgogoc 0doby, Gmd Godgbndg adbogdgdmal dgdmbigzedn 83 jombzodn 0d odbagdgdemal
dgbobgd 060l 3ombzs, Mmdgmmobsy Mgbdmbogbdho dgd 9b8dmanMgosl 0tgdl, my ob m3zwab, Gmd
bodbaby&alb dodomamdnl 3obdbadmztgmmn dobmazal o dtal 8badmayégds, dodab Logymaboa
3600hg009dg00b dobgz0m 3obbadmzmozh doMomo badboby®mb s obg P3obybgol 3ombazab.
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Mo Mobgbog 39106900m, d0dednd Bghm, 96x3gMlb y30mbogzm Babsolbom.

A3.2. Omamhgodmhmon,
060LmY3M 3 JdYmM0dHMm3nmnbyemadg3hmgdemdzgboobegddgdymmonbaamsbhn?
(dmgdgogonbomemmomgdogdonby)?

A3.3.00000003mg396L3MMmAnmbyedg 3y gdedngdmgod,
M mdabdoby300030939600608¢0896M500bMEgbMAS3Mb3NEgbEndmYENS?

A4. O3 MEOEH3EIbLOIMLAYdoMmOm3306ddn?

dgbadgnms, Ggb3mbgbhds Bbhom o6 nEmaL, Madwgb bosmb dydamdlb dnbhoe, mydEe
bOGYIEME NBES PINMZ3TML d 0b Mogb3n gnmbMsm.

A4.1. bLEEbs339009d7d0MOMMYbobg306B9(md396LdoGomabsedbsbyédn)?

0y 6gbdmbgbhn 33060ddn dnbndyd 41 Loomb dndomol, 3odnb mzwom, GmAd bty gobo339mdy
0700mAb o 36 goabzomm A4.2 30:b3ody, dotodnd A5-sb googtdgmgdom.

00 300b3089 30bybgdal 3oEgdobol oyE0ggdmaE b gonm33¢abbobmm o o6 ogdz30bywgm
30063091 Lodbabykgdal B3gEx3030L omM30¢MabbNbgdY, dogonma, Pdowmemgbo gobsmegdal
0069b9030mg0900 (36039MLoMgHg00), bddgEoEnbm o HMSbLIMMHNL boyghm. dogemmoma,
160390Lo¢ghdo 930009d096M 3gMLmbogml dgademgds 33060odo 12 Losmo 3gmbogl Lodydom, mydge
b6 3obd3390089 ngmb, MdEaL 0380930760 396GHLMbIEEL Logdndbmdd v gnemabbdmob
dbmemm LBd3Mbhoghm bosmyol.

A4.2.0b76390000000706031MO 3000 339m89d73d0m00L?
A5. 3105m000my060d03990emagdn/bmazgemdo, LoEsEEbmzhmom?

0gbdmbrgbho 0do39 obabengdal 3yb9dhdn dgndemgds ddomdgl, Gmdgmmdog 3bmathmdl ob
bb3030b Y693009L Lootyma. dogagoma, Mybmogdn dzbmatgdn dydomdgl mdogmabdo, ob
m00gmobdo dzbmz®gdn dndomomgl 3mrm®adn. 0y 0dd39 3969¢hdo dndomdl Mgbdmbogbhn, bowog
3bmzeOhmoL, A6 300b3007 doonbahm, my bb3dgsb nbg3Lb bosbywo, dodob A5.1 3ombzom

036 dgmyom.

30bybgdl o6 P30mbo3m, M300mMb 33obybmdm o mg396 bodazm dgbohyzol 30605b¢Hb.
A5.1.093960003bobyc0 dgoaMgmdb
A6. OGmdgmbadhmGdndydomomn?

0y 6gbdmbgbhn 3960 dbghbgdlb LgghmMal nwgbhnaznzatgdsl, gbdadgoom gah33g30dn o nbg
00309b06Mgom dgbohyzolb 3obybl.

30lybgol o6 N30mbozm, M3000mb gdobybmdm o mg396 bodagm dgbogyzol 30600bHb.
A7. m939b60b09d00bmonblbozghms
A8. M3bbogddnsbmom?
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A7 0 A8 30mbggon dggbgod Mgldmbgbdol boddnobmool. A7-00 306033930, Mo bygtmdo
bOgdnabMOL dodnsabn, bmem A8-0m, 3Mb3GgHrma GBb 839mg0lL. dogomoma, dgbademmy,
0gLdmbrgbho dydomdggl 3obsmemgonl bazgbhmdo (A7) o dobo bagdosbmds bimemal
dgoaemhghnalb Bakdmgds agmb (A8) dby dnmombeoo dydomdgl. sdboga, dgbadgngdgemons, od
™6 300b30d7 3obybgdn o6 dggbgdmegl ghmbs s 03839 3OXMARgLNSL /36 LdgdnabmAL.

d9dc093 mmb 3ombgado (A9-A12) 3ob3bgdl o6 P300bo3m, M300Mb 33oLbmom s mg396 babogm
dgbohyzolb 3060006¢b.

A9. 7396Lm8bdddMMIeMgdLldmMmnbydMezemglmoddomndmy3oEn?
A10. 0by639000000079008YROMAgH0JO 0303030000030 MmTgmabymensly?

A.11.m939600039d0mbAgLMY 9007030 MAgHO©J90M8bmdb33dMMIMOL0m3ZanbBnby
0b/3M0mbm3LMY393900067 (dog: Mabadddmmdengdn, 383090(900,35m09bhgd0,
ON[CHITORIUCR N

A12. mg396033n0cmmbgemaddegabgemn/dgbgzgtn?

0d 3ombgodo ,, 090 d9bgzgMem” 0mzemgds 0l 9sdnsba, Mmdgmmabsy 0bgokndzomgdymnd
gb3mbeogbdn.

A13.5350300b3O M90S, 3660 mgbdgyma30mbatmmmsMedthmay303dncmnbabdbgzogbombmasb
0d5300L6936007

dgbadgmms, Ggbdmbgbho 30 ngm/stnb dhma3a3dntnl 69360, dogMed ngm/skab thmdgemndy
36mngL070 3a9Mm00bgonl, sbmEnsEnal 636, doa30e0ma, §3mbmAnbhms sbmEnainalb Bgzko.

30U1bgol 06 30mbagm, M300mMb 33olybmdm o mg39b badagm dgbahyzal gotnddbhl.
badbaby&dndoggdo
B1. 8maoo0ygmanmba®mmyo®agolsydtgdadgdmigbinyntsdbaddgdgmmob?

9L 30mb3s o6 dgg9bgde 9d370d0bcgem 8b dbmenme Mmadgmndy 3mbiGghem badbabykb.

3300096 9L90bE9L3MbEgbHNLEVLNOMYOBgYMRbaLdTMEENgds. dda¢mad P3mb3eghgdm, Mma
8030s 38Lbmol, gobyhhgzmo ndabs, 3oboydmgonl dgwgas d0yzobgl vds oy 0d Lodbabycdo
0y oM. gb, 31939, dggbgde 3ombzgdlb B1.1. o B1.2.

B1.1. ®33009629609mn0embotrmadlodtgdedgdmbgbinntmosdbogdgdgmmsb?
30LbgdL o6 N30mbd3m, M3000mb gdobybmdm o mg396 bodagm dgbogyzol 306086¢Hb.
B1.2.30L070609008900030303mm7008mg396m30030mb39000b90m009d500bdgbobgd, Mmambagss:

3bMogndo dmEgdye bymoszg ©gonmgdel y30mbozm dods3dEgol, bmemm dgbymg gonmgdsl ok
31300b030 3039303900 o 3063060 d¢bndbogm ,,dgnbododma”.

0y ©gb3mbgbho dxbodbogl, Gmad of hodmmzemnemgonbasb goblbzoggdnmo 3ombzs oybzsedm
dobm3aob, 0bgbo 30¢hgamtMoasdo ,,bbgs” (6).

0g 9300bo3m ©09079eM9093L O Ma30 3dLbmol, mg396 nbodbogzm dgbohyzol géoozsdo.
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B2. Gmamhobogdomndbsdbsaby®mdo, booEedgedscdydomdm?

9L 30mbge 3mb3bghnemaco dggbgds 0d Lodbabydl, mdgmdag nbhghzonl dmdgbhdo dndomol
0gbdmbgbdn. my dob grmbg dgho LadLobyMo og3L, dodnb dalybmol doMomaowo (ab. jombzs A3.1)
badLabyeol dgbobgo.

130000030 306036700 o Ggb3mbgbhn gdabybmdm.

B3. c©mgbdgdngnemnsmmya®moge®mobodbobymdnsy3zobody?

9L 30mbge dggbgde Bmaoam 3edmEEnmgodl s 8Ms Gmdgmndg gbhm 3mbikgnne Lodbabyhb,
3030009, 9d30d0bgemb

B3.1. 303000000396 3bbbs-zobdathgds, mybonhmdotognyzsebgbbadbobybda?

B3.2. 3gmbm3zm, doymommm, GongmmanEndcmhndndgdo,mobgaodmEa®ognyzsebgl bodbabykda?
(3000©00300b3089B4) (3930dgmoom Mo b bodo dobybo dgdmbodmm)

og ©gbdmbgbho sbabgemgol 0d dabgdl, bmdgmog dmhgbgny®ds edbogdgdgemdd Mma30ENdMmMS©
03bmM0Y, hmambi dobo 30bonapnmal abybgdol o badbabyMdo st vyzobol dodgbo.

30lbgol 06 30mbd3m, M300mb gdobybmdm o md39b6 bodagm dgbogyzol 30600bHb.
B3.3. 9396000600, Mangmbgommydo d08gdn, MobgodmEatsgnyszsbgbbadbabytdn?

00 300b3089 30 3330LybmAL 0d, dobo sBG0m, Grgomyda d08gdgdal dgbobgd, Gmdgmag boogndgma
0090m dobo 3oboEodytob Jotymaob.

30lbgol o6 N30mbo3m, M3000mb gdobybmdm o mg396 bodagm dgbogyzol 306006¢Hb.

B4. 3gmbm3m,3o0blgbmm,
3060b0300m7060039060300L506¢ g0 gLMLEALbYMNLMOMOB30bEbA©Yd83030b0OMHgd0LAD
96hggz0b0bgmobaggtnydyoo,

6 md9003960730330600090M83MHgbE07M0LJdg0emab3hMa3gbnyemybotgol,
300m30000mg0sl, 3abdmegdolss.d.
(303.,3bmgmmEgommgobobzoEgdl/dbmmmoast33zgnmoabs 3nboadnsbgdbdgndemosmgmbiy®
bdndmbabogmgmdo)

o7 LEYOIMNS 0bgm 3M0hghydgody, mdgdoE 96VbdNMdP 36 3dbodncmogdl s/8b 36 dnbobgds
3obngohnlb dogér dgbbyemgdnemn badndomb botalbdy, dogomomam, M7 3Mmagbmeal 30306L0vd
303dmE3bogdymn, dmmbmzbogmo ngm my 9Mo, Gmd dbmemme dodsloEgdal 9demnglaEngdo ngbgdmeo
3obbogmymo.

B4.1.3mbm3m, 9¢bodbmm, bdboby&adnoyzsbobmdgemazmohghoydooymdnmomgoeo.

1300000300 3060306300 o M7 Mo0dg 0bgmb 9ddMAL, Mg hadmbomzammdn 8 skal dmEgdyemo,
Bgbo ,,bbgodn”

B5. LodLoabyMobdmbadgobow, dghbogmog, Msbadydgmgoslidods®mezm?
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Mhmambi hgduhoobog hobl, gb 3ombzd Mmdgmndg 3mbibghyem badbabymlb 3o o6 dggbgde,
06ddg 0bagm®mddnal 0d 0ébgol, Gmdgmms badyagmgdnmog Ggbdmbogbhn, bagotmgdal
dgdmbggzadn, g9dgol Lodbaby®b.

B6. LonEObdgnhy3900d3mB0EnadMbgdYmng306bnabdglobgd, Mmadgmbgiredgsdao
d3domom?

9L 30mbgs 30, B0bd 30mbznbaob gobbbgezgdom, LEmMGgE 8dg0dnbogema LodbabyMal dmdogdol
06bgdl dggbgde. ab o6 b dg3gMomm B2 3ombzodn, Gooaob B2-do 303900, Omam® 0803030
00d30d0bgemn dmBogns, bmenm B6-30 30633930, Omam dgohym, MHmad od 3mBognody 30306L00 ngm
30dmEbogogdymo.

33960003030(3000039¢0¢ 9050030300036 g000dg0dnbgembodbabyMdo

9L dgmm3n doemnabag 0d badbabymb dggbgds, mdgmdag Ggbdmbogbhn nbhgtzonl dbgemgemonl
6Ohmb d9domol. my dob gbhmdg dgho badbabyto d93b, dodab 0d Lodbabymal dgbobgd godemgzm
30lbgol, emdgmbeg ma300 m3emal dodomaoo (ab. jombgs A3.1).

C1. 36hmxgboymaobnbaymgdymbabmmyotsbodbsaby®dn, MHmdgdoEodgedswdydomom?
C1.1.6mgmbdmboondzgbodtmagbogmoobobdy®gds? (3oownm gombgeby C2)

C1.2. 3Jmbosommyomobodbabymdndmmagbnymoosbnboyhgdnbdgbademgdmmmaos
(19360mdoOMabLbzodmBaEnodg)?

C1.3.3000m93000090M330mRgb01m0sbabsymgdablymdzogma?

C1l.3.1. 0060830600096 gL, Hmambazndhmdm, Mongmbysmobmgdobdodgda?
(3930dg000 MM 36 Lodn 3000360 dgdmbibmm) (FooENm00b63089C2)

o7 33006(hgegLgoL 0b ymGdsgmydo dodgbo, mdgmoi Mgbdmbogbhl Mma3nEndTYGOE d3bmbd
00dbogdgdgemds. Mgbdmbegbdl dgydemns Madwgbndg dobybo dmaEgm, mydes dggegm, 3dbbgdal
MomEgbmod 86 ngmb ocn, dogduodnd bado dobybo.

C1.3.2.65hmdomgodmmd30m3bmagboymaabnbsydgdaoblymzomn?(dgandemosm mto b bodo
3olybo dgdmbodmm)

00 300b3089 3obybo dMab ol dnbBgdgdn, Mol godmi Mgbdmbgbhds ma3o dgngozs wobnbsymgdal
byG 300l godmmgdabaob maga. oo dgbodemgdgmns mGo ob bado dobybol dgdmbadgs.

C2.60mamMhx0dhmdm, 0d39600003L893909030deM530000009000039¢m9090b,
G mdemobdgbmyemgdemd39bbdgbademgdemmogdlzotaoaedmozmgboaaaggbdatgomms
036OHMmR3gLboYmebnbsycgosdn?

C3. 3030000007960 300080dMg00b8dbsbycdn, ©mdgmadnEedsedsednddmdmadngbgrsgzam
0dobs, Gmd 3ombzodo dobsdntd sbab dmEgdymo ,,0d70d0b6gemo badbobytoe*, donby dgeblgbgm
0gbdmbgbhl, mad dndwnbotyg LodbabymBgs Loydada. My ghmBg dgho Ladbobydo og3L,
1061609000 doM0moa© Bmgdyem badboby®mb (jombzs A3.1).

C3.1.m730, 30000b0300H03000? (300NN 00063089C4)
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C3.2.dma0mbmzg0smmysmsbgemazobolbdmdohgde?

C4.
3000996 0mJ396L0050d0bc0geMddLdgdg09LHEg00063Bg8LbEONLAgLddEgdTMs?

o7 0gyabbdgos 69d0bdogho hegbabgn, Mmdgmog Mgbdmbogbhob vdz0dnbogema bagdnobmdal
699300060, dgbadmme, (trgbabgn doblogg mGdbodognodo Hoatgdmeos s/sb bbgd
™mMadbndsinadn. 3ombzd dggbgdo bgdobdog dgdmbzgzol, Mmabog odbeagddgdgemds bodyogmgds
dobge Mgbdmbgbl, md Htgbobadg babymaym.

0y ©gbdmbgbhl 3gmbd Hé9bnbadg albMmgdal dgbademgdemmos, sgtdgemgdm dgdwgan 30mbzom,
0y 36 3gmbos sbgmo dgbodgmgdemmds, gosmobsbm jnmbgedy C4.2.

C4.1.0009Lbsbh0mhgbnba (90)b?

0y ©gbdmbgbho ogbbbm ¢Htgbnba(90)b, dgdrga 6enm3dg gooababm s My 86 ogbbtm,
30006 03 dgmgdm d9dga0 30mbznom.

C4.1.1. M3hmddamsgbbamombgnbobabi?(3008MmdgemgmD d¢nm3nab)
C4.2. obyh3zgdom Hkgbnbadg cobbtgdol?
bOALEbYENEOBZVMS30L7YEN oS

D1. Mmybdgmyasnmoznbyamgdabsmmbsdbabybhowob?

00 30mbgedo dmaoam LadbabyMnEob Fomsez0lamgdal odmiEnmgds 33006hghghgol o ko
Mmdgmndy 3mbibgbnemo badbobykol dgdmbggas.

07 ©gb3mbgbhL 36 993L LodbabyMESb Fomoz0LRgdal odmEamgds 8b 86 byGdL dobybol
393900, 0dnb 83 dgmm3L d;gMnabdm H™M390m O FoEanbabm dgdopga demm3dg.

0y ©gbdmbgbhl og3b bLodbobycmnob oma30L7mEdal FodmEaemgds, dgdogan jombznm
03Mdgemgom.

D1.1. 3oyma30L193¢mgonbammmyamabodbsaby®oobdmenm 2 bemabgsabdagzmmmadsdn?

00 300b300 03Mb6309hg0m, omd30L7R3Mgo0lb 930dm(9d)0 0gm 07 36 dmenm mbo Bemal
306303mm00dn. 07 9b 9308m(90)0 m& Bgemdg dgiho bbab Bob ngm, dodnb dgdga demmgBy
3000000bdM0, bmemm 0y 8d ™G Bemab gobdogemmdsdn ngm gobythggmac ndoby, ghmo 0y dgho
9300mc00, 03Mdgemgom dgdgan 30mbznwob.

D1.2. 3333930mbommgbmotmabobobbatm, thmd, dgbodgme,
bodbabycnObaegmoz0ba3Egdnbgm(myMgldmbogbhngthmzghdgdgdhooadssmoznlynmgbdmemm 2
Bemnbgobdaggmmdsdn, dmemmdgdmbggzobdgbobgdnbosnbaydtml)?

300b30b Hggdbhnobsy bamgens, Mmad my Bobs jombzado Mgbdmbogbin dgbady 306008bhL dobybmol
06y g9bm 29689 dghow 3Jmbs gomaz0bynmgdnl gedmEngmgds dmemm mMo Bemal
306303emm00dn, dmemm dgdmbizgzal dgbobgd 3oLybmal od 3ombaob.
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D1.3.30mb&OgbmnaMs, Godhmdzegomazabyamabbodbsbyboosb?
(036gb3mbgbhngthmzghBgdghoadsmsznlinamgbomem 2 Bemabgobdogmmmasda,
dmenmdgdmbggznbdgbobgdybrosnbogddmb)

D1.3.1.3mbm3m, 803mb3Mghm, Mohmdgdgensznlbyaemgbbodbobytoasb
(003dbo9390¢m0bbomg3030008630dmaEnbaMg)(Agandemnsm mba db bado dobybol dgdmbedge)?

07 33006(hgegL90L, MGG Mo dodgdo oEbmogh Mgbdmbogbhl, Mmami dobo
badLobyM0EID ombmgbal byazydzgemoa.

D1.3.2.32900m, Gmdgbhgomymndodgdooym?

0y ©gbdmbgbhn m3mab, ™A Bobd 300bzedy d0bndbyema daliybo dobo gomez0byazemgdal
Mgoemymo dobgdo oym, 39393 0gmm3Bg gooabodm, my ol m3emal, Gmad gb o6 ngm Ggagmyto
308960 o Gomog bbgo, mazobo 3gMbogdng 993L, dgdgan 3ombzom vghdgemgom.

D1.3.3. ©mam® 30dHmdm, My 0gm mg3960 bdLObYONEIL FomaznbyRmgdal MgogmyMo
d0d900(dgb0dgmgdgemns ©odgbndy 3obnbal 898mbadgs)?

D1.4.00) m300000m,0md093960003b0b)6M000863000300903egdoyb3d3TmMmaym,
d99(hymd0bgmmydMssdnbdgbebgdznbdgl/Gmdgmndgmmasbodsinsbobmygostshogtgm?

D2.
0939606mdgem0dg30e93030000300793¢09b0m7063Ld3LObYMNEIbMMLE™MInbObISZd30L30
hgbobgadmy30bsb3bgemabymnbemabgebdagemmasdo.

300b30 96 dggbgod Mmdgemndy 3mbimghyem, dogomnmo, 8d5030bgmm BddLobyGL. Mgbdmbgbhn
30Ubmdb dmemm bymo Bemal godmEogmgdnab.

30bybgdl o6 P30mbogm, M350 33alnbmdm s mg39b6 bodogm dgbodedal Mopbgl.

bgemazslbn

E1l. 30dgmg300070603600d900005(h)900003m3d3906b0300b0bLOMR09mbmI39b0000db8ddg09emn?
(30g0momac, dmdogmybhgmmga3mbl, dobdebobivs.d.)

o7 0gyabbdgos 69d0bdoghn God, Mog oM dgoab bgemaslbdo.
E1.1. ®obobobgmd3dgbbognol/botagdgmbomgdm? (8gbodemgdgmas Godgbndg dobbob 0¢bndgbs)

07 0gyeabbdgos bgdnbdogton babob bLotggogmo, Mmdgmog dgndemgds doogmb obogdgdyemds
303306000306/mMa0b0ddE300LESb.

o3 dggbgde dmbyble o 36rgdnsl dmtol goblbzoggosl, 36gdns gmagmmanl o6l 030
0060300, Omdgemog bgemazabolb x 3G mEgbhb dgoagbl (dogomomo, 30 3hmEgbhl), bmenm
0mbybo dgndemgds 0gmb MmamtE i3xma©n, 0bg 9MIRYIEO 20¢EM, FOZITINMS,
306Lo31mMgdymo d06rmdgdn adm3930bmM30L 8b ado¢gooma Loboydtm EMm dmdngnyMdy.
E2. 0330096290 d00mgm&ondglobobdtgdns/dmbybodmemmbemalgoebdogmmosdn?

30Lybgol o6 N30mbdzm, M3000mb gdobybmdm o mg396 bodagm dgbogyzol 30608bHb.
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E3. m9396Lb0dbobymBgmynnndmgdm, gomabbdgdom my ot
900bbdgd0mg39dmmdm393e©gdnemgogoUL:

00 30mbgedo y30mbazm dbmemme 3bMHogndo dmEgdnem ©g0mgdgdL o mJ39639 9x309botgdm
3abybgob.

03b0bBMmM0dm3gbrmdy

F1. 603d30b0bm2obobbgztrnbozodygmamdnbgsdmmmddmgnbommbodbobymabasiogbs,
0003M 30009076 g0099690007?

3bd09, 83 30mb3zolb Jogmgobog P30mbazm o dddo3o3g0LdE. 0y Mmdgmndy m3zwal, Gmd dsmm3znl
d91bod0dm 3ombgos, 930db0Mgdm 80 30600b(HLOE. o 3300bd3m 306I03bHJOL d by babogm.

F2. 3093000070600030b(3000,
6 ™d0g39600050306009em0c0ddbogdgogemomgbdgybedammemmodmagd3em?

00 d9dmbggzodoE Mo300 y30mbagm gbbogndo dmEgdyem 9dYmgdgol s Mglidmbrgbhn goobbdgde
0b 96 9mobbadgde.

F3. 306930000700000038()70000b00090d0dydomdo?

300b30 dggbgde dbmdomo jmbhmaghob b Bgdntn dgmsbbdgdol dobggznm gobbedmahymoa badydom
BO3MYO0L ok ododHgdnm bdydom Lodmgol. 0y Mgbdmbogbihn dobybmadb b, dsghdgmgdm
d9dc0930 30mb30m, 07 30bPbmAL 060", goEsobotm F4 3ombzody.

300b30 9370806009 adboagddgdgmb dggbgde. 0y ghmBg dgho odbogdgdgemo 3yazl, dobybmdb
doGomoo (ob. 3ombgs A3.1) adbogdgogmal dgbabyo.

F3.1 3060800760 9096001060803b0005d80d5L6Mmgd7embodydamb?

F4. 033036 00masb1emnygsa3000004030000930907ned3901e090030,
hmammdnnmgbomg3gbdaadbogdgdgemads
(3980dg00606L0ebb900b30g6M0odbeddgdemabdgbabgdydslybmam,
07035030609 bodbobyGOdngma3b0bobde3d390006m3830hgb0dm)?

Mhmambi 300bzab hgduhoobsg Habl, Ggbdmbrgbhn dobybmol vdz0d0bgema BddLoby&al dgbabgo,
0y 30mbgs Mgemg35b(hnMngy, bmemm my 8b sbnb Mgmgzobdhytn, dodob bgonbdnghao Botbymo
bodLabymab dgbobgd baydcMOL, Mmdgemdo ymabol MmbE 3gmbos Abgegbo godmEoomgds.

0 30mbge dgybododms, dotggemngg 3060bHL bodogm.

30LbgoL o6 N30mbd3m, M3000mb g3obybmdm o md396 bodagm dgbopyzol 30608bHL. 0y
hodmbomgommdn o6 60l ©gldmbrgbdhol dogh sbobgemgdymo 93939, Bgbm ,,bbzs“-do.

d93066m3900b0dbobytdn
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300000006 gb demm 30 y3z9emodg bgbBohoye 3omb3zgdl dmoEaglh bgduysmyto dgz0bbmzgonl dgbabgd
bodboby&dn, ob odmymazngmos mé babogaw. doMzgema bobogmo (madgmog J3gdmm sbal
Bobdmagbogmn) habmymos gombzotmdn s 9396, 30mbzamal abothgbo dgnmzgdal dbgogba,
1300bagm Ggbdmbogbhl, bmemm dgmg bobogma oby ombggdn G7 s G8 Fom3gd 03§
300390 "hdos dmmagbgdyemo.

dmenm mMo 3ombzol dgbobgd nbazmGdsEns o dgbodedol nbbhMYJEngon ab. g3gdma (11l babogmo).
G1. ®3bzngdmmomndbogysEngdabdgbobgd, hmdmgdnidzgdmmstnbbsbdmogagbogmo.

9L 30mbgs d0Bbog 0bobogl ndol 3ok33930L, ™y Godgboo nzalb Mgbdmbogbhds, Mo skl
©0b300dnbdEns badydom danmdg. MJ3906 N30mbo3m MMM oYL, Y30mbogm Jabybgol
00 9¢0b0dbogm Ggb3mbgbhol dogt goEgdyen 3sbybl.

G2. 39mbosmmyotmsbgdlnseemycndgznbimmzgonligzodmioogmgdobsdbobytmdn?

07 LEYOIMNS BrRaaE dMBIhngn dodmEnmgonl dgbobgd o o6 dbmenme 8350dnbgem
badboby®do. my MgLdmbogbhl ddmbos dbaoglbo edmELamgdy, dsatdymgdm dgdpgan 3ombznm s
0300636090900, gl 3odmEENgds d0mMEM 12 m30L 3obddazemmoddo ngm my oM.

0y 6gb3mbgbhl 36 3dmbos dbge3Lo edmEoemgdd (96, 06 30330) 0b 36 LyeL dobybol goEgdo,
390000bothm G4 30mb3ady.

G3. 3Jmbosm oy 30 bggbysemytn dg3066m3900L gadmEnggod badbabymdo dmenm 12
300 30bdd3gmmasdn?

00 3ombgogob, bgoabdogba 3obybmlb dgdmbgggedn gowawabsbm dgdwga 300bzedy.

3900093 93bmom habhmdn dmyzobogm nbLhGJE00b O 3otMaa Yblbom (Modwgbrgtdy ndgmMgom
bagobmgdol dgdmbggzadn), GmAd domo dobbgdo bdd3znma dbmbadytom aMhgds o 96300
bobogl dmboggdgonl dgdyzobol goko, MHmdgmbei dbmemma ombgotal bmdgto gdbgos o
06360060 LONEYBHN303030M 0bgMMTSENS, OHMITomsE Mgbdmbogbho ModgbsoMa ddmEbmdsmn
0gdbgde.

d9000930300b3900d99b90003b0d 303098,

(M mdemgddnpdyndemgdoomdmbigbocmngognmbodboby®dnsbdydomonlbo®mmb. 30bmzm,
6o0300bmc30mb3500000d9dem900b0033060083cmBG9cmo130b3bMm0).
09396b3096353989¢903067b9003068m300I0dIMV30093Mm©06900, 3096360900 MY3906603503b9008993000.

G4. 1b00dm3bg00L3 0633 IYNMIOIMNMYMS, M130bdg (3memgaos, dgbgzgbo,
309b(036306d9Lb30, 30000b0330693MYOMNgMNMISdddMmO0LMML)
939600b6b0dbsbyGdnnbgdmodizgze, OmameEd3gdmmotobambymoma?

00 3ombgodo 3o6ad© 3nbbbom Mgbdmbogbhl, Gmad jombgado smbgbagma bohyoEngdo o6 dggbgde
3060000 dob o dob Bobbyem godmEngngdsl. gb 06l dodmmghdo bodhyegngdn, Gmdgmoag dob
16000 Bobrdmabobmb s 0bg godsbybmo.

30bybgdl o6 P30mbo3m, M300mMmb g3obybmdm o mg396 dgbodadal GoEbg bodagm. my Mgbdmbpgbho
030mab, emd dobmzgol dgybodedms s/8b ydatl Batdmagbs, dsdnb 3obybl dmenm Lgghdo
(,,d0g06b Bo6BmEagbs*) sx30dbotMgdm.
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G5. dbgogbbogyaEnsdo (60bs300b30d00¢bgM0gm) Mmdagmdmhbgm,
60bdmodmgdggdnm?

00 30mbgedog dbmemm 30mb3zob P300bo3m, 0bdgbo 3obybL o dgbodddolb 30600bHL bodagl. oy
gL3mbgbho obgm Jdggdol oebghl, Moy hadmbomgomdn ob s60b, v30dLb0Mgom dmenm
336ghdo.

G6.99300700009390LmEM0b0BsE00L/3md30b0sbEsndgboababdnbogsebsbgln,
G mdgmoE36dogmogbsbgm (Bgdmmhodmmzgmog) J39390Lodgandnsmgasdmaygbmm,
073L3o3LL0MNOEN8303MABbEYdNm?

9dmamonnmmadmboigdgdn
H1. bdgbo

H2. sbogo

H3. bogbmggdgmooangmo

H4. b3memoababygdnemo, mgdegdntmgdnmngasbomengdnbyzgemobsgggbytmobhsmgmon
(c006990000005L8359e MMM, 1b039Mbobhghn, LEEdOHMRgLoYmaIbdMmEgdY),
bYME3 96069 00LBd3MgMLOLBZEMESBLJdYMg08307 Mod79d50a3bdmEMgodLNMom,

(000396 J0 Y30 g33MHM30eMm0bego0bEMSMEIbmAs.
H4.1. m93960 gobsmemgdal ydamengbo bogggbykos

0y 6gb3mbgbhnl dogt dowgdnmao gobamemgds 36 dggbodedgds hadmmamaem 306005b¢HgdL,
3030000, baddmmd LobHgdado 8g3L babbaggmoa, habghom dmemm gkogzsdo.

0y 6gbdmbgbho Lynwgbhno, s3094bocgdm dgmmbg 30603bHL O 03Mb3MgMHdm, Gmdgmma
bagzgbyol Lyygbhns.

H5. m20bMndamdotgmds
H6. 90b0336 030370030907 Mm00
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