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FOREWORD

Kateryna Levchenko,

Government Commissioner
for Gender Policy

The study Gender Balance in Decision-Making in Ukraine’s Media
Organizations conducted by Women in Media NGO piqued my interest
from the first moment | started reading it. It was not only the findings
and recommendations that | found interesting, but also the very
approach to its subject, which precisely reflected the contemporary
approach to the formation and implementation of government policies
as overarching in all management fields and aspects.

We recognize the importance of the social sector to ensure equal rights
and opportunities for women and men, yet we have long departed
from reducing the subject of gender to resolving social issues alone.

Ensuring gender equality in the media can be done based on the
knowledge about manifestations of gender inequalities, instances and
types of discrimination, response tools and mechanisms, the gender
structure and culture in creative teams (newsrooms), the available
experience of positive actions, and depending on the prevalence of
gender stereotypes and prejudices.

An effective self-regulating mechanism for the implementation of a
non-discrimination policy at the level of an organization (a team) is the
development and adoption of ethics codes, non-discrimination codes,
or equality policies.



However, the research found that over a third of newsroom
representatives indicated having no formalized equality policies in their
organizations. Where such policies are adopted, there is no designated
officer to receive reports on facts of harassment or discrimination as
part of their job description.

Undoubtedly, these processes should also be accompanied by training
and advocacy. This requires not just resources, but also methodological
and information materials. Their development, use, and promotion
should become the next actionable steps to ensure gender equality
in the media. This is a task for the professional journalist and expert
communities.

| strongly believe that maintaining a gender balance in decision-making
in Ukraine’s media organizations is not just about justice, it would also
contribute to improving the quality of media content.

The media will then stop using the word “men” in place of “people”
(“forty men were present at the event, including twenty-six women);
women will not be referred to as “the weak sex” (despite the almost
60,000 women in the Armed Forces of Ukraine); defenders of Ukraine
will be universally understood as not only men, but also women; and
women experts will be asked for commentary more often in various
sectors.

s

Because it’s not “women should have the same rights as men,” it’s

”|

“women and men must have equal rights



RESEARCH
BACKGROUND
AND RELEVANCE

.................................................................... BACKGROUND

During the time of its independence, Ukraine has been gradually improving its
scores in overcoming gender inequality (UN data, Gender Inequality Index?).
However, the situation still offers a number of challenges, particularly with
women’s access to decision-making positions and with economic equality.

Data of the Gender Inequality Index in Ukraine relative to the world.
Note: lower values indicate better scores.

1 Gender Inequality Index (GII) // UNDP — Access mode: https://hdr.undp.org/data-center/thematic-
composite-indices/gender-inequality-index#/indicies/GIT



https://hdr.undp.org/data-center/thematic-composite-indices/gender-inequality-index#/indicies/GII
https://hdr.undp.org/data-center/thematic-composite-indices/gender-inequality-index#/indicies/GII

It is the media that reflect the sociocultural models, norms, and stereotypes,
acting as drivers of social change.

This potential for social transformation could be
more effectively achieved if more women were
involved in the decision-making structures of
media organizations, and that the relationship
between those who occupy these senior positions
may be reflected in the kind of content produced,

says the report “Review of the implementation of the Beijing Platform
for Actioninthe EU Member States: Women and the Media — Advancing

gender equality in decision-making in media organizations.”?

The study “The Situation of Women Journalists and Other Women Media
Workers in Ukraine” ® conducted by Women in Media NGO in 2022, started
putting the issues of gender equality on the agenda not only in terms of
media content but also in the context of conditions in which women in media
work. Among statements that were not the focus of the aforementioned
study, there were multiple suggestions that gender representation in
media organizations affects the policies of organizations, as well as working
conditions and career opportunities for women. However, no data or studies
are currently available to corroborate such assumptions in Ukraine. This
speaks to the relevance of the study “Gender Balance in Decision-Making in

Ukraine’s Media Organizations.”

2 Review of the Implementation of the BPfA in the EU: Advancing gender equality in decision-making
in media organisations // EIGE — Access mode: https://eige.europa.eu/publications-resources
publications/advancing-gender-equality-decision-making-media-organisations-report

3 The Situation of Women Journalists and Other Women Media Workers in Ukraine // Women in
Media NGO — Access mode: https://cje.org.ua/library/strong-stanovyshche-zhurnalistok-ta-inshykh-
pratsivnyts-media-v-ukraini-strong/



https://eige.europa.eu/publications-resources/publications/advancing-gender-equality-decision-making-media-organisations-report
https://eige.europa.eu/publications-resources/publications/advancing-gender-equality-decision-making-media-organisations-report
https://cje.org.ua/library/strong-stanovyshche-zhurnalistok-ta-inshykh-pratsivnyts-media-v-ukraini-strong/
https://cje.org.ua/library/strong-stanovyshche-zhurnalistok-ta-inshykh-pratsivnyts-media-v-ukraini-strong/

The 2017 CoE Handbook on the Implementation of Recommendation
CM/Rec (2013)1* of the Council of Europe on gender equality and media
emphasizes: “Despite the progress of gender equality in Europe, the
participation of women in media processes is still lagging alarmingly. On
both the internal front, in access to decision-making posts and improved
working conditions within media companies, and the external front, in media
content, women are the victims of a continuing lack of representation. This
not only deprives most of them of equal treatment and opportunities, but
also adds to the impression among the general public that they are still
tied to their traditional roles despite their increasingly tangible contribution

to Europe’s economic and political life.”

The operational plan on the implementation of the National Strategy®
for overcoming the gender wage gap in Ukraine by 2030 emphasizes
the importance of introducing gender quotas in governing agencies and
in management, as well as allocating resources to stimulate women’s career
growth (e.g., for women’s professional development, childcare arrangements

in the workplace, etc.).

In addition, the state strategy for ensuring equal rights and opportunities
for women and men for the period until 2030, approved by the order of the
Cabinet of Ministers of Ukraine dated August 12, 2022, No. 752-r, requires a
gender-sensitive coverage of information by the media and online resources.

It is established that the purpose of the Communication Concept in the
Field of Gender Equality, approved by the order of the Cabinet of Ministers
of Ukraine of September 2020, No. 1128-r, is achieved by means of active

coverage of gender equality by the press, TV and radio broadcasting, online
publications, social media, and news agencies.

4 Recommendation CM/Rec(2013)1 of the Committee of Ministers to member States on gender equality
and media // Council of Europe. — Access mode: https://rm.coe.int/1680599377

5 Draft order of the Cabinet of Ministers of Ukraine “On Approval of the National Strategy for
Overcoming the Gender Wage Gap in Ukraine by 2030 and Approval of the Operational Plan for
Its Implementation for 2023-2025" // Cabinet of Ministers of Ukraine. — Access mode: https://
employers.org.ua/discussions/id492



https://zakon.rada.gov.ua/laws/show/752-2022-%D1%80#Text
https://zakon.rada.gov.ua/laws/show/1128-2020-%D1%80#Text
https://rm.coe.int/1680599377
https://employers.org.ua/discussions/id492
https://employers.org.ua/discussions/id492

RELEVANCE ..........................................................

This study is one of the first attempts in Ukraine to assess gender
representation in managerial positions in the media. The findings can be
used to strengthen gender equality policies both for government agencies
of all levels and for individual media organizations. Namely, it can provide
supporting data to the implementation of the state strategy for equal rights
and opportunities for men and women. This is especially time-critical during
the media reform in Ukraine, as legislation related to the media is being

implemented.

Kateryna Levchenko, Government Commissioner for Gender Policy,
emphasized  in her presentation at the additional event of the international
Ukraine Recovery Conference in June 2023 that economic inclusion and
empowerment of women are the national priority for peace-building and
the country’s post-war recovery.

In addition, within the National Platform “Equal Rights and Opportunities,”
of which Women in Media NGO is also a participant, the apparatus of the
Government Commissioner for Gender Policy filed an inquiry regarding the

number of women in managerial positions, including in the media sector.

Today, the study of women’s role in leadership and management becomes
even more urgent in the context of Ukraine’s European integration — and yet,
our country has no comprehensive data on this issue. There are no accurate
statistics reflecting the number of women who hold managerial positions in
the media and other fields. This is of significant interest for further research

on several key aspects.

6 Government Commissioner for Gender Policy, emphasized that economic inclusion and empowerment
of women are the national priority for peace-building and the country’s post-war recovery // UN. —
Access mode: https://ukraine.un.org/en/237705-ukrainian-gender-equality-commissioner-declares-
women¥E2%80%99s-economic-inclusion-and-empowerment



https://ukraine.un.org/en/237705-ukrainian-gender-equality-commissioner-declares-women%E2%80%99s-economic-inclusion-and-empowerment
https://ukraine.un.org/en/237705-ukrainian-gender-equality-commissioner-declares-women%E2%80%99s-economic-inclusion-and-empowerment

First, the availability of statistics on the number of womenin managerial
positions in the media will provide an idea of gender equality in the
management structures of media companies and existing obstacles
for women’s career growth in journalism in Ukraine. This analysis
can highlight areas which could benefit from policies for stimulating

women’s leadership and equal opportunities.

Secondly, having data on the number of women in managerial positions
in Ukraine would enable making a comparison with other European
countries. This analysis would provide an idea of Ukraine’s position
relative to principles of gender equality established by international
treaties and of what needs to be done for faster and better integration
of Ukraine into the EU.

Thirdly, such information would showcase successful examples
of women leadership, helping to identify factors conducive to
successful development of career opportunities for women in
managerial positions. This can serve as a model for other organizations

and promote the dissemination of best practices.

On the initiative of Women in Media NGO, by Order No. 333 of 16.06.2023,
the Ministry of Culture and Information Policy of Ukraine approved Guidelines
on Media Coverage of Gender Equality; Prevention of Violence, Sexism,
and Gender Stereotypes ’. These Guidelines were developed to ensure the
implementation of the Concept of Communication in the Field of Gender
Equality, approved by the order of the Cabinet of Ministers of Ukraine dated
September16, 2020, No.1128-r, and of the Action Plan for the implementation
of the Concept, approved by the order of the Cabinet of Ministers of Ukraine
dated January 27, 2023, No. 79-r. Thus, national gender equality indicators
are formalized nationwide for the first time on two levels: gender balance in

media companies and gender balance in media content.

7 Guidelines on Media Coverage of Gender Equality; Prevention of Violence, Sexism, and Gender
Stereotypes // European Integration Portal. — Access mode: https://eu-ua.kmu.gov.ua/analityka
metodychni-rekomendaciyi-z-vysvitlennya-u-zmi-pytannya-gendernoyi-rivnosti-zapobigannya



https://eu-ua.kmu.gov.ua/analityka/metodychni-rekomendaciyi-z-vysvitlennya-u-zmi-pytannya-gendernoyi-rivnosti-zapobigannya
https://eu-ua.kmu.gov.ua/analityka/metodychni-rekomendaciyi-z-vysvitlennya-u-zmi-pytannya-gendernoyi-rivnosti-zapobigannya
https://eu-ua.kmu.gov.ua/analityka/metodychni-rekomendaciyi-z-vysvitlennya-u-zmi-pytannya-gendernoyi-rivnosti-zapobigannya
https://eu-ua.kmu.gov.ua/analityka/metodychni-rekomendaciyi-z-vysvitlennya-u-zmi-pytannya-gendernoyi
https://eu-ua.kmu.gov.ua/analityka/metodychni-rekomendaciyi-z-vysvitlennya-u-zmi-pytannya-gendernoyi

RESEARCH
METHODOLOGY

.................................................................... METHODOLOGY

The study involves two stages of data collection and further analysis. At
the first stage, Women in Media NGO surveyed Ukrainian media workers
regarding the representation of women in managerial positions. The survey
also asked about the availability and implementation of equality and non-
discrimination policies, as well as women’s leadership opportunities in media

organizations.

The survey is based on indicators used® by the European Institute for
Gender Equality (EIGE). The institute developed and suggested three
indicators of gender balance in decision-making in EU media organizations.
The first two indicators directly relate to the decision-making process, by
analyzing theratio of womentomenin senior positionsin media organizations,
both in internal and external decision-making bodies. The third indicator is
of a more qualitative nature and measures the existence of gender equality
policies implemented by media organizations in order to promote gender
equality and women’s professional growth. This indicator aims to provide an
overview of a wide range of existing policies and measures, without going

into detail about their content, impact, and effectiveness.

8 Review of the implementation of the Beijing Platform for Action in the EU Member States.
Women and the media — advancing gender equality in decision-making in media organisations :
main findings // European Union. - Access mode: https://op.europa.eu/en/publication-detail/-/
publication/0406d3e9-84ac-4818-b939-7f549ba77650



https://op.europa.eu/en/publication-detail/-/publication/0406d3e9-84ac-48f8-b939-7f549ba77650
https://op.europa.eu/en/publication-detail/-/publication/0406d3e9-84ac-48f8-b939-7f549ba77650

The methodology of the European Institute for Gender Equality involves
the collection of factual data and deliberately eliminates respondents’
subjective assessments regarding the perception of equality policies and
career growth opportunities. This approach allows for a more objective
assessment of the situation, eliminates the risks of receiving self-censored

answers and allows expanding the field of further research.

The collected data served as a basis for a proportional sample by region
and media type. With the help of the developed recommendations, the
analyzed and aggregated data will be used to strengthen the policies of
equal opportunities for women and men and to promote women’s leadership

in the Ukrainian media.

At the second stage, the data used will concern gender representation of the
founders and management bodies of media organizations by media type and
region. Such data is currently collected by the media regulator, the National
Council for Television and Radio Broadcasting (National Council). Under
the Law of Ukraine “On Media,” one of the priority vectors of the National
Council’s work is ensuring gender equality in the media and protecting
citizens of Ukraine against potential forms of discrimination, including
gender-based discrimination. To this end, the National Council is planning
to create a gender profile of Ukrainian media set to be updated annually.
The profile would contain data on the number of employees, the average
age, the presence of people with disabilities, age representation, as well as
gender proportion by professional role in the media (journalists, managers,

anchors, hosts, program service, administrative units, etc.).



OBJECTIVES
: OF THE STUDY [

------ I To analyze the gender composition of management bodies in
' Ukrainian media;

------ 1 To study the existence of equality and non-discrimination policies

for media workers;

------ I To analyze media workers’ level of awareness of factors that affect

the prevention of gender discrimination in their organizations;

B I To develop recommendations on the establishment of gender
equality and non-discrimination policies in media organizations,
improving women’s leadership and engaging women in decision-

making in the media environment.



LIMITATIONS

OF THE STUDY

There are no clear, measurable and transparent data on personnel
composition, staff and especially gender balance in this aspect in
Ukraine. Different newsrooms formalize their structures, account
staff and communicate this within the team in very different ways.
Therefore, it is currently impossible to verify the data provided by
respondents from alternative sources. Representatives of the same
newsroom could provide varying responses. However, this may be
related to the subjective perception of the situation by individual
editorial staff and does not affect the accuracy of the interpretation
of the survey results in general.

The current Ukrainian context is important for accurate
understanding of the results obtained. Above all, the ongoing
martial law impacts the security, economic, social, and gender
aspects of work, particularly of the media.

Most of the surveyed newsrooms have a small staff and limited
resources for its maintenance and especially investment in its
development. It also affects the gender balance in newsrooms and
the availability of policies and training.




KEY FINDINGS
OF THE STUDY

A survey on the gender analysis of editorial management,
which is based on questionnaire responses from 173
representatives of 168 Ukrainian media, showed that,
although women comprise the majority of editorial
management bodies, men prevail among media
owners.

The most common response is that all the indicated managerial
positions are held by women — 41%.

However, the ultimate beneficial owner of the mediais a man —
that is, in

(o) of the surveyed
38 /o newsrooms <

Many responses (35%) also said that the ultimate beneficiary

of the media is neither a man nor a woman. This applies to
newsrooms that work in the form of organizations founded by
collectives.



Among newsrooms not represented by women on positions
involving strategic planning, the majority are regional. For
context, it is also important to understand that the staff
structure of most newsrooms does not involve a large number of
managers. Thus, there are no women in managerial positions
in17 regional newsrooms, which is practically one in five regional

media whose representatives participated in the survey.

In newsrooms where more than two people hold managerial
positions, there is potentially an increased risk of higher
gender imbalance.

In particular, Section 2 “Advisory Bodies” shows how the
statistical distribution of women’s representation depends on
the quantitative increase in the respective positions. In other
words, the more staff units of a specific type are available in the
media outlet, the more likely it is that women will have lower
representation.

Thesizeof newsroomsaffectsnotonlygenderrepresentation,
but also the workload of women managers. In small teams,
there is a tendency for one person to hold several managerial
positions at once, due to the lack of staff and resources. Some
interviewees pointed out that it is the low incomes in the media
that are the reason editorial offices consist mainly of women,
who therefore occupy managerial positions.



34%

More than a third of the respondents said that there was no
formalized equality policy in their newsroom.

Among those who indicated having certain
policies, the least common response was about
policies to encourage women’s leadership. This
was pointed out by representatives of 3% of the
interviewed media.

Interestingly, despite the existence of policies, in most cases
newsrooms have no officer, consultant, or mechanism for
reporting violations of equality and non-discrimination
policies.

6 8 % 1 8 %

Don’t have Do Not aware of such a mechanism
being available or not available
in their newsroom



The situation is similar with training on tolerance, non-
discrimination, women’s leadership which would be held for
newsroom workers at least once a year, since 67% of the res-
pondents indicated having no such practice at their workplace.

Based on the survey, we received comments from 9
representatives of newsrooms expressing interest
in developing equality policies or conducting the
aforementioned trainings for the teams of their media. This
means that often newsrooms do not oppose gender equality,
but do not have the time, resources, and expertise to think
about the issue, and mistakenly underestimate its importance.

However, in several cases, the conviction remains that formalized
policies and trainings are unnecessary, since problems with
gender equality in the newsroom have not yet arisen or been

voiced.

This is due to the fact that Ukraine is one of the so-called
“gender-blind countries.” Gender-blind countries are those
whose media claim they have no issues with discrimination
against women, and which do not understand the obstacles

women face in this sector.




For the context and understanding of the obtained data, it
is important to note that Ukrainian newsrooms work in the
conditions of Russia’s full-scale military aggression against
Ukraine. The dedicated research conducted by Women in Media

NGO in 2022 explains how it affects the work of women in media.

The military draft significantly impacts the gender
composition of newsrooms during martial law and the
distribution of responsibilities within the team.

There is a lack of men in the media for a number of reasons.
The respondents cite challenges of military draft, reluctance
to be employed officially, and low wages.


https://www.zhinkyvmedia.com/projects

GENDER BALANCE

IN DECISION-MAKING
IN UKRAINFE’S MEDIA
ORGANIZATIONS:
SURVEY RESULTS

From August 5 to 20, 2023, Women in Media NGO surveyed Ukrainian media
workers regarding the representation for the purpose of gender analysis of
women’s representation in managerial positions in media organizations. The

results of this survey are published in a summarized form.

In total, 184 respondents filled out the questionnaire. Due to non-compliance
with the criteria of the questionnaire, 11 responses were screened out
(anonymous responses, responses from representatives of public or
educational organizations rather than editorial offices, incorrect filling, etc.).

Therefore, subject to further analysis are

175 168

questionnaires from media
representatives



WHO PARTICIPATED IN THE SURVEY?

online media




By reach:

4450
regional newsrooms 240/0

national

9%

multi-regional

4%

international

Positions:
36% 21%

top managers newsroom workers mid-level
managers

The vast majority of responses came from women:

86%




SECTION T

GENDER BALANCE
INTHE MEDIA:
TOP MANAGEMENT

In this section, respondents were asked to answer questions related to the

quantitative composition and gender representation in newsrooms at the
highest level: managers who make strategic decisions, manage budgets
and resources of the organization, and also participate in the formation of

editorial policies.



How many women in your organization work in managerial
positions involving the development and implementation of
the strategy of the entire organization?

Among the relevant responses, 81% indicate that women make up half or
more of such positions. In 19 cases, the answer to this question was “l don’t
know”, which is 1% of all answers.

REPRESENTATION OF WOMEN IN LEADERSHIP
POSITIONS IN THE MEDIA INVOLVING STRATEGIC PLANNING

80

60

40

20

17
N N B . =

100% 75-99% 50-74% 25-49% 1-24% NO WOMEN IN
SUCH POSITIONS

The most common response is that all the indicated positions are held by
women — 41%. A third of the responses indicate that women hold from half
to three quarters of such positions. In 1% of the surveyed organizations,
women occupy fewer than half of such positions. In 6%, these positions are
not represented by women at all.

Among newsrooms not represented by women on positions involving
strategic planning, the majority are regional. For context, it is also important
to understand that the staff structure of most newsrooms does not involve
a large number of managers. Among newsrooms where half or more of the
management is represented by women, the majority — 57% — have only one
or two managers of a strategic level.



Thus, there are no women in managerial positions in 17 regional
newsrooms, which is about one in five regional media whose representatives
participated in the survey (22% of the total number in this category), in
7 national media (17% of the total number of national media participating
in the survey), 4 multiregional media (25% of the surveyed media in this
category), one local and one international media outlet.

How many women in your organization work in managerial
positions involving the planning and allocation of funds,
procurement, tenders, engaging material resources?

Amongalltherelevantresponses,in 93% of cases, half or more of such positions
are held by women. In most newsrooms, such positions are represented by
women exclusively — 57%. Women are not represented in such positions at
all in 3% of newsrooms. 11% of responses were “| don’t know.”

HOW MANY WOMEN IN YOUR ORGANIZATION WORK IN MANAGERIAL POSITIONS
INVOLVING THE PLANNING AND ALLOCATION OF FUNDS, PROCUREMENT,
TENDERS, ENGAGING MATERIAL RESOURCES?

100

75
50
46
25
6 1 4
0 e | —

100% 75-99% 50-74% 25-49% 1-24% NO WOMEN IN
SUCH POSITIONS

In this category, there is an even greater tendency where only one or two
people have a position with responsibility for financial and other resources —
62% of all newsrooms surveyed.



How many women in your organization work in managerial
positions involving the development of editorial policies, the
content plan, development of formats?

Most commonly, such positions in newsrooms are entirely represented
by women — 56%. Overall, 50% to 100% of such positions are held by
women in 88% of newsrooms. There are no women in such positions in 6%
of newsrooms participating in the survey, and the share of “I don’t know”
responses was 9%.

HOW MANY WOMEN IN YOUR ORGANIZATION WORK IN MANAGERIAL POSITIONS
INVOLVING THE DEVELOPMENT OF EDITORIAL POLICIES, THE CONTENT PLAN,
DEVELOPMENT OF FORMATS?

100

88
75
50
38
25
1

0 I I ! I
100% 75-99% 50-74% 25-49% 1-24% NO WOMEN IN

SUCH POSITIONS

Among newsrooms with no women holding positions that involve the
development of editorial policies, the content plan, and development of
formats, most are regional media. This is 9% of the total number of regional
newsrooms that participated in the survey.

More than a half — 51% of the respondents who were able to provide
information on the number and gender distribution of such positions —
indicate that such positions are held by one or two people in the newsroom.



The size of newsrooms affects not only gender representation, but also
the workload of women managers. In small teams, there is a tendency for
one person to hold several managerial positions at once, due to the lack of
staff and resources.

In an organization with only three full-time founding
employees, it is difficult to distribute powers very
broadly. So the manager is mostly responsible for
everything,

indicated one participant. In total, we received more than 10 similar
comments to the survey.

A few more interviewees pointed out that it is the low incomes in the
media that are the reason editorial offices consist mainly of women, who

therefore occupy managerial positions.

Unfortunately, it is mostly women who currently
work in local media. Maybe because the salary is too
low. You are just constantly forced to get by,

said one comment.

We have a purely ‘women’s’ media, where all the
employees, owners, and final beneficiaries are
women. | guess because we have low salaries, men
are not interested in working in such a media outlet,

said a representative of a regional printed media outlet.



This is an interesting trend for further research. The analysis “Gender aspects

of employment and career in the media sector of Armenia, Georgia,

Moldova, Russia, and Ukraine”’® carried out by the Swedish organization

FOJOin 2020 also exposed the feminization of the media sector. The authors of
the study indicate that when women join the media, they mostly demonstrate
high professional qualities (discipline, loyalty to their media outlet, etc.), which
allows them to gain a foothold, and that includes managerial positions of
various levels. The experts of the study suggest that the feminization of the
media industry is not so much about more women joining the sector as it is
about men leaving the industry. The experts and respondents believe one of
the key reasons to be the low level of wages in the media. However, despite
the mass employment of women in the media industry, the general tone and
agenda are still set by men.

Media owners

When it comes to ownership of the media, the situation is vastly different.
The most common response is that the final beneficiary of the media is
aman — thatis, in 38% of the surveyed newsrooms. Women are the owners
of a quarter of newsrooms participating in the survey — 25%.

Woman
249 %
Don’t know
2,3% 34,7 %
9 Gender aspects of employment and career in the media sector of Armenia, Georgia, Moldova,
Russia and Ukraine // F0JO. — Access mode: https://fojo.se/wp-content/uploads/2020/08/Gender-

Teport-2020-ENG.pdf


https://fojo.se/wp-content/uploads/2020/08/Gender-report-2020-ENG.pdf
https://fojo.se/wp-content/uploads/2020/08/Gender-report-2020-ENG.pdf
https://fojo.se/wp-content/uploads/2020/08/Gender-report-2020-ENG.pdf
https://fojo.se/wp-content/uploads/2020/08/Gender-report-2020-ENG.pdf
https://fojo.se/wp-content/uploads/2020/08/Gender-report-2020-ENG.pdf

Many responses also said that the ultimate beneficiary of the media
is neither a man nor a woman. This applies to newsrooms that work in
the form of organizations founded by collectives. In a few questionnaires
(4 in total, which constitutes 2%), the respondents said that they did not

know who was the owner of their media.

In this regard, it is important to understand the extent to which owners
influence the operational work of newsrooms. It is about participation in
meetings, distribution of finances, formation of editorial policies, etc. The
vast majority of the respondents — 54% — said the owner did influence the
operational work, while a quarter — 25% — said they did not. However, 8%

of the respondents were unaware of the role of media owners.

IS THE ULTIMATE BENEFICIAL OWNER INVOLVED IN THE OPERATIONAL ACTIVITIES
OF YOUR MEDIA?

No
24,9 %

Yes
54,3 %

Don’t know
8,7 %

Other
12,1 %




SECTION2 P

GENDER BALANCE
INTHE MEDIA:
ADVISORY BODIES

This section refers to the composition of supervisory bodies which determine
and control the organization’s activity and influence the formation of its
strategies and policies. Such bodies may consist of individuals who are not
necessarily full-time employees of the organization. This can be a supervisory

board, a board of investors, etc.



Among the surveyed media, the majority — 61% — did not have such
agencies. Fewer than a quarter do — 24%. 12% of the respondents were not

aware whether their media outlet had advisory bodies within its structure.

Among editorial offices with advisory bodies, in 57% of cases this body is
headed by a woman, in 38% by a man. The remaining respondents did not
know accurate information about this.

WHO LEADS THE ADVISORY AGENCIES OF THE MEDIA?

Man

38"

y Don’t know

As for the gender representation in these consultative and advisory bodies,
of the 42 respondents, 10 were unable to answer this question. Among
newsrooms where the respondents were able to provide this data, women
commonly make up a half to three quarters of such advisory bodies. This is
evidenced by half of the responses among representatives of the media that
have advisory bodies where the respondents know their composition. Thus,
in half the cases, women constitute the majority, and in the other half — the

minority in these bodies.



WOMEN AS PART OF ADVISORY AGENCIES

20

15 16
10
5
4
1 1 1
| | |

100% 75-99% 50-74% 25-49% 1-24% NOWOMEN IN
SUCH POSITIONS

Based on these indicators, we can observe how the statistical distribution
of women’s representation depends on the quantitative increase in the
respective positions. In other words, the more staff units of a specific
type are available in the media outlet, the more likely it is that women
will have lower representation. However, this presents an opportunity for

further research requiring systematic and comprehensive data collection.



PO3I 3

GENDER BALANCE IN
THE MEDIA: EQUALITY
POLICIES IN THE

This section of the questionnaire was connected with formal policies that
exist as actual documents in newsrooms. It did not include the respondents’
subjective assessment of the quality or due observation of these policies in
newsrooms. Respondents could check one or multiple options on the list of
policies.



EXISTENCE OF THE LISTED POLICIES IN THE ORGANIZATION

None

Policies of equal opportunities
and diversity or / and a gender
equality policy

Policies of social guarantees
in case of a vacation
or a maternity leave

A transparent payment policy

I don’t know

Policies against
harassment in the workplace

Promoting
women’s leadership

More than a third of the respondents said that there was no formalized
equality policy in their newsroom. This is indicated by 34% of the
respondents.

The least common response was that the newsroom had policies
to encourage women’s leadership. This was pointed out by the

e e e 00000000000 00

representatives of 3% of the interviewed media.

The second most common response was that the newsroom had a policy
of equal opportunities and diversity or gender equality policies. 24% of the
respondents indicated that their newsrooms had such documents in place.

The next most frequently mentioned category is policies of social guarantees
connected with leaves and childcare. 22% of the respondents indicated that

their newsrooms had such a document in place.



21% of the respondents indicated that their organizations had transparent
salary policies. The same number said they were not aware of any equality

policies existing in their media.

Interestingly, despite the existence of policies, in most cases newsrooms
have no officer, consultant, or mechanism for reporting violations of equality
and non-discrimination policies:

Not aware of such a mechanism being
available or not available in their newsroom

14% 18%

Do Don’t have

The situation is similar with training on tolerance, non-discrimination,
women’s leadership which would be held for newsroom workers at least
once a year:

Not aware of such activities

9% 24%

Have this practice No such practice

Based on the survey, we received comments from 9 representatives of
newsrooms expressing interest in developing equality policies or conducting
the aforementioned trainings for the teams of their media. This means
that often newsrooms do not oppose gender equality, but do not have
the time, resources, and expertise to think about the issue, and mistakenly

underestimate its importance.




It occurred to me that we should encourage the
employees of our organization to take training on
tolerance, non-discrimination etc. at least once a
year. | would like to learn more about such events,
particularly ones developed especially for men prone
to intolerant behavior.

| realized that even though we do have a document
about a gender-sensitive media policy, we have no
designated officer responsible for this, and we do not
train the team on these issues. So, we are going to
work on it.

I think the newsroom would happily support such
documents (at least some of them), but it doesn’t
have the resources or time to develop and implement
them.

| think some urgent things now include the legal
education of women who have to account for all
issues by themselves, and thus they need more
knowledge, especially comprehensive knowledge,
about interactions in the legal field.



However, in several cases, the conviction remains that formalized policies
and trainings are unnecessary, since problems with gender equality in the

newsroom have not yet arisen or been voiced.

Trainings, workshops etc. on non-discrimination,
women’s leadership or tolerance are not relevant
for us, because we have a friendly atmosphere on
our team, every employee is equally important,
and their thoughts and initiatives are perceived the
same way regardless of the age, gender, or any other
characteristics.

This is due to the fact that Ukraine belongs to the so-called “gender-
blind countries.” This was discovered by the study “Comparing Gender
and Media Equality Across the Globe”*° by the Nordicom Center in 2020.

Gender-blind countries are those whose media claim they have no issues with

discrimination against women, and which do not understand the obstacles

women face in this sector.

10 Comparing Gender and Media Equality Across the Globe/ Nordicom, 2020, — 338 p. — Access mode:
https://www.nordicom.qu.se/en/publications/comparing-gender-and-media-equality-across-globe



https://www.nordicom.gu.se/en/publications/comparing-gender-and-media-equality-across-globe
https://www.nordicom.gu.se/en/publications/comparing-gender-and-media-equality-across-globe
https://www.nordicom.gu.se/en/publications/comparing-gender-and-media-equality-across-globe

The challenges of martial law in Ukraine

For the context and understanding of the obtained data, it is important to
note that Ukrainian newsrooms work in the conditions of Russia’s full-scale
military aggression against Ukraine. The research conducted by Women in
Media NGO in 2022 explains how this affects the conditions of women’s work.

The military draft significantly impacts the gender composition of newsrooms
during martial law and the distribution of responsibilities within the team.
There is a lack of men in the media for a number of reasons. The respondents
cite challenges of military draft, reluctance to be employed officially, and

low wages.

In many companies, not just in the media, women have
replaced men who went to war. Even two years ago,
the situation would have looked completely different.

In our agency, all men who worked with us have been
drafted. There is one photo editor remaining who is
not subject to draft due to legislation.

The editor cofounded a territorial defense battalion;
now, he is an officer of a combat unit; the creative
editor has been drafted to the Armed Forces of
Ukraine. [...] Let’s say, while writing people’s stories
during the war, we do not distinguish our men and
women characters, though we increasingly have to
interview women, since men are getting fewer...


https://www.zhinkyvmedia.com/projects

RECOMMENDATIONS
BASED ON THE STUDY

At the state level, implement robust measures that help
the media sector support and encourage more women in
decision-making positions.

This can include tax incentives and special funds for support
of media content, especially for small regional and local

newsrooms.

Start active implementation of national gender equality
indicators in the media approved by the Ministry of
Culture and Information Policy,™ and regularly report on
the results and changes in dynamics.

The National Public Broadcasting Company of Ukraine could

take on a leadership role here.

11 Guidelines on Media Coverage of Gender Equality; Prevention of Violence, Sexism, and Gender
Stereotypes // European Integration Portal. — Access mode: https://eu-ua.kmu.gov.ua/analityka
metodychni-rekomendaciyi-z-vysvitlennya-u-zmi-pytannya-gendernoyi-rivnosti-zapobigannya
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Implementation of gender indicators by Ukrainian media

can be based by UNESCO gender-sensitive indicators**and

must include:

The availability of an effective equal opportunities policy with
comprehensive implementation measures developed with
the participation of company employees. Existence of regular
self-control monitoring and reporting on the actions of the
media company to ensure a gender balance at the decision-
making level.

Availability of a special budget within the media company
to support a comprehensive equal opportunities policy. The
media company makes an effort to raise awareness of the
equal opportunities policy among the employees and reports
on it regularly at various levels.

Availability of a gender-focused department or an expert
(experts) on the gender-sensitive approach to monitor and
assess gender equality in the workplace. Employees should be
aware that there is a gender-focused department or experts
to resolve issues encountered by both women and men.

Availability of a media policy ensuring an equal attitude to the
general labor conditions / environment and rights, including

wages and promotion opportunities; a systematic overview

12 Gender-sensitive indicators for media: framework of indicators to gauge gender sensitivity in
media operations and content [EnekTponHuin pecypc] // UNESCO: [IHTepHeT-nopTan]. — Pewum gocTtyny:
https://unesdoc.unesco.org/ark:/48223/pf0000217831



https://unesdoc.unesco.org/ark:/48223/pf0000217831

and reporting on the level of salaries and promotion of men
and women; equal and transparent recruitment practices
(e.g., all selection boards for positions in the company must be
balanced in terms of gender; the expert on gender issues must
be involved in the recruitment process in the organization).

The availability of means and activities that take into
account the different needs of women and men (including
safe transport after evening/night shifts for women, safety
equipment for women working in the combat zone, for
example, bulletproof vests made for the female body); the
existence and implementation of a comprehensive system of
prevention, complaints, and support of the survivor of sexual
harassment and bullying at the workplace.

The national media regulator — the National Council on
Television and Radio Broadcasting — should regularly collect
and analyze data on the gender profile of media, encouraging
Ukrainian newsrooms to pay attention to not just the content,
but also the internal policies of media companies.

Media organizations should be encouraged to approve self-
regulating measures, such as internal codes of conduct and
ethics, internal supervision, the development of broadcasting
standards promoting gender equality, introducing gender
equality and non-discrimination policies at the workplace and
in the content, conducting regular training of the employees on
gender awareness. Formalized non-discrimination and gender
equality policies are often lacking in newsrooms, even in teams
that are generally tolerant. This is viewed as something that
should be clear by default.



However, the presence of clear, transparent rules can serve not
so much as a way to resolve conflicts, but rather as a declaration
of values. It is also a powerful signal to readers, viewers, and
listeners that the outlet has zero tolerance to discrimination.

The level of journalists’ awareness on gender equality issues
in newsrooms remains quite low, with little or no training
offered. Professional development opportunities should be
made accessible at every level, including the highest-level
management of media companies, encouraging freelancers
to participate — both women and men. The purpose is to
provide media workers with tools to understand, analyze, and
support gender equality in the media.

A mandatory course on gender equality and non-
discrimination should be included in the curriculum of all
journalism and media majors starting from the first year of
training.

The Government Commissioner on Gender Policy and
other public agencies should pay attention to the inclusion
of the media and media workers in the discussion of gender
equality issues, particularly in the context of Ukraine’s
recovery, engaging them in a partnership rather than only
using the media as a platform for placing information. Apply
gender equality as a cross-cutting theme in educational and
further training programs.



Promote active research of gender equality issues in the
media by civil society organizations, particularly in the
sectors of media access, representation, participation
(quantitative and qualitative indicators), and conditions
of work in Ukrainian media; conduct research focusing not
only on women but also their interaction with men; regular

publication of results and findings of such projects.

As a self-regulatory body of journalists and newsrooms,
the Commission on Journalistic Ethics should support and
promote best practices through dialogue, networking,
and partnerships among stakeholders in the media sector
with the purpose of further fight against sexism and gender
stereotypes in this sector, as well as for promotion of gender

equality.

It is important to understand that the implementation of these measures
requires significant support from the government, local authorities, and
representatives of the media sector, civil society organizations, and even
business, to provide material and financial resources, as well as management
decisions to achieve significant changes in the media sector. Ensuring gender
equality is a complex task that requires systematic, consistent and intentional
involvement of all stakeholders in the process. This is primarily a product of

collective work aimed at changing the culture and mindset in the media sector.
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ABOUT THE WOMEN IN MEDIA NGO s

Women in the media is a network of Ukrainian women employed in
the media operating on the peer-to-peer principle. We empower each
other and fight against sexism in newsrooms and in content. Our goals
are gender-sensitive journalism and more women in media in decision-

making positions.

The initiative Women in Media was created in April 2019 by media
professionals Liza Kuzmenko and Viktoriia Yermolaieva, who worked
together at Hromadske Radio. It started with a Facebook group, which
currently unites about 1,500 journalists, editors, producers, and other

media workers.

In September 2019, the NGO Association “Women in Media” was
registered. The purpose of the organization is to unite women working
in media to assert gender equality on two levels: equality within the
media (equal opportunities and treatment, equal access to positions)
and equality in media content, with a special emphasis on fighting against
sexism, as well as providing leadership and necessary resources to protect

the rights and opportunities of women in all areas of life.
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