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SOME FEATURES OF LEGAL
REGULATION OF WOMEN’S LABOUR

AEAKI OCObJIUBOCTI MPABOBOIO
PETYTIOBAHHS NMPALI XXIHOK

Summary. The article focuses on the peculiarities of legal regulation of women’s labor in Ukraine and internationally. It
highlights the key aspects of women’s labor rights protection, including benefits and restrictions aimed at preserving women’s
health and social role in society. It also analyzes gender inequality issues such as occupational discrimination, the wage gap,
and difficulties in finding employment.

The study emphasizes the compliance of Ukrainian legislation with international standards based on equal rights for men
and women, but taking into account the physiological characteristics of women. Special attention is paid to the Labor Code of
Ukraine, which provides for prohibitions on heavy work for women, restrictions on night work, and preferential conditions for
pregnant women and mothers. Examples of successful practices in regulating women’s labor in EU countries, including Spain,
Italy, Germany, and Norway, are provided.

The author also considers the impact of martial law on labor relations, which is accompanied by changes in some labor
regulations. The author also discusses the feasibility of introducing innovative mechanisms, such as menstrual leave introduced
in Spain, which are aimed at recognizing the specific needs of women.

The article concludes that it is necessary to adapt the best international practices to the national realities of Ukraine in order
to create an effective legislative framework for ensuring gender equality in the workplace. Prospects for further research include
a detailed analysis of innovations in the labor legislation of other countries and their integration into the context of Ukrainian
socio-economic conditions.

Results. The research results showed that the legal regulation of women’s labor in Ukraine, although it provides for certain
guarantees and benefits, does not always meet modern requirements of gender equality. In particular, the analysis of existing
regulations, such as the Labor Code and the Law on Occupational Safety and Health, revealed that there is a system of re-
strictions and benefits aimed at protecting women, in particular in terms of prohibiting heavy and dangerous work, providing
parental leave, and special working conditions for pregnant women.

However, in practice, these guarantees are often not enforced or are not effective enough, due to imperfect law enforcement
practices and lack of awareness of women'’s rights. The gender pay gap in Ukraine, which is 18.6% as of 2023, is a clear indi-
cation of discrimination against women in the labor market. This means that women are paid less for equal work compared to
men, which is a serious problem despite legislative efforts to ensure equal pay.

In addition, the study found that under martial law in Ukraine, some restrictions on women’s employment rights were tempo-
rarily eased, including the permission to engage women in heavy work with their consent, which has an impact on their working
conditions during the war. A study of international experience, in particular the practices of European countries such as Spain,
Germany and the United Kingdom, has shown that effective legal regulation of women'’s labor rights is possible only if gender-
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sensitive approaches are integrated, including special benefits and quotas for women in leadership positions. Given these re-
sults, it can be concluded that in order to ensure real gender equality in Ukraine, it is necessary to improve the legal mechanisms
for protecting women'’s labor, taking into account both international experience and the specifics of the national context.

Prospects. Further research in the field of legal regulation of women’s labor requires a comprehensive, interdisciplinary ap-
proach, which involves an in-depth study of innovative mechanisms for ensuring gender equality. Promising areas of research
include a detailed comparative analysis of European practices of labor relations regulation, in particular, the implementation of
gender-sensitive approaches in the legislation of EU countries.

Particular attention should be paid to studying the experience of countries such as Spain, Germany, and Norway in the
context of implementing special quotas for women in leadership positions, mechanisms for protecting reproductive rights, and
creating an inclusive work environment. An important scientific task is to develop recommendations for the adaptation of
international standards to national legislation, taking into account the specifics of the socio-economic and military-political
situation in Ukraine.

The research prospects also include an in-depth study of the impact of martial law on the transformation of women’s labor
rights, analysis of the potential long-term consequences of temporary restrictions, and development of strategies to minimize
them. A separate area of research should be the study of innovative social practices, such as menstrual leave, introduced in
Spain, and an assessment of the possibilities of their implementation in the Ukrainian context. The methodological basis for
further research should be an interdisciplinary approach that combines legal, sociological, economic and psychological methods
of analysis, which will allow a comprehensive assessment of the state and prospects for gender equality in the labor sphere.

Key words: women’s labor, gender equality, labor legislation, gender discrimination, gender pay gap, rights of pregnant
women, martial law, benefits for women, social guarantees, labor discrimination, legal protection of women.

AHoTauis. Bctyn. CTatTs npucBsideHa oKkpemum ocobmBOCTAM MPABOBO20 Pe2y/I0BAHHS MPaLi XiHOK B YKpAiHi B yMoBaX
2n06anizavii, ska TpaHcopmye TpygoBi BIGHOCHHM Y BCbOMY CBITI. BUCBIT/IEHO K/TIOYOBI ACMEKTH 3aXMCTy TPYJoBMX MPAB XKIHOK,
L0 BK/IIOYAIOTb Miflban Ta 0OMexXeHHs, CpIMOBAHI Ha 30epexxeHHs 3gOpoB’s Ta COLiaIbHOI PO XKIHOK y CycrinbCTBi. [1pOaHa-
Ni30BAHO CyyacHi mpobaemu 2eHgepHOi PiBHOCTI, TaKi sk MPOgeciiiHa guckpumiHawisi, po3py1s B 0nAdTi Npaui T4 yCKAAgHeHHS
nig yac NpaveBaaLTyBaHHS.

Y gocnigkeHHi aKLeHTYeTbCS yBa2a HA BigMOBIGHOCTi yKPaiHCbKO20 3KOHOGABCTBA MiXKHAPOGHWUM CTaHgapTam, Lo 6a-
3yI0TbCS HA PIBHOCTI MPAB YOMOBIKIB i XiHOK, ae BpaxoByioTb $i3iono2iyHi 0cobAMBOCTI XiHOK. Okpemd yBa2a MpuginseTbes
Kogekcy 3akoHiB npo npauto Ykpainu, akuii nepegbayae 3a60poHM HA Baxki pobOTH gasi XiHOK, 0OMeXeHHS HiYHOI mpaui,
ninb20oBi YMOBM A5 BARITHUX TA MATepiB. HaBegeHO npuKaagu yCcrilHo20 3apybixHo20 goCBigy B pe2y/tloBaHHI npaui )iHOK
y gepxxasax-yneHax €C, 30kpema Icnanii, ITanii, HimewunHi Ta Hopsezii.

Po32/1siHyTO TAKOX BI/IMB BOEHHO20 CTAHY HA TPYJOBI BIGHOCUHM, LLO CYMPOBOGXKYETLCH 3MIHOK gesKMX TPYJOBUX HOPM.
3anponoHOBAHO 3aN03UYNUTU MO3UTUBHUI JOCBI] ICNAaHii CTOCOBHO BMPOBAGMEHHS IHHOBALIMHUX MEXAHI3MIB, TAKMX K MeH-
CTPYanbHi BignycTku, ki OPIEHTOBAHI HO BU3HAHHS i 3a6e3neyeHHst IpUpPOgHUX NOTPed iHOK.

CTaTTa MiCTUTb BUCHOBKM NPO HeobXigHIiCTb aganTayii nepegoBo2o 3apybixH020 gocBigy go HALiOHAAbHUX peaniii Ykpa-
iHu, o6 cTBOPUTH epeKkTBHE 3aKOHOgaBYe NigrpyHTs g/si 3abe3neyeHHs: 2eHgepHoi piBHOCTI y cdepi npaui. MepcnexkTram
nogablLmMx gocaigxxeHb BKOYAIOTb geTA/IbHUI AHAI3 IHHOBALV Y TPygoBOMY 3AKOHOGABCTBI iHLIMX KPAiH TA iHTe2pauito ix
Y KOHTEKCT YKPAiHCbKMX COLiaIbHO-eKOHOMIYHMX YMOB.

3axuCT TPYgoBMX MPAB XKIHOK € BAXKINBUM MUTAHHAM 3a0€3MeyeHHs PIBHUX MOX/IMBOCTEN Ta HEGUCKPUMIHALIT 30 03HAKOIO
cTari. Xo4ud 3aKOHOGABCTBO YKPAiHM geKkadapye piBHICTb MPAB YOMOBIKIB i KIHOK, HA NPAKTULI KiHKM gOCi CTUKAIOTLCA 3 YNCIeH-
HUMK Npobiemamm Ta 0OMeXeHHIMM Y cdepi 3aiHATOCTI.

Y cy4acHoMy CBITi MUTAHHSA 2eHgepHOI piBHOCTI Ha pOBOYOMY MiCLii € AKTYANbHUM i BaXXAMBUM. [1pobaema guckpumiHavii
)KIHOK Ha po0OTi 3A/IMLLIAETLCA CePYIO3HMM BUKIMKOM G151 CyCNibCTBA, OCKi/IbKM BOHA MOPYLLYE OCHOBHI MPUHLMNM CPABEg/N-
BOCTi TA PIBHUX MOX/IMBOCTEN.

MeTa. MeToto CTATTi € BCTAHOB/IEHHS 0COO/IMBOCTeN MPABOBO20 Pe2YNIOBAHHSA MPALi XiHOK B YKPQiHi, GHANI3 Cy4acHnX
npobnem y cdepi 2eHgepHoi piBHOCTi Ha poboyoMy MicLi i po3pobka pexomMeHgawiii 1L0go BOCKOHANEHHS 3aKOHOGABYMX Me-
XQHi3MiB g5 3a0e3nedyeHHs PIBHUX MOXJIMBOCTeN gAsl XiHOK y TPygoBUX BIgHOCUHAX. 30Kpemd, CTATTs MAe Ha MeTi BU3HA4Y1TH
KIOYOBI ACNEKTH TPYygoBO20 3AKOHOGABCTBA, WO CTOCYIOTHCS XIHOK, O TAKOX MOPIBHATM YKPAIHCbKI HOPMU i3 3apYOiKHUMM
npakTkamu, wob 3abe3nednTi ePekTUBHMI 3aXMUCT MPaB XKiHOK Ha poboTi.

Pe3ynbTaty. Pe3ynbTati gocnigkeHHs MoKa3am, Lo NpaBoBe pe2y/ItoBAHHS NPaLli XiHOK B YKpaiHi, xoua i nepegbayae nes-
Hi 2apaHTii Ta ninbeun, He 3aBXgu BIgNoBIgae Cy4acHUM BUMO2AM 2eHgepHOI PIBHOCTI. 30Kpemd, aHai3 gitodmx HOPMATUBHO-
NpaBoBMX AKTIB, TAKMX sIK KOGEKC 3aKOHIB PO npauto Ta 3akoH “T1po 0XOpoHy npaui”, BUSBMB, WO iCHye cucTema oOmexeHb
i Ninbe, CIPAMOBAHMX HA 3AXMCT XKIHOK, 30KpemMa B 4acTuHi 3a00poHN Ha Baxkki Ta Hebe3neyHi poboTy, HAGAHHS BigMyCTOK g/
go2nsgy 3a giTbMu, @ TAKOX 0COONMBMX YMOB MPaLli g/1s Ba2ITHUX JKIHOK.

[poTe Ha MPAKTMLI Li 2apaHTii 4aCcTO He BUKOHYIOTLCSA ab0 € HEGOCTATHLO ePpeKTUBHUMM, L0 MOB'A3AHO 3 HEGOCKOHANICTIO
NpaBo3aCcTOCOBYOI NPAKTUKM Ta HEGOCTATHLOIO 0BI3HAHICTIO XIHOK MPO CBOI Npasa.

Kpim T020, gocatigykeHHs! MOKA3aso, Lo B YMOBAX BOEHHO20 CTAHY B YKPAiHi gesiki oOMexxeHHs NPaB XIHOK Ha NpaLeB/iaLl-
TyBaHHS OYIM TUMYACOBO MOM SIKLLEHI, 30KpemMa go3B0/IeHO 3a/1y4aTi XIHOK go BAXKMX pobIT 3a iXHbOIO 320g010, LLO MAE BI/IMB
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Ha yMOBM iX Npaui nig 4ac BifiHn. BusdeHHs 3apybixHO20 goCBigy, 30KpeMa MPakTHK eBPOMeNCbKMX KPaiH, Takux K IcraHis,
HimeuynHa Ta BennkoOpMTaHis, Mokasano, Lo edekTBHe NpaBoBe Bpe2yNloBAHHS TPYJOBMX MPAB XIHOK MOX/IMBE uLLe 3a
YMOBM iHTe2pavii 2eHgepHoO Yy TAUBUX MIgX0QiB, L0 BK/OYAIOTH CNeLianbHi Misiban Ta KBOTU HA KepiBHI nocagum /st XiHOK. Bpa-
XOBYIOUM Li pe3y/IbTaTH, MOXHA 3p0OUTU BUCHOBOK, LLO §/1s1 3a0e3reyeHHs pealbHOi 2eHgepHOI PiBHOCTI B YkpdiHi HeobXigHO
BJOCKOHQ/I0BATM MPABOBI MEXAHI3MM 3AXMCTY NPALli XIHOK, BPAXOBYIOYM K MiXKHAPOGHWIA | 3apyOikHWI gocBig, Tak i 0cobam-
BOCTi HOLIIOHA/IbHO20 KOHTEKCTY.

MepcnexTvsy. Mloganblui HAOyKOBi PO3BigKM y cepi MpaBoB0O20 pe2y/IloBAHHS MPALi KiHOK BUMA2aIioTh KOMI/IEKCHO20, MiX-
gUCUMIIHAapHO20 Nigxogy, Wo nepegbayae no2amnbeHe BUBYeHHs IHHOBALIMHMX MeXaHi3MiB 3abe3neyeHHs! 2eHgepHOI piBHO-
CTi. epcnexTUBHUMM HanPAMKaMM OCAIgXKeHHs € geTabHUi KOMNAapAaTUBICTCbKMI QHAI3 €BPONENCbKMUX MPAKTUK pe2y/io-
BAHHS TPYJOBUX BIgHOCKH, 30KPema Logo BIPOBAGIKeHHS 2eHJepHO-4YTINBMX NIgX0giB Y 3KOHOGABCTBI KpaiH EC.

Ocob/mBoi yBazu noTpebye BUBYEHHS MO3UTMBHOR0 JOCBIGY TAKMX KPAiH, sk IcnaHis, HimeuynHa Ta HopBezisi, B KOHTeKCTi
iMrIeMeHTaLii crewianbHuX KBOT G/ KIHOK HA KepiBHMX 1Mocagax, MexaHi3MiB 3aX1CTy penpogyKTUBHUX NPAB T CTBOPEHHS
iHK/11031BHO20 pOOOYO20 CepeqoBMLLA. BaXMBMM HAOYKOBUM 3ABJAHHAM € po3p00/IeHHs1 peKoMeHgauii wogo aganTauii Mix-
HAPOGHMX CTAHGAPTIB §O HALIOHA/IbHO20 30KOHOGABCTBA 3 YPAXyBAHHSIM 0COO/IMBOCTEN COLiaIbHO-eKOHOMIYHOI Ta BOEHHO-
NOAITUYHOI CTyauii B YKPaiHi.

[epcrekTuBM gocaigoKkeHHs BKIOYAIOTb TAKOX No2/1mb/ieHe BUBYeHHS BI/IMBY BOEHHO20 CTAHY HA TPAHCPOpMaLito TpygoBmx
MpaB XiHOK, QHAI3 NOTeHLiNiHMX OB2OCTPOKOBMX HACAIGKIB TUMYACOBUX 0OMEXeHb Ta po3pobaieHHs CTpaTeai ix MiHiMi3auii.
OKpemuM HanpamMKoM HayKoBO20 MOLLYKY MAE CTATU JOCTIgXKeHHS IHHOBALIMHMX COLIANbHUX MPAKTUK, AK-OT MEeHCTPYA/bHI
BigyCTKu, L0 BNPOBAQXKEeHI B ICMAHiIi, T4 OLiHKA MOX/IMBOCTEH iX BIPOBAGXKEHHS B YKPAIHCbKOMY KOHTEKCTI. MeTogo/102i4HOI0
OCHOBOIO NOGA/IbLLIMX JOCAIg)KeHb MOBUHEH CTATU MIKGUCLIMINIHAPHMIA NigXIig, WO MOEGHYE NPABOBI, COLI0N0IYHI, EKOHOMIYHI
Ta NCUXO/I02i4HI METOgHM AHANI3Y, O gO3BOMNTb KOMIIEKCHO OLHWTM CTAH Ta nepcrexkTBy 3abe3nedeHHs 2eHgepHoI piBHOCTI

y Tpygosiii cepi.

KnrouoBi cnosa: npaus iHOK, 2eHgepHa piBHICTb, TPYgoBe 3aKOHOGABCTBO, gUCKPUMIHALLiS 3a O3HAKOKO CTATI, 2eHgepHUI
PO3pMB B ONAATI NPALi, NPAaBA BARITHUX XIHOK, BOEHHWI CTAH, Miibal G/ XIHOK, COLIA/IbHI 2apaHTIii, TPygoBaA gUCKpUMIHALIS,

MPaBOBMIt 3AXMCT XKIHOK.

tatement of the problem. In today’s Ukrainian

society, the problem of ensuring women’s labour
rights remains extremely relevant and multifacet-
ed. Despite the constitutionally enshrined equality
of rights between men and women, women continue
to face systemic restrictions in the labour sphere. So-
cio-economic realities demonstrate the existence of
persistent gender imbalances, which are manifested
in professional segregation, career restrictions and
permanent discrimination.

Statistical data confirm the existence of a signifi-
cant gender pay gap, which indicates deep structural
problems in the domestic labour relations system. For
example, the gender pay gap in Ukraine, which stands
at 18.6% in 2023, is a clear indication of discrimination
against women in the labour market. This means that
women are paid less for equal work compared to men,
which is a serious problem despite legislative efforts
to ensure equal salary.

According to the to a survey by the UN Recovery
and Peacebuilding Programme (2020), almost 60%
of the population of Ukraine believes that there is
a gender-based professional division in our society.
38% of respondents believe that ‘women should not
strive to master typical ‘male’ professions’ [2].

The gender pay gap is calculated as the difference
in is calculated as the difference between the average
salary of men and women in the country. According to
the State Statistics Service of Ukraine, in the gender
pay gap reached 17.8% in the first quarter of 2021,
which is the lowest figure in the country’s history (for
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example, in 2020 it was 20,5%). And as of 2023, the
gender pay gap in Ukraine is 18.6% [2].

Despite the fact that equal pay for work of equal
value is one of the fundamental principles of the EU,
the average gender pay gap in the EU is 13%. In addi-
tion, the share of female pensioners aged 65 and over
who are at risk of poverty is about 3—4% higher than
the share of male pensioners [2].

The issues of legal regulation of women’s labour
under martial law are particularly acute, when tra-
ditional mechanisms for protecting labour rights are
undergoing transformations. This research aims to
provide a comprehensive analysis of the existing legal,
social and economic barriers that impede real gender
equality in labour relations in Ukraine.

Analysis of recent research and publications.
Women’s labour protection is the subject of research by
many domestic and foreign scholars and practitioners.
In particular, international and foreign experience
has been studied by O.V. Pozharova and M. M. Greko-
va, and the works of S. P. Kovalevych, I. G. Khoruzha,
D.M. Kravtsov, and others are devoted to women’s
labour protection.

Objective. The purpose of the article is to study
the peculiarities of legal regulation of women’s labour
in Ukraine, to analyse the existing problems in the
field of gender equality in the workplace and to develop
recommendations for improving the legislative mech-
anisms for ensuring equal opportunities for women
in the labour sphere. In particular, the article aims to
identify the key aspects of labour legislation relating
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to women and to compare Ukrainian norms with for-
eign practices in order to ensure effective protection
of women’s rights at work.

Materials and methods. The materials and meth-
ods of the study included a comprehensive analysis of
Ukrainian legal acts and international documents in
the field of women’s labour regulation. The research
was based on the study of the Constitution of Ukraine,
the Labour Code, specialised laws and bylaws. The
methodological basis was based on comparative legal,
analytical and systematic methods of scientific knowl-
edge. The author analysed statistical data from the
State Statistics Service of Ukraine, the results of socio-
logical surveys, including the 2020 study of the United
Nations Recovery and Peacebuilding Programme.

Particular attention was paid to a comparative
analysis of Ukrainian legislation with the legal norms
of the European Union, primarily Spain, Germany and
Italy. The empirical basis of the study consisted of offi-
cial statistical materials, law enforcement practice, and
international reports in the field of gender equality.

Description of the main material. The funda-
mental law of our country, the Constitution of Ukraine,
emphasises the priority of family, motherhood and
childhood among all values and indicates that the state
should protect them. However, women’s labour rights
are often violated, and effective mechanisms for pro-
tecting these rights are less available or, due to certain
circumstances, not used [13].

Women’s labour is regulated by a system of spe-
cial rules that provide women with special labour
protection compared to general labour regulations,
and therefore these rules are set out in a separate
chapter of the Labour Code. These labour benefits are
necessary to protect the physiological characteristics
of women’s bodies, their maternal and childbearing
functions from occupational risks and to enable them
to fulfil their social role in society. Despite the equality
of rights between men and women, it should not be
forgotten that women need more favourable conditions
due to their physiological characteristics. Chapter 12
of the Labour Code of Ukraine is aimed at supporting
families, maternity, parenthood and childhood through
labour legislation [11].

At the legislative level, there are many provisions
that enshrine preferential labour rights for women,
which, of course, need to be known and used in the
course of work. The law promotes a balance between
work and motherhood: (1) pregnant women are given
lower productivity standards or transferred to lighter
work; (2) at the request of a pregnant woman, a wom-
an with a child under 14 or a disabled child, an em-
ployer is obliged to arrange for her to work part-time
or part-weekly; (3) for women with children under
18 years of age or children with disabilities, single
mothers, parents raising children without a father,
as well as for women caring for a sick family member,
the employer may establish reduced working hours at

its own expense; (4) parental leave is granted at the
request of a woman until the child reaches the age of
three with payment of benefits in accordance with the
law; (5) if a child requires home care, a woman has the
right to compulsory unpaid leave for the period spec-
ified in a medical certificate, but not more than until
the child reaches the age of six; (6) women are allowed
to work at night only as a temporary measure or in
connection with special needs (e.g., medical workers,
food industry workers) (7) women who have adopted
a newborn child directly from the maternity hospital
are granted a leave of 56 calendar days (70 calendar
days in case of adoption of two or more children) from
the date of adoption, provided that the adoption is duly
registered and state aid is paid [11].

The state ensures labour protection for women not
only through restrictions but also through prohibi-
tions. For example, the Labour Code of Ukraine and
the Law ‘On Labour Protection’ (14 October 1992)
provide for special working conditions for women and
establish the following prohibitions (2) it is prohibited
to involve pregnant women and women with children
under the age of three in night work, overtime work,
work on weekends, and business trips; (3) it is prohib-
ited to refuse to hire women or to reduce their wages
on the grounds of pregnancy or childbirth; (4) it is pro-
hibited to refuse to hire a woman or reduce her salary
on the grounds of pregnancy or having a child under
the age of three, and for a single mother — a child
under the age of 14 or a child with a disability; (5) it is
prohibited to employ women in heavy work and work
with harmful or dangerous working conditions, in un-
derground work (except for sanitary and household
work); to involve women in lifting and moving things
whose weight exceeds the maximum limits established
for them [2].

Since 24 February 2022, the legal regime of mar-
tial law has been in force in Ukraine in accordance
with the Law ‘On the Legal Regime of Martial Law’
[9]. In this regard, on 15 March 2022, the Law ‘On
the Organisation of Labour Relations under Martial
Law’ was adopted, which temporarily restricts certain
constitutional rights and freedoms of citizens in ac-
cordance with Articles 43 and 44 of the Constitution
of Ukraine [13].

During martial law, the following special rules ap-
ply to women:

1. Without their consent, pregnant women, women
with children under 1 year of age and persons with
disabilities for whom such work is contraindicated
cannot be engaged in night work.

2. The provisions of Article 54 of the Labour Code
prohibiting women from engaging in hard, hazardous
and underground work do not apply.

3. With their consent, it is allowed to engage wom-
en, except for pregnant women and those with children
under 1 year of age, in hard, harmful, dangerous and

underground work.
39
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Thus, under martial law, the legislation temporar-
ily eases some restrictions on women’s involvement in
certain types of work.

As noted earlier, modern legislation is based on
fundamental constitutional principles, one of which is
the principle of equality. However, this does not negate
the fact that many women have faced employment
problems related to gender discrimination through-
out their lives. Employers often indicate the gender
of potential employees as a key criterion when hiring.

It is a progressive development for EU member
states that in recent years, European companies have
been required to comply with special quotas in order
to ensure the principle of equality between women and
men, in particular when appointing to senior positions.
In particular, a quota for women’s representation in
the management of companies was introduced in 2013
in Norway and Spain. According to a parliamenta-
ry decision, quotas are also being introduced for the
French economy [16].

Given Ukraine’s foreign policy course towards Euro-
pean integration, it will be useful to use the experience
of certain foreign countries with well-developed mecha-
nisms for women’s labour protection, as this will allow
the legislator to take into account all the peculiarities
of the institution of women’s labour protection in order
to quickly achieve a positive effect in this area. The
legal regulation of women’s labour is characterised by
different views on the need to provide working women
with special privileges and advantages. Thus, legal liter-
ature notes that in many Western European countries,
employers refuse to provide working women (except for
pregnant women and women raising young children)
with special benefits and special advantages in the field
of labour. Acts on labour protection of women are weak-
ened by exceptions or directly cancelled or recognised by
courts as contradicting laws prohibiting discrimination
on the basis of sex and declared null and void [8].

The experience of Spain is an advanced one, where
women'’s rights are generally protected at a high level.
For example, if an employer refuses to hire a woman
who is raising a child on her own, the punishment
can be quite severe — from large fines to imprison-
ment [16]. In addition, in 2023, Spain became the first
country in Europe to pass a law allowing women to
take paid leave in case of particularly painful men-
struation. This mechanism provides for a three-day
‘menstrual’ leave, which can be extended to five days
for women who suffer from intense symptoms such as
severe cramps, nausea, dizziness or vomiting. This
leave requires a medical certificate, and the costs are
reimbursed through the state social security system,
which relieves the financial burden on employers. The
preamble to the law states that this initiative is aimed
at overcoming stereotypes and myths related to men-
struation, which have long created barriers to equal
treatment of women [19]. In general, Spain has joined
a limited list of countries, such as Japan, South Ko-
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rea, Taiwan, Indonesia and Zambia, that have already
implemented menstrual leave policies. This approach
can serve as a model for other countries seeking to
integrate gender-sensitive approaches into national
labour policies [19].

The United Kingdom was forced to denounce Ar-
ticle 8, paragraph 4, of the European Social Charter
on Maternity Protection for Working Women on the
grounds that its provisions were out of date, discrim-
inatory and could limit women’s employment oppor-
tunities in certain sectors. On similar grounds, Spain
also denounced subparagraph ‘b’ of paragraph 4 of
Article 8 of the European Social Charter [16, p. 101].

Instead, one of the European countries with the
most clearly regulated issues of women’s labour rela-
tions is Germany, whose labour legislation is clearly
focused on protecting the rights of women employees.
For example, the law prohibits asking questions about
women’s marriage or pregnancy planning when hiring.
However, every woman must inform her employer as
soon as possible of her pregnancy, and the employer
has the right to request official medical confirmation
of the pregnancy. In addition, regardless of whether
an employment contract has been concluded, all wom-
en are entitled to parental leave. Maternity leave is
granted to pregnant women six weeks prior to child-
birth, with guaranteed payments for the following
eight weeks. In case of twin births, bonuses are paid
for twelve weeks [3, p. 141].

In addition, the Italian football club AC Milan has
introduced an innovative social protection policy for
female football players and employees, which aims
to provide additional guarantees during pregnancy
and early childhood. The initiative is unprecedented
among elite European football clubs and aims to create
favourable conditions for women’s professional devel-
opment without restricting their personal and family
choices. The policy provides for an automatic one-year
extension of the contract under the same economic
conditions if a pregnancy occurs in the last season of
the contract. In addition, the club undertakes to pro-
vide childcare assistance during sporting activities,
as well as cover travel and accommodation costs for
the player’s child or her accompanying person. The
club also provides access to support from specialists
in psycho-pedagogy, physiotherapy and nutrition, and
engages external experts if necessary [20].

Conclusions and prospects for further re-
search. Thus, the statistics presented in the article
eloquently illustrate the scale of the problem: the gen-
der pay gap as of 2023 is 18.6%, and almost 60% of the
population recognises the existence of a professional
division by gender. This indicates persistent stereo-
types and obstacles to women’s professional fulfilment.

A valuable aspect of the study is the comparison
of Ukrainian legislation with foreign experience. The
study also analysed the progressive practices of Eu-
ropean countries, such as Spain, Germany and Italy,
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which are implementing innovative mechanisms to
protect women’s rights. The example of Spain, which
was the first country in Europe to introduce menstru-
al leave, is particularly illustrative, demonstrating
a gender-sensitive approach to labour regulation.
Additional coverage was given to the topic of legal
regulation of women’s labour under martial law, when
some restrictions were temporarily eased. This high-

lights the dynamism of labour legislation and the need
for its adaptation to changing social circumstances.

The main conclusion of the article is the need for
continuous improvement of legislation to ensure real
gender equality. For Ukraine, the best option is to
partially borrow some innovative and effective mech-
anisms from different countries, taking into account
national peculiarities.
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