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USING DOING & UNDOING GENDER STRATE-
GIES IN RUSSIAN WOMEN'S CAREER DEVELOPMENT

S.D. Gurieva, U.A. Udavikhina

In Russia, the overall number of educated, qualified,
healthy, working women is significantly higher than that of men.
Nevertheless, women face unequal wage distribution and feel the
income gap, rarely reach managerial positions, are not represent-
ed at high managerial levels, and are excluded from political life,
which is a manifestation of gender inequality. The research was
based on the concept of gender strategies of Doing & Undoing
Gender Strategies.

The aim of the study was to identify and examine gender-
specific career development strategies of Russian women as a
way of narrowing the gender gap. The study involved 51 women
aged 22 to 60 who were asked to complete a semi-structured in-
terview.

The results were processed by content analysis and fre-
quency analysis. The main results were to confirm the existence
of gender strategies as a way of overcoming the gender gap in
the organization and to identify and describe the specifics of
Russian women's application of gender strategies in their career
development. The Doing Undoing Gender Strategy was used
more frequently than the Undoing Gender Strategy. However,
the scope of Undoing Gender was significantly wider and more
variable. Those women who used a combination of gender strat-
egies rated themselves as “strong performers”, emphasized high
subjective satisfaction with their lives (having a family and chil-



dren), and noted a successful career path, unlike those who used
only one of the strategies. A combination of gender strategies
can help to promote women's careers in the best possible way
and bridge the gender gap in the organization.

Key words: gender inequality; highlighting gender differ-
ences; gender blurring; gender gap; career building; women's ca-
reers
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NPUMEHEHME I'EHJIEPHBIX CTPATEI'MM DO-
ING & UNDOING POCCUMCKUMM )KEHIIIUHAMU
ITPU INTIOCTPOEHUU KAPBEPDBI

C.J. I'ypuena, Y.A. Y naBuxuna

B Poccun obmiee koinyecTBO 00pa30BAHHBIX, KBATU(DHU-
LMPOBAHHBIX, 3/I0POBBIX, pPabOTAIOUIMX >KECHIIWH 3HAYUTEIIbHO
BBIIE, YEM MYKUYHMH. Te€M HE MEHee, )KEHIINHBI CTATKUBAIOTCS C
HEPaBHOMEPHOCTBIO B pacCHpeAesieHuH 3apa00THON IJIaThl U
OILYILIAIOT Pa3phiB B JOXOAAaX, PEAKO ITOCTUTAIOT PYKOBOISAIINX
JNOJDKHOCTEW, HE IPEACTABICHBI Ha BBICOKOM YIIPaBIECHYECKOM
YPOBHE, UCKIIIOYEHBI U3 ITOJIUTUYECKOW >KU3HU, YTO SIBISAETCS
MIPOSIBJICHUEM T'E€HIAEPHOTO HepaBeHCTBa. McciemoBanue onupa-
€TCAd Ha KOHLENIUIO TeHAEpHbIX crparerud ‘“llomuepkuBanue
TEHAEPHBIX pasznuuuil’ U “CTUpaHue TEHIAEPHBIX Pa3IU4Hi’
(“Doing & Undoing Gender Strategies”™).

[{enp uccnenoBaHus COCTOSUIA B BBIABICHUM U U3YYEHUU
0COOEHHOCTEM reHePHBIX CTPATETHIl TOCTPOEHUS Kapbephbl poc-
CUICKMMU >KEHIMHAMH KaK Crocoba COKpallleHUs TeHIEPHOTO
paspbiBa. B wuccnenoBanum mnpuHsia ywyactue S1 JKEHIIMHA,
KaKJI0M M3 KOTOPBIX OBUIO MPEIIOKEHO MPOUTU MOTYCTPYKTY-



pPUPOBAHHOE UHTEPBbIO. Pe3ynbTaThl 00padaThIBAINCh METOIOM
KOHTEHT-aHaJIN3a U aHAJIM30M YacTOT.

OCHOBHBIE PE3YJIBTATHI: MOATBEPKICHO CYLIECTBOBAHUE
TeHJICPHBIX CTPATEruil Kak crocoba MpeofOoeHHs] TeHIEPHOTO
pa3pbiBa B OpraHU3alliy; BBISBICHBI M OMKMCAHBI OCOOCHHOCTH
NPUMEHEHUS! POCCUICKUMHU >KEHIIMHAMM TE€HJIEPHBIX CTpaTErHii
IpyU MOCTpOeHUU cBoeil kapbepbl. Ctparerus “IloguepkuBaHue
TeHJCPHBIX pPa3IU4Mii” HCHOJB3YyeTCS 4alle, 4YeM CTpaTerus
“CtupaHue reHjiepHbix paznuuuii”. TeM He MeHee, OXBaT NpH-
MeHenus crpareruu Undoing Gender ObuT 3HAYUTENIBEHO IMPE U
BapuabenbHee. Te JKEHIUMHBI, YTO HCIHOJb30BAIA COYETAHUE
rernepubix crpareruit (“Doing & Undoing Gender”), orienuBa-
T cebsi Kak “‘CHIIBHBIX WI'POKOB”, TOJYEPKUBAIN BBICOKYIO
CYOBEKTUBHYIO YIOBJIETBOPEHHOCTh CBOEH KHU3HBIO (HaIu4ue
CEMbH U JIeTeil), a TaKKe OTMEYAJIU YCIEIIHOE TOCTPOCHHUE CBO-
€ro KapbepHOT0 MYTH B OTIMYHUH TE€X, KTO MCHOJIB30BAJ TOJBKO
onHy u3 crparernii. CoyeTaHne TeHAEPHBIX CTPATErud MOKET
CrocOOCTBOBAaTh HamOoliee ONTUMAIbHOMY IPOJBHKEHHIO
KEHIIUH N0 KapbepHOW JIECTHULIE U MPEOJOJICHUIO T€HIEPHOTO
pa3pbiBa B OpraHU3aLNH.

KuroueBble cj10Ba: T'€HIEPHOE HEPABEHCTBO; T'€HIIEPHBIC
CTpAaTeruy; IOAYECPKUBAHUE TEHIAEPHBIX PA3IUYNNA; CTHpPaHUE
TEHAEPHBIX Pa3JINYNi; TEHAEPHBIA Pa3pblB; NOCTPOCHHUE Kapbe-
pBI; Kapbepa KEHIIUH

JJI UM THPOBAHUAA:

Introduction

According to the World Economic Forum (WEF), the
global gender gap situation has significantly worsened in 2021 as
measured by the Global Gender Gap Index. For example, in
2018, Russia ranked 75th with a Gender Gap Index of 0.701; in
2021, Russia ranked 81st (out of 156 countries) with a Gender



Gap Index of 0.708 [4]. Despite the fact that Russian society pro-
vides women with unlimited opportunities and access to educa-
tion (including PhD degrees) and professional development,
there is still a gap in income inequality, financial autonomy;
women face psychological resistance to taking leadership posi-
tions both in politics and business [8; 18; 21].

Women face some barriers to realizing their creative po-
tential in their career paths [7], which can be addressed through
the use of gender strategies known in the academic literature as
Doing & Undoing Gender Strategies [9]. The concept of "Doing
Gender" is interpreted as focusing and emphasizing one's gender
identity, which includes performing “a set of socially oriented
perceptual, interactive and micropolitical activities that put spe-
cial aspirations as an expression of male and female 'natures™ [9,
p. 126]. This interpretation of the concept is based on Erving
Goffman's concept of gender activity as an active achievement
entailing gender manifestations in the relevant context [6]. This
concept was developed and supplemented by sociologists C.
West and D. Zimmerman [22], as well as anthropologist D. Kon-
do [10]. In the works of such authors as P. Martin, M. Silvestri,
E. Kelan, M. Morash and S. Murray, one can find various de-
scriptions of gender strategies that fit the concept of “Doing
Gender”:

e Reacting in a “feminine way”: a woman in a business
meeting encourages compliments about her appearance
from men, reinforcing the perception of her as a woman
rather than a professional [9; 20];

e Friendliness and cooperation orientation. In the organi-
zational culture of companies, where a culture of com-
petition and individual achievement is more prevalent,
women demonstrate more friendliness and teamwork in
their behavior [14; 16; 19];



o Fulfil requests of men from a supportive role. The atti-
tude “women are supportive and accompanying men”
stipulates certain rules of the game between men and
women both at work and at home [13, p. 346-347].

The notion of Undoing Gender refers to the ways in which
gendered actors reproduce gendered behavior and challenge gen-
der in their everyday lives [2; 3]. Research studies on gender em-
phasizing and/or erasing practices have pointed out the difficulty
of isolating this phenomenon [1; 11], perhaps attempting to cre-
ate a scale methodology for observing gendered behavior in an
organization is challenging and challenging at the moment. Re-
searchers of the concept “Undoing gender” reveal it by describ-
ing certain gender strategies:

e “Break the stereotype”: mark one's role in a business

meeting [9];

e “Consolidate your position”: to emphasize your power
by having a leadership position and using the rules of a
hierarchical management system [16];

e “To prove the opposite”: to work in non-traditional areas
for women (power structures, construction) [15; 17];

e “To be a super manager”: choosing a job role that allows
combining work and family matters [2; 16];

e “Women's community”: create a community of women
and mentor young women in their profession [16, p. 14-
16].

At the moment there is a lack of research on how Russian
women use gender strategies in shaping their career path [5].
This article will focus on the description of methods for studying
gender strategies, description of the specifics of the context of
their use by women in Russia in the workplace, discussion of the
findings, limitations and prospects of gender strategies research.



Aim

Aim of the study: to identify and examine gender-specific
career development strategies of Russian women as a way of nar-
rowing the gender gap. To achieve this goal, the following hy-
potheses were formulated:

1) There are gender strategies used by women in career
building;

2) The use of gender strategies is associated with satisfac-
tion with their careers.

Materials and Methods

Fifty-one women, ranging from 22 to 60 y.o. (MD=33.3,
SD=9.10) participated in the exploratory study. All respondents
lived in different regions of the Russian Federation and had high-
er education.

The qualitative research was organized using a semi-
structured interview method. Respondents answered questions
such as:

e““‘Have you ever been successful in your job because you

are a woman?”

e““Have you ever felt that your gender limited or hindered

your success at work?”

¢“On a 7-point scale, how satisfied are you with your ca-

reer?”

The first two questions were aimed at identifying the gen-
der strategies used by women, while the third question aimed at
assessing career satisfaction in order to further compare groups of
less and more satisfied women by the gender strategies they used.

The data obtained from the women's responses to the semi-
structured interview questions were analyzed and summarized.



Results
A description of the types and specifics of the use of Doing
Gender Strategies is presented in Table 1.

Table 1
Women's Doing Gender Strategies in Russia
Title Description
Use outward attrac- | Specific manner of dress, brightness of make-up
tiveness and accessories are used by women to emphasize

beauty, femininity, external attractiveness, and to
attract the attention of men, on whom the deci-
sion depends

Use flirtation Expressed in specific verbal and non-verbal be-
havior aimed at attracting and holding the atten-
tion of the opposite sex, to establish informal
contact with men in order to achieve the desired

goal
Pretend not to | Expressed by deliberately not understanding an
understand issue or way of dealing with a situation in order

to get help from others, for example, in situations
involving the use of technical devices

Conform to | Manifested in a woman's willingness to demon-

stereotypical strate the role model that is expected of her by

expectations others as a woman in a situation (e.g. avoiding
confrontation in situations of emotional intensity
in a team)

Use emotional | Manifested in women's communication with

reasoning male supervisors or colleagues and is character-

ized by the desire to use emotional reasoning
when conveying information or proving one's

point of view
Be benevolent with | Aimed at building benevolent relations with col-
men leagues and male clients in order to establish a

relationship of trust and get the desired result
without the active resistance of the interlocutor

Source: Compiled by the authors.

The commonality of Doing Gender strategies is that they
are predominantly used in “horizontal” communications — with
male colleagues, male clients, male partners and, in rarer cases,



in “vertical” communications with management or a teacher. The
use of this type of strategy is aimed at gaining tactical advantage
over other employees or people, i.e. gaining a benefit or help in a
particular situation, and is also used to create a trusting atmos-
phere and “defuse” a conflict situation. To achieve a quick tacti-
cal advantage, behavioral patterns such as flirting, showing off an
attractive appearance, artificial “misunderstanding” and empha-
sized politeness and tactfulness are used.
A description of the types and specifics of the use of Un-
doing Gender Strategies is presented in Table 2.
Table 2
Women's Undoing Gender Strategies in Russia.

Title

Description

Not reacting to flirting
as a woman

Used in response to men's flirtatious behavior (atten-
tion, words, behavior, gifts) in an inappropriate situa-
tion for flirting: work negotiations with clients or col-
leagues

Cut off contact with
sexual connotations

Used in response to physical contact with sexual con-
notations by men with whom the woman is not in a
romantic relationship

Act more confident
and assertive than a
man

Desire to behave more aggressively, assertively and
confidently than men in order to achieve the desired
result

Speak on equal terms
with men

Expresses itself in engaging in business dialogue with
men, in demonstrating its expertise within the profes-
sional field

Demonstrate expertise

Willingness to present their point of view using logi-
cal, structured argumentation; demonstrate their com-
petence in their work tasks or in negotiations

Self-development in
“male” professions

Desire to work in non-traditional professional fields
for women (IT, industry, police), where there is no
competition with other women

Position oneself in a
gender-neutral way

Strive to position oneself in the workplace primarily
as a professional and not as a woman; pay particular
attention to one's appearance to avoid the possibility




of being perceived as a woman

Turn to legal rules

In a controversial situation (a task that significantly
diverges from professional duties), refer to legal and
regulatory documents to assert your identity and
reputation as a professional

Enlist the support of | Appeal to the experience and knowledge of other

other women women in their professional field, to a "women's
community" that acts as a counterbalance to the "old
boy club™

Demonstrate high | In the absence of a spouse's support, the woman has

self-management
skills

to become a "super manager" and deal with work and
family matters

Manage risks

Willingness to delay or forego pregnancy in order to
advance in her career

Negotiate equality

Willingness to share childcare and household tasks
with their husbands, taking into account each other's

work obligations

Source: Compiled by the authors; S. Cloninger.

Undoing Gender Strategies are used equally often in both
“horizontal” communications (with male colleagues, male cus-
tomers, male partners) and “vertical” communications with com-
pany management. The use of this type of strategies is aimed at
gaining a strategic advantage over other employees: faster career
advancement and professional growth, and at reducing the level
of stress and the risk of being fired. Behavioral patterns such as
demonstrating expertise, high self-organization, toughness and
persistence in achieving their goals or asserting their opinions,
and gender-neutral positioning are used to achieve these results.

The findings show that Doing Gender strategies are used
more frequently by the research participants (about 65% of re-
spondents) than Undoing Gender (about 30% of respondents). At
the same time, among Doing Gender we find less variability (6
types of strategies) and predominant use in “vertical” communi-




cations: communication with the direct supervisor, less often
with colleagues, partners and friends. Undoing Gender is charac-
terized by greater diversity (12 types of strategies), as well as a
wide scope of application in both “horizontal” and “vertical”
communications. Each type of gender strategy is used by women
In certain contexts and conditions to gain some kind of ad-
vantage.

We also analyzed how many respondents mentioned in
their interviews the use of both Doing & Undoing Gender strate-
gies depending on the situation. A total of 35.3% of women said
that they had used both Doing and Undoing Gender strategies.
We compared their data with other parameters such as income
level, career satisfaction, family satisfaction and other aspects of
life. The results of the comparative analysis showed that those
women who used the Doing & Undoing Gender strategies were
generally more satisfied with their careers.

Discussion

The results of the study confirmed the existence of gender
strategies, as well as identifying and describing the specifics of
Russian women's career development. According to the frequen-
cy analysis, the Doing Gender strategy was used more frequently
(it was mentioned by about 65% of respondents). This strategy
was used in the context of communication with direct superiors,
managers (i.e. “vertically”) as well as with colleagues, partners
and friends (“horizontally”). Only 30% of respondents mentioned
the use of the Undoing Gender strategy. However, the scope of
this strategy was much broader and more variable. In addition,
the context of communication situations included both “horizon-
tal” and “vertical” communication. It is important to note that
just over a third (35.3%) of the respondents noted the use of both
Doing Gender and Undoing Gender strategies depending on the



situation. They were the ones who reported the highest subjective
satisfaction with their career paths relative to those women who
used only one of the strategies.

The results of this study lead to several assumptions:

1) The use of only the Doing-strategy by women contrib-
utes to obtaining the necessary help and some local “advantages”.
However, this strategy is not associated with the achievement of
strategic career advancement.

2) The use of exclusively Undoing strategies by women
contributes to the achievement of strategic career advancement.
However, there can be an increased likelihood of encountering
negative stereotypes about “unassailable woman”, “careerist”,
etc., which can also affect career building by women.

3) Using a combination of Doing & Undoing Gender con-
tributes to the best possible career progression and higher levels
of subjective success.

4) A managerial solution for the organization, aimed at
maintaining a balance between the two behavioral strategies: Do-
ing Gender and Undoing Gender, can be the observance of a
strict dress code during working hours, with careful attention to
detail, not violating the natural image of a working woman, but
emphasizing the status of a working woman (not to transform in-
to a male image and not to contrast with it).

5) The management of the organization, knowing and un-
derstanding the importance of maintaining a balance between the
two behavioral strategies, can regulate and adjust them. For ex-
ample, if the dominance of the Doing Gender strategy is ob-
served, this may be an indicator that the working woman subcon-
sciously feels and experiences gender inequality, demanding in-
creased attention, manifested in excessive demonstration of fem-
Ininity, attractiveness, sexuality, etc. (with the exception of beau-
ty-companies that specialize in the sale of care and beauty items).



The dominance of the Undoing Gender strategy may be an indi-
cator that the female employee subconsciously does not feel that
she is the “weaker sex”, trying not to be inferior in professional
knowledge and experience to her male colleague by entering into
a competitive relationship with him.

One of the limitations of this research is this study of gen-
der strategies as a way of overcoming the gender gap only in the
sample of women, due to the topic of the research grant under
which it was conducted. The results and conclusions obtained in
the framework of the research need to be clarified on an expand-
ed sample of women; it is also necessary to conduct research
with a male sample of respondents.

Nevertheless, the findings are consistent with our other re-
search findings that working women incorporate gender into the
attributes important for career advancement and use individual
social strategies to offset gender inequalities [12].

Conclusion

Modern society, including Russian society, is represented
by a large number of educated women willing and able to fulfil
their personal potential. However, faced with various manifesta-
tions of social and gender inequality in their lives, women strive
to compensate for the existing gender gap through a variety of
gender strategies, both emphasizing gender identity and levelling
gender stereotypes. This research confirmed the hypothesis that
Russian women use Doing & Undoing Gender Strategies to gain
tactical and strategic advantages in building their careers. Our
exploratory research into the identification and study of women's
gender strategies in Russia is only the first stage of further gender
research. Further research is envisaged in the following areas.
expansion of the sample by both women and men, development



and validation of methodological tools, and adjustment of meth-
ods.

This study was financed by Russian Foundation for Basic
Research grant 19-013-00686A “Gender Inequality as a Factor of
Women's Career Capital”.
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