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ABSTRACT

This paper describes the current situation of woreaders in the Serbia.
Women throughout history have never been free éedated as today, both in
Western societies and Serbia, where the actualtyetlat a woman is entitled to
all the rights that are regulated by national ldgifon, taking into account the
principle of gender equality. The position of wonerthe labor market is one of
the key aspects of gender equality in the socitdyvever, by the time they follow
the invisible barriers that prevent women from a&eimg leading positions in
corporate leadership, which is now called the "glasiling."

The aim of the research is to describe and anallgeecurrent situation of
women managers and discover the causes and faatdtig their professional
recognition.

The research results make it possible to descriltesee two models of the
behavior women managers in the current situatio®énbian economy, which is a
basic criterion for the dominance of the identifildttors: factors barriers and
support factors to the advancement of women inegsibnal careers. Specifically
we are talking about the behavior patterns that wonmanagers as points of
support combine its own strengths and supportivarenment and a model of
behavior that women managers as a point of supymiryg its own forces
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Introduction

The woman has always been an interesting topicrefbre, the
impact on operations its extremely large. This pdpeuses on women
leaders in the Serbian economy, where we triedxjgaen the current
situation and behavior of women as leaders. Thé&kwonsists theoretical,
methodological work and conclusion.

In the theoretical part of the paper describestbgement of women
through time from ancient times to the present daywas described a
process of emancipation of women and their willeggito move forward. It
is also explained the position of women in theitigry of operation. The
position of women in the labor market is one of ke aspects of gender
equality in society, so the standing in the sphardabor is of extreme
importance for the overall socio-economic statuswafimen. However,
women often face invisible barriers that preveenthfrom reaching leading
positions in corporations. This phenomenon is &dsown as the glass
ceiling, which marks the emergence of unwrittenbilily of women to
thrive in the business hierarchy to the highesttioos of authority.

At the end of the theoretical part we talk aboutnea managers and
major problems encountered on the way to the tdpaating position. In the
methodological part of the research are descrilmedkgect and problem,
objectives, tasks and methods, techniques and thatshave been used in
research, and statistical analysis of sample datafact, all of these
categories will be discussed in this paper. It &htwe noted that the second
part of the methodological research related to rémearch results, we
obtained based on a sample, questionnaires andjeelsn

The conclusion is the last part of the paper, wianhbles us to see
two models of behavior of women managers in theecrsituation in the
Serbian economy, and where is initial dominandegon identified factors:
factors barriers and support factors to advancemantwomen in
professional careers.

Theoretical Background: Women and Work Across Ttime

Throughout history women have never been so frddibarated as is
the case today in western societies, where thalactality is that a woman
is entitled to all the rights that are regulatedriagional legislation, taking
into account the principle of gender equality.
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The process of women's emancipation has gained mtamein the
second half of the twentieth century, which waskedrby great changes in
the labor field. One of the major changes at timget whose protagonists
are women is a progressive feminization of the dabwarket. Women
entrepreneurs, ubiquitous in developed economiesgavith the expansion
of small and medium-sized enterprises, gaining mome in countries in
transition such as Serbia. Today, in Europe and risaeas well as in the
majority of women are employed, and that bringsoitsy income. Beside
that they apply to men in many positions, includiegdership positions
within the organization.

New understanding of entrepreneurship is basedhenfact that
manager isthe holder of an idea, market researahdr new business
organization and management. The development ofmidndet and market
relations is increasingly moving away from the dp manager's job, so
that managers have become respected and well-paidspion. Through
time, once dominant, pyramid principle of manageimgdranges and the
company moved from an authoritarian managementiwbperates on the
principle of command - execution - control, towaadsew leadership which
aims at flexibility, rapid response to change andividual motivation in
achieving the proclaimed goals of the organizatwhere these changes
open doors for women. Thanks to the traditionad @fl mother and pillar of
the family, the woman incorporated in her mindsevesal significant
assumptions that form the backbone of a new managestyle. Based on
the aforementioned cultural heritage, women devéiepskill of employing
its "team"”, task scheduling, good time managemedtersonal motivation,
briefly what is now called the theory of democrati@anagement style or
orientation towards people. On the other hand réiselts of many studies
show women preference manager democratic styleasfagement, which
are prerequisites for achieving quality in new gask

However, an inevitable fact is that the unemploytmgmenomenon
primarily affects women. Recognizing the signifitatatistical indicators of
labor participation of women, we can not ignore et that, although since
1990 in the U.S., women make up 46% of total emgray they still hold
lower-level positions. A very small number of womenn top management
of large companies, where men occupy 90% and walfén highest paid
executive of directorships.
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The Position of Women in the Labor Market

Judging by the various indicators, the social pmsiof women in
today's unfavorable in various aspects, and in saraas showing specific
disadvantage compared to men. The position of waméme private sphere
is marked by a patriarchal division of roles andhhabundant violence.
Maintenance of patriarchy within the household &he family leads to
unequal division of labor in which women perform shef the unpaid
household work, and in many cases have limited sscde financial
resources.

The position of women in the labor market is onéhefkey aspects of
gender equality in society, and standing in theesplof labor is of extreme
importance for the overall socio-economic statusvofmen. According to
the structure of employment by gender in 2004. alenemployment rate is
lower (44%) than the rate for men (63.1%), while tmemployment rate
was higher in women (24.1%) than men (15.9 %).drb& in privatization
time has been a movement of labor in the privatseso that about half of
all employees, both women and men working in thevape sector.
According to data from the Labour Force Survey 002 year, 62% of
employed men work in private sector, while in tlaens sector is 57% of
employees are women. Gender segregation in ther labarket by
occupation and branch of activity is still presemtit not at a high level.
Women face significant obstacles in their verticabbility in senior
management positions in companies, and the gapgesvbetween men and
women is maintained and can not be explained bferdifices in the
characteristics of employees, but for the most pattributed to
discrimination. It should be noted that women amgcimless likely to be
self-employed and are included in entrepreneug@iéies. Thus, according
to data from 2004., male managers was 73.2%, anuewomaanagers
26.8%. Two years later, women director was 20.8%g aen 79.2%
(Babovic, 2007). It should be noted that accordmghe World Bank to
overcome gender inequality in employment of woman taise the U.S.
GDP by 9% and Europe by as much as 13%.

The Division of Labor and Power Relations in the Houshold

The division of work roles in the household is impat from the
point of view within the family organization, and terms of global trends
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to labor market. One of the important dimensionstloé interactions
between social organization, social change andtiueture of demand for
labor is the organization of working time.

Individuals not only need to adjust their workinguins in household
responsibilities and vice versa, but they mustdresistent with the patterns
of working time with other family members. All fosnof social
organization in the household, the household diwisof labor to leisure
activities, depending on the structure of the etence patterns of working
time, but social organization in the household umtinfluenced in the
structure of the labor force available in the lab@rket.

Data on the distribution of household work indicagtreme
domination like Patriarchal model of division ofbta in the household
where the majority of household work is performgdfémale members of
the household (Figure 1).

Figure 1: Patriarchal division of household labor

Women Performed Performing Other In total

hold by men together

Cooking 80,9 2,6 6,0 10,4 100
Washing 80 2,8 7,1 10,1 100
Cleaning 75,9 3,4 9,7 10,9 100
Ironing 80,5 2,6 5,8 11,1 100
Care of young 72,9 2,6 20,8 3,8 100
children

Taking care of 72,2 9,3 14,1 4.4 100
school work

Source: Transformation strategies of social groupSerbia, ISIFF

Uneven load on working men and women is not onfigadure of the
activities of Serbian households, who mostly shdpedatriarchal model of
gender roles, but households in the advanced oMkst societies. The
findings of this study indicated that although ther a steady increase in the
participation of men in housework, it is still treduction of women's
participation in household work is insufficient tmmpensate for their



142 Journal of Women's Entrepreneurship and Educai&ii3, No. 3-4, 137-161)

greater involvement in paid work, and married wogkwomen do not carry
proportionately higher burden of paid and unpaidkwvo

At the beginning of the new millennium, people ierl8a are willing
to work longer, more intense, to switch jobs acoaydo the requirements
of the labor market than they were accustomed tthénsocialist regime,
protected employment. Women of medium and highléeoEeducation are
very willing to work longer than normal hours. AJshbighly educated
women are the only majority willing to work severmbs in several
companies simultaneously.

Glass Ceiling

The term "glass ceiling” first appeared in the 1t@85introduced by
the newspaper "Wall Street Journal" stating thay thre “invisible barriers
that prevent women from achieving leading positioims corporate
leadership.” This phenomenon indicates the occaoerenf unwritten
inability of women to thrive in the business hietar to the highest
positions of authority. The glass ceiling is a tesfi economic and social
inequality that is reflected in particular by: (Hamic¢, 2006)

— entrenched attitudes about male and female rolsediety, which
often determine the level and direction of the etion of young
women,

— segregation (subordination) occupations by gender,

— unequal pay between men and women for equal warkmien,
regardless of the legislation,

— participation in different unpaid (household) aities (2/3 of the
total unpaid work of women's and men's 1/3) and

— women difficulties in aligning business and perdatdigations.

As an example in literature, it can be mention, theted States in
which women make up 46.5% of the labor force, ambrag the highest
paid managers of U.S. firms in 2010. it is only%%.6nd 14.4% at places of
women executives 500 largest companies in the UWni&ates. For
comparison we note that in 1999. percentage of woameong the highest-
paid managers in the U.S. was 5%, and women orageerarned only 72%
of the salary they received their male counterpdr® situation is similar
in Europe, where the 25 highest-paid CEOs no fem@&beording to the
magazine "The Economist”, the three main reasong thbre is a glass
ceiling phenomenon: exclusion of women from infoknmetworks in
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companies, which are important for the developmeotistant bias on the
prevalence of disability for women's leadershipevehmen, who normally

make the most of the boards of companies, aretegiidco set up more

women and more responsible positions; lack of rotalels, because the
high-level corporate roles not many womens thatwshow others might do

the job. It is crucial to note that one of the ma@asons why women give up
their development career is the family.

Most women throughout their career make a breakcifddren and
families, after which, primarily due to strong coetiion, very hard to get
back into the company and pursue a career in thme gdace where they
broke off. That is why more and more women instefacontinuing careers
in a particular company, decided to start their dwsinesses, which leaves
more time for family responsibilities. Greater rdtg women has a state.
Companies and States must take appropriate meaurssure the gap
between women and men in gaining high positiongh@nhierarchy of the
company) and gone, to retain women in the workplacel developed
further. Lack of flexibility at work is the next meent that makes a woman
to successfully reconcile the two roles. Compaiire$ want to attract and
retain talented women need to think about the wuarikinds of flexibility
that will help them to balance work and family life

Enable women to realize and professional, but atsa mother is not
just a way to attract and retain them within thenpany, but also socially
responsible behavior. Therefore care on birth obantry should not only
be the responsibility of government and the coyrtiyt should be part of
every company's social responsibility.

Politics birth rate is one of the very importantareconomic policies
of each country, which should become an importat pf the strategic
objectives of each kompanije.The best example isvislp, which has since
2003. changed the quota for women in the boardsrgé companies, where
the percentage of women in the highest positian$eahighest in the world
at around 40%. This Scandinavian country is legdlbund to large
companies by the end of 2007, increase the peigentad0% of women in
their governing boards.

In the world have already tested techniques thalyao specific
companies to reduce the effect of the glass ceilvigen their leadership
recognizes the importance of the problem and detraiasthe willingness
to solve it. Some of these techniques, mentiondideirature are:
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The fight against stereotypes and prejudices. Theksthop is
jointly involving both women and men (provided thlé women
are isolated and not seen as enemies) in ordempoove the
climate and culture of the company, through impngvi
relationships, increasing sensitivity to stereosyp@d prejudices
and work together to address them.

Professional development. Constantly motivating emcburaging
women to education and training by the managementpany,
which is a necessary step in order for women ireggrcome into
consideration for the top management positions. hovit a
sufficient number of qualified and experienced bhass women
will increase their numbers among top managers.
Assertiveness training (measures in behavior betwessive and
aggressive) for women. Their goal is "psycholodiqaleparing
women for leadership positions, through increasgidcenfidence
and practice of effective and non-aggressive stybés not
defensive communication at work.

Adjustment of the position. Increasing the flextilof working
hours and workplace (teleworking) managers to ifatd the
reconciliation of family and business commitmenisis includes
support and finding help at home, as well as tlgamization of
child care in the workplace.

Networking (networking). The importance of informagtworks
and personal contacts have been invaluable, eveneideading
position rarely leads stranger. Due to lack of tiwwemen rarely
have time to socialize after work and the directoesperceived as
“invisible”. Companies may promote the formation sfich
relationships among women - that way they can gaiportant
information about the possibilities and ways of rmpng.
Utabavanje career (career tracking). This incluglesys known
method of "nurturing” young and promising personnghich
helps in gaining experience and fame by being etdcu
challenging and important tasks (training and aglviand
experienced senior colleagues).

Mentoring. With this technique the company a yowagman,
assigned a potential, older and more experiencethgess who
sometimes may not be from the same institutionolies the
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provision of professional assistance in informatiomowledge and
contacts, easing her path to leadership positions.

Women Managers

Today, more and more talk about the need for change
managerial style in the direction of so-called "fieime" qualities
such as less aggressive, more cooperation, an nagnéeon
orientation and resolution, support and more. Thase all
qualities that contribute to a higher degree oégnation of the
company. However, there are still a number of wonien
leadership positions is relatively small, espegiédoking at the
top positions in large corporations where womeggsasentation
is only 3%. Therefore, it is failing to press fatent among the
women who make up nearly half the workforce is megible
luxury, and it is certain that companies that do se® it, lose a
significant number of talented managers. Alsos iimacceptable
to have only men in the executive team, becauseehm is
losing time on the complementarity exercised by e of
both sexes, and instead of walking with both femnhpany is
jumping on one. According to a study conducted (atalyst
2003rd in the United States that included 100 Fw@rtu
companies, the greatest obstacles to the advanterhammen
to top positions are seen in:

the fact that women lack the previous managemepergénce at
the lower, middle and line management positions,

exclusion from informal channels of communicatiand a
network within which it takes place is importantceange of
information inside the organization.

prejudices about the role that women should plagociety and
the family,

stereotypes in way how are women as leaders, lsmestrong
barriers to the advancement of women at work, amatws
particular interest such entrenched attitudes atiffito change.
There are studies that have shown that women mesnage it
differently than men who are managers.

Women are perceived as less confident, less enadtyostable, less
analytical, less coherent, less capable of leagergian men. Typical
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assumptions underlying the negative stereotypesonfien as heads of the
women put family above work, due to concerns abchitdren losing
interest in the job, not to provide a basic, budignal income for their
families which do not have a strong incentive tacceed at work ,
experiencing negative criticism personally, andaose of its pronounced
lack of emotion and aggressiveness is definitely suitable for executive
positions. Perhaps these conditions are in somesdase, but in terms of
women who choose managerial careers are certaitly n

Based on above, economist Baum expressed a cidstion in the
form of a study that was conducted among women wkes, which
showed that approximately half of them are not redror even divorced,
and of those who had married a third of them dohasie children. Recent
study has escorted 2003rd on a sample of 1,200uBxes including an
equal number of men and women showed that 32% mmmen are
delaying marriage and childbearing for manager@aéers than men of the
same group.

The wives of most men's executives did not havd-tifae
employment, 75% of them, while the spouses of womestutives without
permanent employment was only 26%. These percentafjeus how men
compared with women are not prepare to give upchszer for the sake of
professional success spouse.

Percentage of executives who decided not to haildreh because
career is far higher among women, 12%, compared ¥ of men. Also,
much higher percentage of men executives have b#ddnd family life
and career, 90%, which was significantly higher pared with 65% of
women executives who have had both.

Methodology Research

The aim of the research is to describe and analyze themusituation
of women managers and discover the causes andrdalitoiting their
professional recognition.

The task was:

1. Present and analyze family, professional and paiso

characteristics of the sample

2. ldentifying factors barriers within each aspect nfilg,

professional and personal) lives of women manageas
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3. To identify potential factors support the furthesvdlopment of
the careers of women managers.

Research Methods: We used the method of theoretical analysis and
descriptive methods. Theoretical analysis method wsed to create the
theoretical basis of research, in order to clahfy problem and theoretically
subject research, defining the basic conceptstifgegoals, objectives and
research hypotheses. Descriptive method was usedhéo analysis and
interpretation of the data in order to describe phenomena studied, and
draw conclusions.

Research techniques and instruments. For the purpose of this study
was formulated, a questionnaire consisting of tads The first part of the
guestionnaire relates to collect general inforrmatdout the sample: age,
level of education, occupation, years of servicestfjob, current
employment, leadership positions, battery life, eirechedules at work,
marital status, educational level of the spousenber and age of children
and tangible benefits. The second part of the guestire consisted of 20
guestions. The questions were designed to appbbtain information on
the factors and support factors barriers to theettaspects of the lives of
women managers. To identify these factors in threnfibation of family
conditions are the questions 1 to 4 and 8 quesiionidentify the factors
listed under professional conditions examined woni@mulated nine
questions (5, 6, 7, 9, 15, 16, 17, 18, 19). Quast0 to 14 and 20 refer to
the identification of these factors in the personbhracteristics of the
respondents.

Sample: The study was conducted on a sample of twentylyigh
educated women, who are leaders in private enserprvnership structure.
The survey was conducted on a sample of women tiateily selected
from the immediate business environment authorse Tiiterviewees
responded to the electronic questionnaire roads.

Statistical data analysis: From statistical methods for quantitative and
gualitative analysis of the data obtained were usedsearch: percentage of
all responses to the questionnaire and calculatavlbrage properties of the
mark and ranking in twenty questions. The reseegshlts are presented in
tables and then analyzed.
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The Research Results

The study included 20 women who are currently marsgt various
levels of management in working organization. Asalyof personal
characteristics indicate that the majority of won{@8%) of 30 to 50 years
of age and realized that most of the 20 yearsmice(75%). Their level of
education (100% and more university degrees, Masiar Doctor of
Science) indicates that all of them are highly eded. Half (50%) of
women are in the field of occupational and otheraoprofessions in the
field of technical (35%) and natural professiond5 Most women have
achieved their first job before having a family ate birth of children
(70%). Currently the majority of women (90%) arepboyed in the private
ownership and all are in leadership positions. Mdshem have managerial
tenure of 5 years or more (55%). Spend at work ntbam eight hours
(85%) - 55% of daily and occasional (flexible, gaessary) another 30% of
women.

The analysis of family conditions examined womedidgates that
slightly more than half of them (55%) are marriet aheir spouses are
highly educated. Also the majority of women (155%) have a family
(spouse and children - 50%, only a spouse - 5%, cmldren - 20%). So
most of the women (70%) have children and one (36%cjwo children
(40%). Most of their children's high school ageotder. Also the majority
of women (65%) estimated that their average tapgibé benefits.

Age 20-30 31-40 41-50 51-60 and
1-5% 8- 40% 10-50% more
1-5%
Level of Secondary College degree Bachelor MA and PhD
education education 1-5% 18-90% 1-5%
Interest Technical Social science| Life Sciences
sciences 10-50% 3-15%
7-35%
Years of Up to 10 years| Up to 20 years| Up to 30 years| More than 30
service 5-25% 11-55% 3-15% y.
1-5%
First job Prior to Before the birth| After founding | After giving
founding family | of the children family birth
12-60% 2-10% 3-15%
3-15%
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Current In a private State institution| Self-employed
employment company
18-90% 2-10%
Managerial No Yes- upto 5 Yes-upto 10 | Yes - upto 20
position and years years years and more
duration 9-45% 8-40% 3-15%
Opening hours Less than 8 8 hours More than 8 Flexible as
at work hours 3-15% hours needed
11-55% 6-30%
Marital Status I'm not marrieg Married Others
9-45% 11-55%
Educational Secondary College degree Bachelor MA and PhD
attainment education 1-5% 8-40%
spouses 3-15%
Number of Child less One child Two children | Three or more
Children 6-30% 6-30% 8-40% children
Age of your Preschool Primary school| High school / Adults
children 2-10% 4-20% college 2-10%
6-30%
Assess Your Insufficient Modest Average Above
tangible benefits 2-10% 2-10% 13-65% Average
3-15%

1. In the work related to home and family participatually with
husband (if you are married).

A B C D E
not participate No- Itismy | Yes- to a small Yes- largely Yes- equal
obligation extent equal equal 3-15%
1-5% 4-20% 3-15%

Of the 11 respondents who were married most of tfeem54%) say that
largely or completely equally shared with his wifdile they porodne
liabilities 5 (46%) say that equality in the divasi of duties is not present,
or present to a small extent. So subsample of wonten are heads of
marital status are roughly divided on the issueeqtial participation of
spouses in family responsibilities.

2. For work related to home and family | hire a thpatty

A B C D E
No Yes- periodically Yes- often Yes- normally
12-60% 6-30% 1-5% 1-5%

On this question answered all respondents in thepda. Data in the table
shows that the largest number of female manage2s-(60%) did not
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engage a third party for matters related to home &mily and another 6
(30%) of women managers do only occasionally. Aenttatailed analysis
of the responses indicates that of the 18 womeaeded3 (65%) had a
family (husband and / or children), and assume tmeafamily

responsibilities and thus greater need to hire s@od of help at home.
Finally, a very small percentage of women manag@i®%) often or
regularly engage a third party for the home and ifgraffairs.

3. Thanks to the support of technology (laptop, mé&rmobile phone
), SOMmeasks are performed at home.

A B C D E
No Yes- periodically Yes-often Yes- normally
1-5% 9-45% 7-35% 3-15%

The responses to this question indicate that mesgandents (18 - 95%) of
the individual performing work duties at home andyoone respondent
does not. Half of women managers (50%) is in atpwosito regularly or
frequently performed tasks at home using modetmtEogy. Adding these
data that the majority of these women spend at warke than eight hours
can be assumed that perfect emen technology insteadting as a factor
supporting rather acts as a push factor in the kfied work of women
managers.

4. Assess whether the next business commitments érawegh time
to focus on family?

A B C D E
No Yes- to asmall| Yes-to alarge Yes-totally
4-20% exten degree
10-50% 6-30%

Data in the table indicate that the majority of pesdents (14 - 70%)

estimated that there is (4 - 20%) or a little bittime (10 - 50%) to be paid
to the family. A more detailed analysis of the cemes indicate that
respondents estimated that they have quite a tmgné family (6 - 30%) or

married without children or with older children. &be data allow us to
assume that children at the age of mothers incree#seir commitments and
that with increasing age children responsibilitie women-mothers is
somewhat less. Finally, none of the women havéeet evaluated head to
have enough time for his family.
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5. What do you think is encouraging factor for furtheareer
advancement? *

A B C D E
Material Professional Supporting the | Support in the | Social status
motives ambitions family workplace and privileges
4-20% 6-30% 6-30% 6-30%

* This question two interviewees gave two answers.

The responses to this question, there are theemlefactors that women
managers assess as incentives for career advantcesmem as: professional
ambitions (30%), family support (30%) and suppart the workplace
(30%). Finally, set aside as a present materialtdaq20%) and social
status and privileges as a factor of progress isatected.

6. What in your opinion is the limiting factor for ilner career
advancement? *

A B C D E
Political Parenting and | Poor recognition Lack of family lack of
affiliation family of knowledge support ambition

obligations
5-25% 10-50% 2-10%

* This question two interviewees gave two answers.

As the most limiting factor in career advancemetdnds out poor
evaluation skills (10 - 50%). In addition to this aqual factors were found
to be lack of ambition (5 - 25%) and family respbilisies and parenting (5
- 25%). Lack of support for violence as an aggran@tfactor in career
advancement opted by the two respondents and ttter faf political
affiliation was not elected. It is interesting tolitical affiliation does not
appear as a factor in the advancement of womehadrptivate sector.

7. Do you think were the leading positions availatdeboth women
and men?

A B C D E
No Yes- to asmall| Yes-to alarge Yes-totally
exten degree
1-5% 12-60% 6-30% 1-5%

The responses to this question indicate that o\ Gvoman considers
managerial positions in less available to womennthta men. But a
significant number (7 - 35%) of respondents coneid¢hat the availability
of management positions for womwn is large or detap Analysis of the
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data showed that in this case, we mostly have womih longer
managerial tenure.

8. Our society is loaded prejudiced that man providean existence
and the woman takes care of the house

A B C D E
No Yes-to asmall| Yes-to a large Da- totally
exten degree
2-10% 5-25% 13-65%

The responses to this question, we see that therityafl3 - 65%) of the

respondents largely agreed with the statementdhbatsociety is prejudiced
man to an existence and the woman takes care dfidbse. The analysis
shows that majority (7 - 35%) of women that thisatosion does not agree
or disagree to a small extent, women who are notieth

9. Women to advance in career should be: *

A B C D E
Women more | She acts like @ Relies on the It relies on the Adjusts to
than men man knowledge and female operating
proves experience advantage conditions
6-30% 5-25% 1-5% 9-45%

* This question was one of respondents gave twovenss

The answers to this question as a condition of @egin women during his
business career, stand out: 1. A woman needs ttatla business
conditions (9 - 45%), 2. A woman needs to provediemore than a man (6
- 30%) and 3. Women should rely on their own kndgdeand experience
(5 - 25%). Reliance on female preference or behast@racteristic of a
man is not estimated to be significant for the adement of women in her
career.

10. When your ambitions come into play?

A B C D E
During school | When hiring During his Prior to starting| After starting a
business caree a family family- | have
no ambition
5-25% 1-25% 12-60% 1-5% 1-5%

* This question also added one women with answbavke no ambition."

The responses to this question, we see that mosheofrespondents
incidence of occupational ambitions related to edion and career but not
for the family. So the majority of women managdr®@ { 60%) business
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ambitions have occurred during his business car8erit seems important
to the business environment created by the facwupporting the
advancement of women to leadership positions.

11. Is your business status in accordance with thersgnal
ambition®

A B C D E
Yes No- ambitions | No - ambitions | No - but | expect | have no
are obsolete have not been| to accomplish ambition
realized them
11-55% 4-20% 4-20% 1-5%

* And the question is one of respondents also adateswer "I have no
ambition.”

The responses to this question indicated that thgnity (11 - 55%) of

women leaders aligned Status and professional amniitand those that
have not yet achieved their ambition expected tcebbzed in the future (4
- 20%). Only 4 (20%) respondents felt that the dimihs are not realized.

12.Have you continued employment after training? *

A B C D E
No To learn a Yes- In the sense Yes- In order to| Yes - in order
foreign of specialization change to advance on
language profession the job
1-5% 9-45% 5-25% 3-15% 6-30%

* This question three respondents gave two answers.

Most patients continued permanent employment &li@ring. Most of them
are developing in the field of foreign languages @%) and the level of
specialization (5 - 25%) with a view to career adeement or to change
jobs (3 - 15%).

13. What motivates you to continue to develop profassily? *

A B C D E
Advancement in Scientific The desire to Increase Obligations of
the workplace career be informed household the employer
14-70% budget 3-15%
3-15% 1-5% 4-20%

* This question two respondents gave six answers.
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The responses to this question indicate the motitias drive women

managers in further education. As the dominant weostands out - the
desire to be in (14 - 70%) and then followed mativa household budget
increase (4 - 20%), career advancement (3 - 15%) albligations to the

employer (3-15 %).

14.What distracts you from continuing professionalelepment?

A B C D E
Poor recognition Family Lack of free Spend their
of knowledge responsibilities time free time
4-20% 3-15% 1-5%
12-60%

As a major factor which hindering continuous prafesal development of
women leaders is singled out the lack of free ({b2e- 60%). Other factors:
poor knowledge assessment (4 - 20%), family oldigat(3 - 15%) and on
other way | spend free time (1 - 5%) are less damtin

15. During yours business career, you had a break?

A B C D E
No Yes - for Yes - because of Yes - because Yes - for a
parenting family of job changes| different reason
9-45% obligations 2-10% 1-5%
7-35% 1-5%

The majority of respondents (11 - 55%) during cate@d commercial
break. The main reason for this are: parental aachity responsibilities (8 -
40%). Analysis of the data indicated on patient® \@ld not made pause in
his business career, or do not have children orenfmund employment after
the birth of children.

16. Continued career after the break was:

A B C D E
Without Burdened with No problems | With success | With greater
success family and before the| success than

responsibilities break before the
2-10% 4-20% break
5-25%

For women leaders who have had a break in careér {55%) of its
continuation is passed without major problems (420%) or more
successfully than before the break (5 - 25%). Ity awo (10%) women
continued his career was burdened with family resyalities.
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17. In overcoming difficulties at work after a breakouwy had the

support of:
A B C D E
Colleagues Families Friends
3-15% 9-45% 2-10%

* On this question one of respondents gave two arsw

In overcoming difficulties in the workplace aftBetbreak women managers
were distinguished as the most family support49%). Only three women
(15%) stated that they had received the supporicafeagues in the
workplace.

18. My professional career experience | see as: *

A B C D E
Achieving Satisfaction Certificate for Permanent The constant
ambitions the effor responsibility pressure

5-25% 7-35% 7-35% 4-20%

* On this question 3 respondents gave two answers

Detailed analysis of these responses indicate thast his professional
career women managers is seen as a confirmationsatidfaction for the
work (12 - 60%). Other respondents (8 - 40%) expered a career as a
permanent responsibility and constant pressure. pgficdessional career as
a fulfillment of ambitions is not seen no woman.

19. Except for the fact that | have achieved professi@and family
life as | experience: *

A B C D E
Additional Satisfaction Certificate for Permanent The constant
stimulus the effor responsibility pressure
6-30% 4-20% 5-25%

* This question corresponded to only patients waweha family (15 - 75%)

The experience of achievement and family life fomen leaders provides
an additional incentive (6 - 30%), a certificate the effort (5 - 25%) and
satisfaction (3 - 15%). Only one respondent in @miion with the

experience of a constant commitment.

20. In the twentieth questions women managers araiated (scale
from 1-not important / present to the full 4-imgort / present) offered 15
personality traits in relation to their level of prtance to the professional
career of top managers as well as the degree ioftesence in the personal
career every woman. Analyzed responses are preseniables.
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% Of
IMPORTANT grade 3 PRESENT
4 AS
Rank FEATURES AS (largely  Rank FEATURES
and fully)
1/2 Persistence in 3,90
achieving goals
1/2 Organization 3,90
3 Commitment to work 3,83
4 Determination 3,79 100%
5/6 Willingness to 3,63
cooperate
7/8 Confidence 3,61
5/6 Hustle 3,63 95% 2 Determination 3,53
7/8 Planning and 3,61 3/4 Willingness to 3,42
Compliance Plans cooperate
9 Enthusiasm 3,56 5 Confidence 3,38
10 Courage 3,39
11 Helping others — 3,18 90% 1 Commitment to 3,56
work
3/4 Persistence in 3,42
achieving goals
6 Organization 3,32
7 Helping others 3,29
8 Enthusiasm 3,28
85% 10/11 Courage 3,11
12 Kindness to everyone 3,11 80%
75% 9 Hustle 3,16
12 Planning and 3,00
Compliance Plans
70%
13 Competitive spirit 2,72 65% 10/11 Kindness to 3,11
everyone
60%
14 People's belief 2,47 55%
50%
45% 13 People's belief 2,53
40% 14 Competitive spirit 2,44
35%
30%
15 Aloofness towards 2,00 25% 15 Aloofness towards 2,05
colleagues colleagues

For the purposes of this study all of these featane classified into
three groups. In the first group are classifiedpegperties: persistence in
achieving the goals, organization, dedication, piagg and compliance



Toskowé, J., The Position of Women Managers, JWE (20133Nh 137-161) 157

plans, and features a business orientation. Thendegroup are classified as
properties: the willingness for cooperation, assisé to others, enthusiasm,
kindness, believing people, the spirit of competitiand distance to
colleagues. These are the qualities of interpetsomamunication. The
third group consists of senior oriented featuredf-confidence, energy,
courage, and determination.

According to data from the table it is evident tit - 100% of
women estimated 11 properties as important to at gneent or completely.
The same characteristics were 65 - 95% of womeangassessment largely
or fully present. We can say that the tests offtlewing 15 traits, 11 traits
as important in managerial practice. But theseitigglare not present to the
same degree in the practice of women liders . Eatge and average scores
for each evaluated trait shows that there arereiffees in terms of sequence
and properties sorted by relevance and presence.

The most important (first three ranks) were estgdabusiness
oriented features: persistence in achieving thelsgaarganization, and
commitment. Planning and compliance plans thatiggdo the same group
took is 7/8 range. Managerial orientation propsraee located between the
4 and 9 rank. Of 11 to 15 level properties are tedainterpersonal
communication traits other than willingness to caape (5/6) and
enthusiasm (9). So we can say that the tests tluateathe practice of
managing the most important features of businasstation and leadership
gualities and that less attention is paid to festuiof interpersonal
communication.

As most present estimated (first rank) is just tesure of business
orientation: dedication and other characteristitshes group are located
from 3/4 to 12 rank. Planning and compliance pl@dr® is at least present
the characteristics of business orientation. Manalerientation properties
are located from the 2 to 11 rank. The usual featirdetermination (2).
Feature of interpersonal orientation highest ramkiy the presence takes
the willingness to cooperate (3/4), and other privgee are located on 7 to
15 rank. We can say that women managers are ngaeim the assessment
of the presence of these characteristics and i firactice give equal
weight to all three traits orientation.
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Conclusion

The research results allow us to describe the hehad the two
models of women managers in the current situatiowhich the Serbian
economy. For both models describe the initial doteis the dominance of
the identified factors: those obstacles and facteigporting the
advancement of women in professional careers.

1. Model behaviors that women managers as points @&upport
combine its own strengths and supportive environmen

— Highly educated and have above-average incomes.

— She has a family but is equally successful whenshet married or
when she is alone with the children.

— Do not recognize prejudices about male-female dutighe family.
Because family responsibilities equally shared g husband and
regularly as a home help engage a third party.

— There is enough time for the family as a ratiomal #exible use of
time in which it aids the modern technology.

— She is convinced that her leadership like as meagoélly available,
realizing its ambitions relying on the support €ast for career
advancement including: own ambition, knowledge argerience,
continuing professional development and custonomatif business,
family support and support to the workplace.

— A break in career for parenthood beyond with thip lué family,
colleagues and friends and have no problems wién eyreater
success on the job. Finally a professional caeseen as a further
satisfaction and compliance profesionsinog famifg, las well as
their own additional stimulus check.

- manages to find the time for continuous profesdiamnaining,
because of a desire to keep up but also in orderoigress at work.

— from professional competence has developed busiogsnted
features. Dedicated to the work plan and adherah&o plans,
organized and persistent in achieving goals whildwa it to easily
make decisions. The capacity management is chawssdeby self-
confidence, energy and bravery.

In interpersonal communication authority built oust, cooperation,
and her enthusiasm, kindness and willingness tastasgher
commands respect.
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2. Model behaviors that women managers as a poinff gsupport

uses its own power

Highly educated and have average incomes.

She have a complete family or is alone with thédcan.

Burdened with prejudice that has been her famispoasibilities
and concerns itself mainly jobs with little help lag wife and little
involvement of a third party. It is often in a piosn to perform their
assignments at home. As radon her time at workstakere than
eight hours, with all other obligations is not susjmg that there is
not enough time for the family.

It is convinced that the leadership of women igmftinavailable and
if she becomes manager believes she must prove thremmehe male
counterpart. Often fails to achieve its ambitioos $tating that the
cause of such factors as: poor recognition of kedgé, lack of
ambition, family obligations, lack of support inethamily and at
work.

Continue career after a break caused by pareraaenlflows family
responsibilities. Only with the increasing age bé tchildren this
kind of load is reduced. Due to the lack of fremeicontinuing
education courses only when is necessary (obligatm their
employer).

Her career experiences she see as a permanentnsisiiy,
constant pressure , compliance work and familyiifestimated as a
confirmation for the effort.

Has less developed business orientation. Dedidatéer work, but
the planning and the rational use of time not hedwys is reflected
in its organization and other organization, decisioaking and
persistence in achieving goals. Its capacity to aganand control
lacks vigor and courage as a result of lack of-sefffidence and
self-esteem. In interpersonal communication authasinot built on
trust, cooperation and enthusiasm, but rathersrelrethe power that
gives the functions and forces the spirit of contiget and distance
to colleagues.

Both models described behavior provide women masade
identify factors support further progress and poiof support in
their own professional career. Also the resultshig study suggest
the possibility of their practical application esjaly in companies
that want to pay attention to the problem of stteaging the
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competencies of women in managerial positionshis sense, the
organization of continuing professional developmeant work
organizations therefore focus on capacity buildiaf women
managers in planning and organizing as well agléwelopment of
communication skills, particularly in the area afsertiveness and
constructive resolution of conflicts. Therefore,jogy attention to
improving skills of entrepreneurs and their edwrais necessary to
increase their competencies (Raddviarkovi¢, 2007) . In addition,
forming an international learning network of womenay enhance
entrepreneurship opportunities in Serbia as welhauntries that
are developing or in transition (RadéWlarkovi¢, 2006).

As part of further research on problems of develepm of
professional career women should examine the imphéactors barriers
and factors supporting the advancement of womelinvihe various levels
of management. Specifically investigate the invesitactors barriers to the
advancement of women across levels and the passibil overcoming
them.
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Polozaj zena rukovodilaca u Srbiji

APSTRAKT

U ovom radu opisana je trenutna situacija zena uadilaca u Srbiji. Zene
kroz istoriju nikada nisu bile slobodne i emancipog kao danas, kako u
zapadnim druStvima tako i Srbiji, gde je aktuelbeamost da Zena ne ostvaruje
sva prava koja su regulisana drZzavnim zakonodawstuwazavajéi princip rodne
ravnopravnosti. PoloZaj Zene na trziStu rada pradga jedan od Kljdnih
aspekata rodne ravnopravnosti u drustvu.aMtém, kroz vreme ih prate nevidljive
prepreke koje spravaju Zene u dostizanjielnih pozicija korporacijskog vistva,
koje se danas nazivaju “Staklenim plafonom”.

Cilj istrazivanja je da opiSe i analizira aktuelgolozaj Zzena rukovodilaca i
otkrije uzroke i ograniavajue faktore njihove profesionalne afirmacije.

Rezultati istraZzivanja omogavaju da opiSemo i uvidimo dva modela
ponaSanja Zena rukovodilaca u aktuelnoj situacijikajoj se nalazi srpska
privieda, gde je polazni kriterijum dominacija iddikovanih faktora: faktora
prepreka i faktora podrske napredovanju Zena u fgwionalnoj karijeri. Naime
govori se o modelu ponaSanja Zene rukovodioca kapata’ke oslonca kombinuje
sopstvene snage i podrSku okoline i model ponaSaen@ rukovodioca koja kao
tacku oslonca koristi sopstvene snage.

KLJU CNE RECI: Zena, rukovodilac, Srbija, model ponasanja
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