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1 INTRODUCTION

The status of women in society is a longstandisgasthat continues to affect the world
today. In politics, organizations or in any oth@gment of business, at a local or an
international level, women are underrepresenteds T$ especially the case in top

management where negligible number of women ho#itipas. Various studies show that
advancing to the top management positions is mactien for women than it is for men.

Women have to work harder and prove themselves mmooeder to be promoted to top

management. Reasons for this are prejudice, sygent and gender differences which
exist in favor of men.

Worldwide, there is a tendency to favor men ovem&n in promoting them to the high

level management. This, of course, differs fromntouto country and from one to another
part of the world. One of the reasons are cultdliffierences, which are related to

economic development of the country, the politisgstem and religion. There is a

significant difference in the position of womenween Western countries and developing
countries (ILO, 2004, p. 17 and 19).

Companies are changing because of an increasindgperuai women in the workplace,

especially those in managerial positions. Todayn raed women are learning to work
together under a traditional hierarchical structlres a male dominated structure since
men greatly outnumber women in upper level managémpeasitions. Women are seen as
unqualified for power positions as “feminine quaekt are associated with low level

positions (DeMatteo, 1994, p. 23).

For the purpose of this thesis | decided to re$eand explore the position of women in
business and top management functions in BosniaHamdegovina (B&H). Why is this

country interesting? Ever since the war in theye80's (1992-1995), B&H has been
facing problems which have been considered mucle rimportant” than the problem of
women in high level management positions. In the®gyaphical area three religions
intertwine and tradition is highly valued.

In my opinion, the position of women in Bosnia dAdrzegovina tends to be more like
that in Western than in developing countries. Istil uncertain how much time Bosnia
and Herzegovina will need to be comparable withogaan countries in many spheres, as
well as in gender egalitarianism. | will use thel® gender gap index to depict and
explain women'’s position worldwide.

The purpose of my thesis is, through a thorougtystif the existing literature to examine
the role of women in the business world today. kemrnore, to examine what problems
occur within the initial hiring process, workinggmess and promotion among women in an
organization. The secondary aim was to provide céffe suggestions for resolving



existing problems. The goal was to portray how wonmeB&H perceive their position in
their working environments.

The thesis is divided into five chapters. A shaerwiew of the thesis is as follows

The second chapter presents the relevant thedrbtickground of working women today.

This chapter is divided into seven sections whesaas concerning women will be further
examined. | will explain gender equality and equitycultural, business and political

environments along with the differences in advagdm the top. In chapter three | will

apply PEST analysis through which | will descrilbe tmacro environmental factors of
B&H. Furthermore, | will focus on women’s positiamd rights in B&H society as well as
in the work place.

The theoretical chapters described above providefabndation for the fourth and fifth
chapters, in which | will present the empirical tpaf my thesis. They include survey
research that | have conducted among a number pibged women who live and work in
Bosnia and Herzegovina. Initially, | define the lpiem and the goals that | wished to
achieve in the research, followed by the resealah, phe data analysis and the findings.
Finally, in the conclusion | will summarize the kiéhweoretical and empirical elements and
offer recommendations for gender equality.

2 WOMEN IN BUSINESS

Throughout the history, the role of women in thesibass world has been changing.
Different background, biological and psychologiciferences put women in a special
place in the business world.

2.1 WOMEN RIGHTS

The official battle for women rights began in 194Ben the UN established a commission

to monitor and promote women'’s rights. The first Wdmen’s Conference took place in
Mexico in 1975, leading to the well known event @anvention on the Elimination of All
Forms of Discrimination Against Women (CEDAW) h&hd1979 (Wach & Reeves, 2000,
p. 30). The purpose of the Women’s Convention waassure certain measures by which

women can enjoy all their human rights and fundaalefieedoms (UN, 1997-2007).
Different countries committed themselves to enccrihsination against women in all

forms. The main goals were:

* to achieve equality of men and women in their leggstem by suppressing all
discriminatory laws and adopting laws which prohdscrimination against women;

» to create tribunals and other public institutions fhe protection of women against
discrimination;

e to eliminate all forms of discrimination against mwen by persons, organizations or
enterprises.



In 1981 the Women’s Convention was ratified by ttyerountries. Ten years after almost
one hundred nations decided to participate to pwrad to discrimination against women.
The Convention is handling women’ situation in ghckmensions:

* civil rights,

* legal status of women and

* human rights.

The legal status of women draws the most attentioncludes all appropriate measures to
abolish discrimination against women in politicadgpublic life. Those actions consist of
education, employment, economic and social aawjtiequality of women in civil and
business matters, issue of marriage and familyioals with equal rights and obligations.
The appropriate legal status of women achievesliggbatween women and men on the
political and social level.

Along with other civil rights, the Convention dealsth reproductive rights emphasizing
proper understanding of maternity as a social fancta woman'’s reproductive choice,
shared responsibility for child-care by both sesesjal services for child-care, integration
of maternity protection and child-care. The aboventioned apply to all areas of the
Convention, whether dealing with employment, fantéw, health care or educatiofhe
third main part of the Convention addresses cultargl tradition in the form of
stereotypes, customs and norms which interfere widmen’s professional advancement
and equality in economic and political fields.

Worldwide, 89 percent of countries have ratified Women’s Convention. Ratification of
the Women’s Convention differs between regions mode so among countries which are
depicted in the Table @Wach & Reeves, 2000, p. 32).

Table 1: Response to the Women’s Convention

Region Ratified Ratified Not ratified
with reservation
Europe and N. America Canada United Kingdom USA
Japan Netherlands Monaco
L.America and Caribbean Colombia Argentina
Mexico Brazil
Africa Chad Morocco Sudan
Mali Lesotho Niger
Asia and Pacific Cambodia India Korea (Rep)
Kazakhstan China Afghanistan
Middle East Irag Saudi Arabia
Israel Iran

Source: Wach & Reeves, Gender and Developmentts lead Figures, 2000, p. 34.



2.2 GENDER EQUALITY

Gender equality represents equal rights, respdiigibiand opportunities of women and
men, girls and boys. Gender equality concerns tatimen and men. Equality means that
women'’s and men’s rights, responsibilities and opputies will not depend whether they
are born male or female. It does not mean that woare men will become the same
(Ghinararu & Petrovic, 2005, p. 22). People workimgthe formal economy, self-
employed, casual and workers in the informal econasmwell as care workers and private
households’ workers, who are mainly women, havigla to decent work (ILO, 2006, p.
3). Women as well as men need economic, sociapaliical equality.

Gender mainstreaming is a globally accepted stydi@gpromoting and achieving gender
equality. Inequality keeps women poor, financiallgpendent, illiterate and unhealthy.
Gender mainstreaming is one way of reducing poyartgroving education and lowering
maternal mortality. The purpose is to deal withcdmination through programs and
strategies that increase the abilities and oppibiesnof the inferior gender and better
understanding of their rights through education @aithing (Cook, 2000, p. 39).

Numerous studies during the last decade have oosdirthat reducing gender inequality
increases productivity and economic growth. Gerdgrality improves the quality of life.
Women represent half of the world’s population dnadf of its talent. The costs of not
developing and using this talent are huge. As amgie, the Asia and Pacific region,
because of reducing job opportunities for womemeeences the costs of $42 to $46
billion annually. Growing number of business, poat and societal leaders around the
world implement gender equality as a policy pririHowever, according to the latest
studies, only about one-third of women participatéhe workforce (Hausmann, Tyson &
Zahidi, 2007, p. 20).

2.3 CULTURE

People live in different environments with diffetequltural values. These different values
and behavior should be accepted, recognized, ahdhrneated as negative stereotypes.
Different authors present distinctive cultural dmai@ns with which almost every country

can identify itself. “Culture is a shared system mieaning, ideas, and thought”

(Rosenzweig, 1994, p. 2). Culture describes Ishefl practices of the society, which are
closely associated with tradition and religion.

National culture plays important role in establighithe role of women and their social
standing. It is necessary to point out the diffeeehetween the terms “sex” and “gender”.
The term sex describes the biological divisionrmfividuals into male and female groups,
while gender explains cultural, social and psycbwial qualities of individuals as
masculine or feminine (Vinnicombe & Singh, 20021@2). Gender is aawareness of the
cultural and geographic specificity of gender ideg, roles and relation&ender role is a
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set of culturally defined behavioral norms. Gend#es were traditionally divided into
feminine and masculine gender roles, which diffenf one country or culture to another,
and can differ even within country or culture (Ank&m, 2007, p. 183). There have been
cultural changes in the expectations relating tokvior women and men

Geert Hofstede, one of the most influential cultuesearchers, conducted his research
among over 116.000 IBM employers in 50 countrie@fskéde’s cultural dimension
masculinity/femininity illustrates to which degree country culture is masculine or
feminine. He claims that if in one country more jplecheld masculine values then fewer
people held feminine values. Hofstede identifidffedences among countries, by gathering
the data about culturally determined values andigdes) four work-related value
dimensions (Deresky, 2006, p. 94; Hofstede, 20052p):

e power distance,

e uncertainty avoidance,

* individualism/collectivism,

* masculinity/femininity.

In masculine countries, men are supposed to beti@ssdough, and focused on material
success, while women are supposed to be more maddeder, and concerned with the
quality of life. Femininity stands for a societywhich both men and women are supposed
to be modest, tender and concerned with the quefitiife (Hofstede, 2005, p. 120).
Differences between feminine and masculine societie depicted in Table 2.

Table 2: Key differences between feminine and ntiagcsocieties: gender roles

Feminine societies Masculine societies

Small gender culture gap Large gender culture gap

More equal job and education opportunity Less Emleand education opportunity

Larger share of women in professional and techrjiGaller share of women in professional and techn
jobs jobs

Socialization toward nontraditional gender roles ocidlization toward traditional gender roles

ica

Women describes themselves as more competitMen describes themselves as more competitive than

than men do women do

Gender stereotypes rooted in universal biologjc@lender stereotypes country specific
differences

Characteristics freely attributed to one or theeoth . . - S
y Attribution of characteristics less easily diffetiared

gender

Women describe themselves in their own terms Wodescribe themselves in same terms as men

Men allowed to be gentle, feminine, and weak Worsbauld be gentle and feminine; nobody shauld
be weak

Men claim suppressing joy and sadness Men claowisiy joy and sadness

Women'’s liberation means that men and womélomen’s liberation means that women should
should take equal share both at home and at work| admitted to positions hitherto occupied only by men

Source: An & Kim, Hofstede’s masculinity dimendimgender role portrayals in advertising: A croastaral comparison of web
advertisements.2007, p. 186.
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The masculinity/femininity value dimension explaiddferences between feminine and
masculine cultures. In countries with high masatyljrreligion is very important as well as

tradition, by which, mostly, women are inferior neen. Family structure is traditional,

women are expected to stay home and raise famAils® in these societies there is a
larger gender wage gap and fewer women in managdepusitions. Organizations in

masculine societies provide unequal opportunities Wwvomen and men in career
advancement (Hofstede, 2005, p. 132, 147 and 157).

Gender egalitarianisms, a cultural dimension of B€®BE Project, measures the degree
to which an organization or society tries to miramiinequality and discrimination
between women and men. It was measured at bothtaband organizational level. The
more gender egalitarian a society, the greatebétief that women and men are suited for
similar roles and the greater is women’s partiegrain the economy, government and
politics. Cultural drivers of gender egalitarianisame: parental investment, climate or
geographic latitude, religion, economic developmeatial structure and resource control,
mode of production and political system. Memberstobnger egalitarian societies enjoy
greater economic prosperity, knowledge, longewtisfaction. Organizational cultures
reflect the practices and values in society in Whitey are implanted (Emrich, Denmark
& Den Hartog, 2004, p. 351 and 388).

2.4 WOMEN WORLDWIDE (GENDER GAP)

According to the International Labor Organizatiobd) research data from 41 countries
(2004, p. 19), women held between 20 and 30 perklggislative, senior official and
managerial positions. In 16 of 41 countries womefd IBO to 39 percent of such jobs.
Women’s share of the labor market and of managg@lts was highest in countries of
Eastern and Central Europe. In general, countnidsarth America, South America, and
Eastern Europe have a higher share of women in gesiah jobs than countries in East
Asia, South Asia, and the Middle East.

The global gender gap index for 2007 confirms thatcountry in the world has reached
gender equality, since the highest ranking coun&y closed about 80% of its gender gap.
The gender gap index ranks countries by examiriieggap between women and men in
four essential categories (Hausmann, Tyson & ZaR@D7, p. 4):

* Economic participation and opportunity

* Educational attainment

* Political empowerment

* Health and survival

The globe gender gap index included 128 countresral the world. The Nordic countries
are ranked the best among 128 countries. Swedats tibke first place, followed by



Norway, Finland, and Iceland. European countridd fid places among top 20 positidns

Greece (72), Malta (76), Cyprus (82) and ltaly (8)d the lowest places among the
European Union countries. The explanation for lovgifpons of these countries can be
seen in low income ratios scores, low percentagevarhen professional and technical
workers, senior officials and managers and low nemdd women in political bodies. The

worst ranked European country is Turkey, holding/tew 121" place (Hausmann, Tyson

& Zahidi, 2007, p. 9).

Canada holds 1Bplace, whilst the United States is ranked,3hich is a drop according
to results from 2006, when it was'3The highest ranked country in Latin America and
the Caribbean is Cuba with the"2dlace. Brazil (74) shares the top spot in thetheal
category in the region. According to results fro@®@& Brazil has improved on income and
wage equality, in contrast to a poor performancesduacational attainment and political
empowerment. Guatemala, ranked ",06 the country with the largest gender gaps é th
region. In the Middle East and the North Africaioey Israel has the best rating of all in
the 36" position. However, Arabic countries perform sigrahtly below the global
average, holding places above 100. Yemen holddaiteplace in the overall rankings,
since it has closed only 45% of its gender gapthkn Asia and Oceania region, New
Zealand is the country with the best ranking (Sus#alia is 1% and has improved
women’s economic participation compared to restitten 2006. Because of very poor
performance on economic participation and politeapowerment, Japan holds only*91
place. Although Bangladesh, India and Pakistanopaxfrelatively well on political
empowerment, because of very poor performancesther acategories, they hold the
bottom places on the overall ladder. Sub-SaharaiecaAhas one country in top 20 which is
South Africa holding 20 place, mostly because of strong performance oritigadl
empowerment. Most of other countries in this regaom at the bottom, with Chad holding
127" place (Appendix 1).

2.5 THE EDUCATION OF WOMEN

According to Hofstede, education is a factor creédby a society that preserves and
strengthens cultural values. In the knowledge-basedironment and globalizing
economies, education appears as a critical eleofdhte growth process. Knowledge and
competencies are necessary for developing a caimpetdvantage. In recent years
women have attained an educational level compatalheen in many countries and they
are more hired in jobs that used to be reservethér (Wirth, 2001, p. 25).

Through out the history, when only privileged peopglould be educated, women and
peasants were not expected to have education siagealready had the knowledge they
needed to fulfill their life roles (Lobodzinska,9® p. 520). If the country is wealthy, men
and women follow the same educational pEtren now in poor countries girls do not have

! Sweden(1), Norway(2), Finland(3), Iceland(4), Geny(7), Denmark(8), Ireland(9), Spain(19), UK(11),
Netherlands(12), Latvia(13), Lithuania(14), Croéit&), Belgium(19).
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access to school. Poor families almost always gwerity to boys in educational
opportunities and prepare daughters to their futumditional role, projected from the
society (Hofstede, 2005, p. 139). Culture playsimportant role in determining the
number of women in education. In some Islamic coestwomen are not allowed to
participate in the public life and most of the tithey spend at home (Blattel-Mink, 2001,
p. 11). Research demonstrates that investmernitlg gducation reduces female fertility
rates, increases women’s labor force participatiates and earnings and promotes
educational investment in children (Hausmann, Ty&atahidi, 2007, p. 20).

Globally, there are 860 million illiterate adulemd about two thirds are women. llliteracy
affects mostly the rural population, especially veonfrom rural areas. In Arab countries
and North Africa, and South and West Asia, thera ggnificant difference in illiteracy
rate between women and men (UNESCO, 2000).

In developed countries, nevertheless, there wagualgy between men and women in
tertiary education. Universities were male-domidaend women were discriminated
against. This varies from country to country, fosample the percentage of women in
higher education has been higher in Eastern Eutlope in Western Europe (Mischau,
2001, p. 20). Over the past few decades, both dpedl and developing countries have
made significant progress in educating women. Inyrageveloped countries, women now
account for more than half of the college and umsitye graduates and many developing
countries have dramatically reduced gender gapditemacy and primary/secondary
education (Hausmann et al, 2007, p. 20).

Nowadays, the situation of women in higher educaigamproving almost in all countries.
Since the 1970’s, the women'’s share in higher educavorldwide has been increasing. In
1975, the number of female undergraduates was @@mie in 1985 it was 42 percent and
in 1995 it was 48 percent. Though, as a consequansagbject segregation, women tended
to study the fields of humanities and social sa@sn@nd men tended to predominate in
engineering and sciences (McDonald, 2004, p. 316).

One of the key solutions to gender equality is atlon. Education is one of the most
important components of human capital, and providesange of skills valuable for
employers. Education for women is the way to engaton and to finding a better job.
Women’s equal access to higher education makesasierefor them to be a part of the
competitive labor market and to be paid more egu&@larcia-Ramon & Monk, 1996, p.
205).

2.6 GENDER DIFFERENCES IN ADVANCING TO THE TOP

Nowadays, women around the world represent 40 gbobfal work force, and only 5 % of
them held top management positions (The Glassr@eilivill We Ever Break Through,
2007, p. 11 and 13). Thanks to the many actionsntak promote gender equality, the
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number of female managers grows. According to @stdP007), over the last decade the
level of women in management roles has trebled vasmden account for 14.8 % of board
directors of the Fortune 500, which has grown shhgbompared to 2006, when this share
was 14.6%, but only 6.7% of the women in Fortun@ &@® top earners.

Many studies have tried to answer why there ardr svide gender differences in top

management positions. Researchers tried to answgeby theories of human and social
capital. Advanced education, company tenure, managedevelopment, experiences, job
changes and mobility, are investments in humantaa@ind activities necessary for

individuals to develop knowledge and skills. Wonzam not work the long hours, attend
late meetings or travel for high-level jobs, duertotherhood. In order to advance, women
move to other, mostly smaller companies. Women @xezs believe that they have to

work harder and be more effective than men to acvam top management positions. Men
believe that human capital is the major reason whgnen do not advance to the top. On
the contrary, studies have shown that the lackoafas capital is the major barrier to

advancement to high management level. Stereotygiesfimination, male dominated

cultures, exclusion from mentoring and networksehbgen critical obstacles for women’s
advancement. Since upper management jobs are malyEed jobs, female attributes do
not fit the executive roles. Women executives wankfemale jobs, since in male

dominated jobs, men are not comfortable to be sigest by women. Women generally
find that it is of huge importance to have accesméentors and informal networks, from

which they are excluded (Tharenou, 1999, p. 113:123

2.6.1 GLASS CEILING

One of the main reasons for the small percentageoshen in high-level management
positions is the glass ceiling, which can be ex@di as a hidden labor market
discrimination. The term “glass ceiling”, when itasv first used in 1986, described a
corporate world in which access to the top for wonveas blocked by the corporate
tradition and prejudice (Jackson, 2001, p. 30). glass ceiling is invisible, but it exists
and operates to prevent minorities and women toajh@nanagement positions.

The glass ceiling as an invisible barrier, is teadency to favor men over women in
promoting people to high-level positions. It exisetween middle and upper management
and limits women’s access to management positidnshninvolve more responsibilities
and higher pay. There are several causes for #%s gkiling in organizations, which could
be explained by the lack of human and social chpibacept. Skills, knowledge and
expertise are necessary for women to advance taofheThe social capital concept is
explained by stereotypes, lack of support and examtufrom networks (Tharenou, 1999, p.
112).

Men, especially those who come from masculine sesichave negative and stereotyped
views toward women’s advancement to executive sewvdistory, prejudices and tradition

9



are also important causes for the existence ofgthss ceiling. It involves competent,
skilled, expert, highly educated women, who movastantly upwards until the ceiling
point where only men can move up. These positioesrdended for their male colleagues,
who have the equal or poorer opportunities for adway. The glass ceiling may exist at
different levels in organizational structures,tas shown in figure 1 (Wirth, 2001, p. 25).

Figure 1: The glass ceiling in organizational pyram
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Source: Wirth, Breaking trough the glass ceilingpmMén in management, 2001, p. 26.

2.6.2 GLASS CLIFF

The glass cliff as another obstacle in women’s adement in management, explains that
women tend to be appointed to leadership positiorder very different circumstances

than men do. More specifically, women are morelyike be appointed by the boards of

companies that had experienced constantly poooipeaince, and are brought in to ‘save
the ship from sinking’. In this environment, weakdnby previous mishandling and

mismanagement, women'’s leadership positions teibe @ssociated with an increased risk
of criticism and failure (Ryan & Haslam, 2006, p. B this situation, women are held

responsible for negative actions which were takefiorle they came to leadership position.
The glass cliff is an invisible barrier which womexperience after breaking through the
glass ceiling (Ryan, Haslam & Postmes, 2007, p).183

2.6.3 BARRIERS TO WOMEN'S PROMOTION WITHIN MANAGEME NT

According to Cai and Kleiner (1999, p. 51), there five major factors that may repress
women’s career progression:

1. Stereotypes and perceptions

2. Mentorship and networking
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3. Discrimination in the workplace
4. Family issues
5. Becoming ones’ own boss

In the following section | will explain each of tb® factors.
2.6.3.1 STEREOTYPING

People use stereotyping almost intuitively to sawergy and time in order to make
judgments about distinctive categories or grouppetiple. One’s behavior and thinking
are often automatically influenced by stereoty@though a person commonly does not
recognize or consider it. Gender stereotypes axplaw women and men differ (Catalyst,
2005, p. 6).

Stereotypes are based on opinions and perceptimhsiaét on facts, and this is also a
common case of gender stereotyping. Gender stgreiyre general beliefs about gender
roles and gender traits. Even now, in the twentst ftentury, gender stereotyping is an
open issue for women. The fundamental stereotypeeraing women is that their primary
task is to raise children and take care of housishdlhen again, men are expected to go
out to work and to provide for the family (Wilsd2)03, p. 395).

Gender stereotyping in business can manifest itseld great disadvantage to women’s
promotion, since stereotypes describe women asctess without necessary qualities for
successful leadership. The fact is that women tlain# act differently than men, but it

does not mean that men think and act in a bettgrtihan women or vice versa (Catalyst,
2005, p. 6).

Male traits, such as aggression, competitivenessjsideness and forcefulness, are
qualities necessary for effective leadership. Gndther hand, stereotypical female traits
are integrity, diligence, cooperativeness and sitycelraditional gender stereotyping in
the workplace hierarchy places women as passive syl in contrary to typical
stereotypes believed to be a requirement for sscddmese success stereotypes have been
formed through the observation of successful lesddpmrole models who have historically
been men (ILO, 2004, p. 59).

One of the most common stereotypes is that womeragas are less career-oriented and
less ambitious than their male colleagues (Brockk&arraves, 1996, p. 91). Problem-
solving abilities are one of the main objectivessatcessful managers, which based on
stereotypes, women do not have. Stereotypicalbgimtilarity between women and man is
that women “take care” and men “take charge”. Semeloyers that have hired women to
lead will not follow them on the job; consequentiany of those women are likely to fail
(Bible & Hill, 2007, p. 66).
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2.6.3.2 MENTORSHIP AND NETWORKING

One of the important factors of male managers’ essftl careers is a company mentor
who helps them with their professional developrmeamd supports their interests. Women
do not enjoy this privilege which is significantrfenoving up the corporate ladder
(Brochbank & Traves, 1995, p. 95). The majorityneéntors are male, given that senior
executive women are rare in male-dominated compaiiteerefore women managers have
few female role models and also hardly any skilleehtors willing to guide them. Male
mentors tend to choose men over women as a pr@téghan, 2000, p. 70).

Mentoring is a relationship in which a more expeced person is committed to providing
developmental assistance and guidance to a lessriemped protégée. Mentors help
protégés with career development and psychosagmdast. Mentors help build the social
capital of protégés by introducing them to influahindividuals within or outside the
organization. Challenging work, coaching, sponsiprséxposure and visibility, protection
and guidance, confirmation, acceptance, friendstopnseling, and others, are important
elements for career advancement and job satisfadimployees who have not received
mentoring are at disadvantage, and as a result ghifgr from a lack of opportunities.
Since mentoring is of great importance for advare@m a growing number of
organizations provide formal mentoring programs cluhhave been made available to
employees who do no not have access to mentorseTémployees are usually women
and minorities (Forret & Janasz, 2005, p. 479).

According to Vinnicombe & Singh (2002), women beéethat one of the difficulties for
advancing was that they had less information than,ras a consequence of the lack of
informal connections and access to mentors. Margom organizations is a common
concept, but the novelty is women serving as mentor other women. People with
mentors are more satisfied and successful in jbbs than employees without mentors.
Women who do not have access to informal networky mot be able to be seen as
organizational decision makers, as this can be echusy their limited chances for
leadership roles (Jackson, 2001, p. 33).

Networking is important for women who have not madntor’'s assistance. Mentors are
useful in the early stages of career developmehiiewetworking is a helpful factor of
career development at all stages. Networks arekélyeelement for mutual work benefit
among colleagues. On the whole, women are exclided important organizational
networks, traditionally united by individuals, whepresent organizational authority. The
“old boy” system consists of respectable assoaati@external or internal, where women
are not allowed to join. This type of networkingige on informal connections involving
favors, persuasions and connections to people Wweady have influence (Linehan, 2000,
p. 73).
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European women’s management development (EWMD) faaisded in 1984 with the
purpose to establish networks for women in managémecountries where they had not
formerly existed. EMWD provides opportunities foromven in management to share
information, views and experiences. Men and wonsnbe members of the organization,
which has three key objectives (Linehan, 20004p. 7

1. to promote and develop the knowledge and perforemaheavomen in management;

2. to encourage women to move into powerful positionshe workplace and the
community;

3. to aspire to a more evenly balanced mix of menvamehen in senior management
roles and in that way help to improve the qualityn@anagement internationally.

2.6.3.3 DISCRIMINATION

Even though many countries adopted the law on gezmleality, which prohibits any type
of gender and sexual discrimination, gender disoaton exists in the business area as
much as in any other area. The business environmergpts women as part of the
population who do not own the characteristics neglifor success (Bible & Hill, 2007, p.
68).

Discrimination could be direct or indirect. Diregénder discrimination occurs when a
person has been, is, or may be treated less fdyaralihe grounds of gender than another
person in the same or a similar situation. Indirgehder discrimination occurs when
apparently neutral legal standards, criteria ocfcas that are equal for all have the effect
of leaving a person of one sex disadvantaged cadpaith a person of the other sex
(Inclusion Group, 2007, p. 5).

Joshi & Paci (1998) suggest different types of rilisimation in the workplace. They divide
discrimination between pre-entry and post-entrycritisination. Pre-entry discrimination
includes a different approach to the labor markehsas education and general training.
Post-entry discrimination results in employmentugation, job or wage discrimination. If
female employment probability differs across grodben that is due to employment
discrimination. Job or occupational discriminatitakes place when women have no
opportunities to enter particular occupations d&y ffill up other occupations, predictably
less paid and with not as much responsibility. €hemwage discrimination in a workplace,
if gender pay gap is systematically greater thardgedifferences in productivity.

According to the taste-based theory of discrimoratimen may receive preferential
treatment because (Joshi & Paci, 1998, p. 24):
» employers prefer male workers over female,
« male workers do not like working alongside womespegially further up the
hierarchy and
» consumers prefer to do business with men ratherwmanen.
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The theory of statistical discrimination explaingwhan employer with no intention to

discriminate against a woman, might discriminate inefavor of a man. Employers in

most situations do not receive information on imdlinal workers’ productivity, so they can

not evaluate the productivity of each respectiveken However, employers would rather
hire men and pay them higher wages, because wommerginal product is expected to be
lower. Better information flow could improve thidashi & Paci, 1998, p. 24).

2.6.3.4 FAMILY ISSUES

The feminine role is to be a housewife, who mandbesaffairs of the household. The
housewife is a wife and a mother. Housework is vestemated as is the amount of time
women spend doing it. It is a real job, only withatade unions, with no professional
associations to define performance criteria, ananganizations to defend their interests,
and most importantly without payment (McDowell &ifgjle, 1992, p. 136). Women’s

housework often is not recognized as work and iripaid labor. Worldwide, even two

thirds of women’s work, which mostly consist of Idgare, household tasks and
agricultural work, is unpaid (Grumm, 2008).

The traditional role for women has been to work@te without pay, although the times
have changed and men do not earn enough now teduppir families. The negative side

of this is that traditional roles have remainedhi@ minds of men and women, and working
women are expected to perform both roles. Ther@®areptions, especially in the modern
world, and with younger generations where househakks are equally distributed

between women and men. Some families decide toanmphged domestic help, in order
to spend more quality time for themselves, withiens or children (Haas, 1998, p. 2).

Even though both employed women and employed mea taanilies, more often than not
it is a woman who takes responsibility for the fmiror this reason, many times women
have to choose between having a family and a topagement position (Bible & Hill,
2007, p. 68). Therefore women and even executivenevo with young children
increasingly leave their careers or start to woalkf ime to become full-time mothers.
Family role models, where women play a leading ,rdlave not changed, although
women’s career prospects have. Married women, &dlyethose with children, live in
two worlds, one at work and one at home (Winn, 2@04.47).

Due to the fact that nowadays women care more atmit educational and career
development, the fertility rate has declined in Y¥as countries. Educational
accomplishment, cultural and religious factors uafice the proportion of women who
decide to remain childless (Wood & Newton, 2006,1ph). Working women carry the
burden of two full time jobs. For women, succesd arfluence on the job are associated
with failure and dissatisfaction in their privaitel They feel guilty about compromising
the quality of their work and the relationship wilteir family. On the other hand, there are
women, yet not so many of them, not willing to rence family life and personal
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happiness, and successfully manage to combinettheiroles. Single mothers, especially
parent mothers, do not have the option to choosseaa children or work, so they are
even more motivated to work hard and be promotedestheir children’s future depend
just on them. The Family life of female and male@xives differs, which is depicted in
table 3.

Table 3: Family life of women and men executives

Delayed marriage 18 % 9%
Currently married 79% 94%
Partner with a full-time job 74% 25%
Delayed having children 35% 12%
Decided not to have children 12% 1%
Having children 65% 90%

Source: ILO, Breaking though glass ceiling: Wonremanagement, 2004, p. 47.

2.6.3.5 WOMEN BUSINESS OWNERS

In recent years, in some countries, there has hesgnificant growth in the share of self
employed women. Reasons for this can be explaigégush” and “pull” factors. Because
of restructuring and downsizing in the public amigte sectors women have been pushed
into self-employment, because of insufficient familcome, dissatisfaction with a salaried
job, the need for a flexible work schedule priorfamily responsibilities. Women have
been pulled to run their own business becausedafsae for more autonomy, flexibility,
independence, entrepreneurial drive and their dwvavoid the glass ceiling and lack of
opportunities to advance to top management (ILO420. 33).

Women are forced to start their own business ify theant to avoid the glass ceiling,
particularly when working in male-dominated corgmmas. According to the Catalyst
study, one of the decisive aspects for women tofecentrepreneurs is they can become
their own boss. Fifty eight percent of women bussnewners responded, that there is
nothing that would attract them back to corporatesj(Mattis, 2004, p. 160). According to
the Census Bureau in 2002, in the U.S. women ova&d of all private businesses.
Women-owned businesses are privately held firms/ich 51 percent or more of the
firms are owned by womefHigh Beam research, 2006).

The key problem for achieving independence viaegmémeurial activities is of a financial
nature. Because of inequality, funds are also esgible to women. Starting a business is
risky, costly and there is no guarantee of succ¥emture capital funds are mostly
reserved for male entrepreneurs, so women havesdotheir personal assets to start a
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business, such as savings and credit cards. Besmesvned by women are mostly small
and tend to grow more quickly than those headechdy (Mattis, 2004, p. 154)

2.6.4 OCCUPATIONAL SEGREGATION
Gender inequality results in occupational segregally which men and women perform
different jobs. Female’s jobs require less skilisl &knowledge and for that reason, these

are less paid jobs than male’s jobs are (Wirth]12@0 10).

Table 4 illustrates traditional stereotype occugatiby gender.

Table 4: Stereotype occupations

Male Female
construction worker sungepmidwife wages clefk
electrician dentishousekeeper dietician
mechanic scientjshome help health visitor
farmer doctprclerk personnel officer
bus driver accountarghop assistant libnaria
chef investment analystbeautician teacher
pilot lawyefr hairdresser nurse
programmer company Directpwaitress counselor
astronaut bank manageecretary social worker
architect politicignreceptionist supervisor

Source: AlexanderCareer Planning for Women: How to Make a Positivgact on Your Working Life, 1996, p. 63-64.

If jobs are mainly done by women, then these ocooips become feminized occupations,
which have more than 50 percent females of oneepstdn. Given that women occupy
these professions, those are not as valued as pmafessions are. This traditional
segregation between male and female jobs is calleontal occupational segregation
within levels of the vertical hierarchy (Joshi &dPal998, p. 74).

Qualified women are likely to be placed in lowetwajobs, with low skill requirements
and with no adequate financial reward. That is Wigy find them selves in non strategic
jobs and not in vertical line and management ja#lihg to the top of the hierarchy.
Consequently, these women, despite their skillsqraldity, end up as a support staff for
their strategically positioned male colleagues. i@enmanagement positions are
predominantly occupied by men. For instance, inhbalth sector men predominate as
doctors and administrators along with the educatiaector, where teachers are mostly
women and administrators are men. The judiciarg, ittiormation and communications
technology sector are new untraditional areas whemen are making progression (ILO,
2004, p. 8)
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2.6.5 WAGE GAP

Persons of equal skills and productivity, in a frearket economy, should have equal
payment. Wages should be different among peoplk different skills. But in reality,
different skills and productivity are not the omlgasons why wages differ. Age, race or
gender cause inequity in the labor market and cpresely wage inequality. After 1951
when ILO recognized the necessity of equal paywfork of equal value by women and
men, individual countries started to bring differéypes of legislation referring to the
wage equality in different periods of time (JoshiRsaci, 1998, p. 1-7). However, pay
disparity still exists.

Wage discrimination means that women as one papalgtoup are paid less than men as
people in the rest of population with equal produiist associated characteristics (Joshi &
Paci, 1998, p. 23). There are various explanatidnsmen are paid more than women:

« Human capital theory points out the importance adication, training, and work
experience on individual labor productivity. Sirmoen are given preference over human
capital investments, differences in human capital sirongly linked to gender based
earnings gap (Huang, 1999, p. 362).

» Sector concentration means that women and menoatedsinto two sectors where
women are concentrated in a crowded female sedtmhws different in terms of pay,
security, advancement opportunities and workingdd@ms (Joshi & Paci, 1998, p. 25).
» Occupational segregation is considered as the ipahceason for gaps between
women’s and men’s wages. Even though men and womwmRk in the same job
categories, men have jobs with more responsilslitere consequently better paid,
which causes earning gaps between equally quaidéele and male employees (ILO,
2004, p. 29).

« Working time also can explain the existence ofdkader pay gap. Part timers are
paid less, as the productivity of full timers iggier. Mostly women decide to be
employed in part time jobs due to domestic and lfam@sponsibilities (Joshi & Paci,
1998, p. 27).

* The private sector is mostly occupied by men and fpmer women, female full
timers are less likely to be in the private sectdiomen employed in the private sector
are mostly part timers, who are paid less. Theoseat employment gives another
explanation of gender pay gaps. The number of wowanking in the public sector is
considerably higher in many countries than the remdd men. In the public sector,
women are more equally paid relative to men, sihiseeasier for government policy to
fix wages (Joshi & Paci, 1998, p. 80).

e As unions are male dominated, men prevent woman foining in the uncrowded
higher paid male sector (Joshi & Paci, 1998, p. 25)
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Worldwide, women earn on average 23.7 percent thkas men for the same job
(Meulders, Plasman & Rycx, 2004, p. 247). Gapom gpportunities for women and in
the wages paid to women compared to male colleaguesstill considerable even in
developed countries, where dependence on knowlediystries and knowledge workers
is large and growing, in contrast to the even lamggps in the majority of developing
countries (Hausmann et al, 2007, p. 20).

2.6.6 MANAGEMENT AND LEADERSHIP STYLES

There is an assumption that women pursue diffdieadership styles than men, mostly
because of gender differences. Many authors trarswer this question by applying
various theories and then studying the differeroetsveen male and female leadership
styles.

A common belief is that the managerial environmsrg male one, and only men can and
do understand tradition, culture and rules, becaofsgheir male experiences. The
differences concerning female and male leadergddoeilreflected in behavior, motivation,
stress and relationship to subordinates. Steremlpj female leaders who have adopted
male characteristics are seen as good and suckcessf (Kanjuo Mtela, 1996, p. 84).
Leaders are seen as dominant and ambitious, whiehclaaracteristics men possess,
whereas those feminine stereotypes, friendlinesk samnsitivity, insignificant qualities
unnecessary for leadership. The traditional ledudjerstyle of women is about women’s
interpersonal, communication and people-managesieitg (Catalyst, 2005, p. 7). While
men are seen as leaders, women are seen as tletsgpiollowers. Women who describe
themselves as predominately “feminine” or “gendewtnal” are followers (Rosner, 1990,
5). Table 5 illustrates some typical female andencdlaracteristics.

Table 5: List of “female” and “male” characteristE

Feminine Masculine Gender-neutral
Gentle Dominant Adaptive
Submissive Independent Tactful

Excitable Aggressive Sincere
Sentimental Tough Conscientious
Understanding Assertive Conventional
Compassionate Autocratic Reliable
Dependent Competitive Predictable
Emotional Analytic Systematic
Sensitive Decisive Efficient

Source: Rosner, Ways Women Lead, 1990, p. 5.

Leaders are expected to possess male characteridtimmen lead more democratically,
while men’s leadership style is more autocraticariBformational leadership style, by
which subordinates transform their own self-intenet® the interest of the organization for
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a broader goal, is a characteristic of female lesadé is associated with interpersonal
relationships and the sharing of power and infoiromatMale leaders tend to use a series of
transactions, exchange rewards and punishment fioemce the performance of
subordinates, what is called a transactional ledniler Female characteristics make women
more communicative, since they are good listenedseampathic. Women are also people
orientated with an understanding of emotional nedd$fieir employees and handle them
with a softer approach (Appelbaum, Audet &Mille@(B, p. 48; Rosner, 1990, p. 4).

An androgynous leadership style is the combinatddnmale and female leadership
behaviors. This style should be the most effeative since it includes the most significant
characteristics of both, feminine and masculineléeship styles. Therefore, it is more
appropriate for numerous situations. It is the hmsdsible style for both sexes at the
present time (Kanjuo Mela, 1996, p. 90). Since androgynous leadershlp syhe most
effective approach for achieving high performarntceeans that also men should learn and
adopt female characteristics if they want to becoopeleaders and not only women to be
learners and followers as mentioned before.

2.7 WOMEN IN POLITICS

Women won the right to vote in uneven stages. ifisedountry to gain equal voting rights
was New Zealand in 1893 and the first country tovalwoman to stand for elections was
United Stated in 1788. Then, slowly, other coustgained this right (Appendix 2). The
most recent countries to grant women’s voting sghids Kuwait in 2005 and United Arab
Emirates in 2006 where for the first time in thauwotry’s history both men and women
stood for election and voted. However, there ailé cduntries where women are not
allowed to vote such as Saudi Arabia (Women indtyst2007).

After World War |, the first woman became a ministand Denmark was the country
where this happened. In 1960 Sri Lanka had thé¢ female Prime Minister, after that

Argentina in 1974 had the first woman PresidenttliByend of 2007 there were 9 female
presidents, 6 female Prime ministers and 3 Quaeiisel world. At the present there are
the only two countries which never had a female bemof the government, Monaco and
Saudi Arabia. In 1999, Sweden became the first tguo have more female ministers
than male and in 2007, the Finish government ctetisf 60 percent of women (Guide to
women leaders, 2007).

Women in political leadership are poorly represénjest in the same way as in executive
ranks. Whenever women’s leadership appears, wonsm o deal with the same
differences. By 3% October 2007, the world average for women repteasiges in national
parliaments has been 17.4 percent, with 17.5 peafethese in the single or lower house
and 16.6 percent in the upper house or senate (E07). Since 1997 women’s
representation in national parliaments has inceedse30 percent when these numbers
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were, in the same order as before: 11.3 %, 11.78 98% (IPU, 1997). Women’s
government representation differs strongly amoiggores, which is depicted in table 6.

Table 6: Women in national parliaments by region

Nordic countries 41.6% 41.6%
Americas 19.4% 17.3% 19.1%
excluding Nordic countrics. 19.0% 17.4% 18.6%
Sub-Saharan Africa 17.0% 20.7% 17.5%
Asia 16.6% 16.5% 16.6%
Pacific 12.6% 31.8% 14.7%
Arab States 9.5% 6.3% 9.0%

Source: Inter-Parliamentary Union (IPU), 2007.

It is assumed that women are more conservativee mmralistic and less interested in
politics than men are (McDowell & Pringle, 1992, 185). In political life, women are
concentrated in certain sections. Women mostly atchold higher responsibilities in the
fields of finance and foreign affairs, security adéfense, but women are highly
represented in social, family, health and laboriesf areas which are considered to be
more appropriate for women. It is not necessarytti@wealth of the country is related to
the representation of women in governments (W91, p. 48).

Many governments in the world have introduced qegsiems as a way to endorse gender
equality in all sectors of society. The aim of agusystem is to ensure that women form
at least 30 to 40 percent of decision making bodieplementation of such a quota system
has succeeded mostly in countries in Europe, espedn the Nordic countries (ILO,
2004, p. 25).

Women politicians’ main concern is to combine pcdit and family life. In Nordic
countries, as the example which other countrietheaworld should follow concerning
women representatives, day care for small chilisevailable to women parliamentarians.
The women generally believe that female representat politics is changing society for
the better (ILO, 2004, p. 24).
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3 THE ROLE OF WOMEN IN BUSINESS IN B&H

Over time, the role of women in Bosnia and Herzagmwas been changing. Still, for most
of them, it is very difficult to reach top manageussitions, which theory and research will
show.

3.1 PEST ANALYSIS

In this chapter, | decided to do a PEST analysisBi&H as it can provide a view of the
country and its situation, and should establistasisbfor my thesis work. PEST analysis
stands for political, economic, social, and tecbgalal analysis. It is an external analysis
that describes macro environmental factors, whrehuaeful for doing market research or
strategic analysis (Wikipedia, 2008).

3.1.1 DEMOGRAPHIC AND PHYSICAL ENVIRONMENT

Bosnia and Herzegovina has a population of 4,580&81d population growth rate about
0.666 percent. The country consists of two regioBssnia in the north, with Sarajevo as
its chief city; and Herzegovina in the south, wiMlostar as its chief city. The ethnically
diverse population speaks Bosnian-Serbo-Croatian.B&H live three constituent
nationalities based on ethnic principle: Bosnigkstbs and Croats (CIA Factbook, 2008).
“Bosniak” is a relatively new term for Bosnian Murss, and many would rather say that
they are Muslims. Many B&H people would like to e themselves just as the
Bosnians or the Herzegovinians, but formally ihgt possible (Bringa, 1995, p. 11). The
country's Bosniaks (about 48 percent), Serbs (aBout percent of the population, largely
Eastern Orthodox) and Croats (about 14.3 percenstljnRoman Catholics) formerly
formed a complex patchwork, but the war and thghfliof refugees forcibly segregated
much of the population. According to data from @i& World Factbook 40 percent of the
population in B&H are Muslims, 31 percent Orthodd% percent Catholics, 4 percent
Protestant and 10 percent other religions (CIA lb@ait, 2008).

The age structure of the inhabitants is as follow&7 percent of the population are 14
years or less (male 347,679; female 326,091), pereent are 15 to 64 years (male
1,634,053; female 1,606,341) and 14.7 percent &rgiegars and over (male 277,504,
female 398,642) (CIA Factbook, 2008).

The rural population decreased significantly asrésellt of the war in the 1990’s. Most of
the rural population moved to urban areas or wemther countries as refugees and have
been slow to return. The number of single househdlds not increased significantly
because many young people live with their parePénple are also waiting longer then
previous generations to have children (IFAD, 2007).
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3.1.2 POLITICAL ENVIRONMENT

Bosnia and Herzegovina combines two entities: #weFation of Bosnia and Herzegovina
(F BH) (about 51% of the territory), where the nmayjo of the population are ethnic

Bosniaks (predominantly Muslims) and Croats (Catispl and Republic of Srpska (RS)
(about 49% of the territory), which is predomingntihabited by ethnic Serbs (Eastern
Orthodox Christians). The district around the towirBr¢cko belongs to neither entity and

instead it is under international supervision. &&gi control their own budgets, spending
on infrastructure, health care, and education. Gémetral state has comparatively few
powers and is responsible for foreign affairs, cost and foreign trade, monetary policy
and a few other areas: decision-making on all o#ineas is devolved to the two entities.
B&H’s central institutions are organized on thenpiple of ethnic parity. The chair of

presidency of Bosnia and Herzegovina rotates antloregge members, Bosniak, Serb and
Croat. The office of the High Representative - OH®R organized to supervise

implementation of civilian aspects. The High Reperdaative is the international executive
officer who is the highest political authority imet country (Blagojeyi 2004, p. 27-28).

The Government's development strategy includefotteving goals (EURED, 2004):
* to create conditions for sustainable and balanaszhamic development, and
achieve partial creditworthiness in the internagicrapital markets,
« to reduce poverty by one fifth,
* to become a full member of EU,
* job creation and enterprise development.

3.1.3 ECONOMIC ENVIRONMENT

According to CIA factbook, GDP per capita in 200685 been estimated at approximately
US$6,600 with an estimated real growth rate of ebcent. B&H has run high trade
deficits because with its low domestic productiomports have to complement demand for
goods. However, the gap between imports and expatsbeen narrowing steadily. In
B&H the main economic activity is trade, not protioie. The currency board mechanism
minimizes inflation, since the national currencgneertible mark (BAM) has a fixed
exchange rate to the Euro. In the past decadatiol was moderate and it remained
below 3 percent in 2007 even though VAT was intastlin 2006.

B&H has a highly educated workforce with relativébyv labor wage costs. However, tax
rates on labor are high, discouraging hiring of nearkers and increasing incentives for
grey market employment. In addition, a rigid wagéedmination system stands in the way
of job creation and worker mobility. This is a riksaf a collective bargaining system that
retains most of its socialist era characteristddsny employers underreport their labor
force in order to avoid paying taxes and benefitthile official unemployment is

approximately 40 percent, the grey economy actualiiyices unemployment rate to 25-30
percent. The country receives substantial amoumtgeoconstruction assistance and
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humanitarian aid from the international community twill have to prepare for an era of
declining assistance (CIA Factbook, 2004).

3.1.4 SOCIOCULTURAL ENVIRONMENT

B&H has 8 years of primary school and 4 years cbsdary school education. In Bosnia
and Herzegovina there are five universities in regor cities (Sarajevo, Tuzla, Mostar,
Banjaluka, and Bihg and 6 academies: 4 pedagogic and 2 art acadeldnesersities and
academies last for 4 years. There were 65 ingtitatof higher education, where in 2002,
4319 students have graduated, 60 percent of thestemales and 40 percent are males
(Gender Bilten, 2005, p. 46). The adult literaaterwas estimated for male 99 percent and
female 94.4 percent. The total work force was estidh at about 2 million (WBG, 2004).

Cultural life of Bosnia and Herzegovina is a unique&ture of Mediterranean, western
European, and Turkish influences. Through the histd B&H, many civilizations have
lived and have left their trails in today’s cultusehich is strongly connected to the three
major religions in the regions. There are considleraariations between traditional and
modern and between rural and urban culture as wathily ties are strong, and friendship
and neighborhood networks are well-developed. Gwadle is placed on hospitality,
spontaneity, and the gifts of storytelling and hurfiencyclopedia Britannica, 2008).

3.1.5 TECHNOLOGICAL ENVIRONMENT

During the past years usage of modern technolod&H has increased, with a reduction
in the costs of telephony and offering broadbaneriret to the B&H population. In 2007,
20.7 percent of population was using Internet, exipmately 50 percent of population
owned mobile phones and 25 percent used main @heplmes. However, Internet service
providers still do not offer such a strong and @afédle Internet connection, which is
offered to Western countries’ citizens. In B&H imtet cafes are popular, and are used by
the domestic population and tourists as well. Due the improvement in
telecommunication services, the government intertds privatize International
Communication Technology (ICT) companies (CIA Faadth 2007; FIPA, 2005, p. 17).

3.2 WOMEN IN ECONOMICAL, POLITICAL AND SOCIAL
ENVIRONMENT IN BOSNIA AND HERZEGOVINA

Significant changes in gender equality were madB&hl from 1999 till today. The legal
institutions under government and entity levelsrfed commissions for gender equality.
Gender centers were created as independent gowvetrnonganizations which named
personnel responsible for gender focal points. Aldge statistics work group at
government level ensures that all data collectethfstatistical institutions are divided by
gender. The mission was introduction and implentemtaof the gender equality concept
to all aspects of life, through laws, policies gmdgrams in cooperation with domestic and

23



international institutions and organizations. Thainmevent happened in May 2003 when
the law on gender equality was adopted, making BRe&lfirst state in the region which
approved such a comprehensive law (IzvjeStaj u,s2604, p. 2).

On May 2f' 2003, the Parliamentary Assembly of Bosnia andzefgovina enacted the

law on gender equality. The law consists of 31ckas$i, among other, regulating gender

equality of education, employment and work, soci@ifare, health care, public life,

participation in sports and culture. Any form ofedit or indirect gender discrimination is

prohibited in all aspects of life, as well as inuedtional institutions and also in

employment and at work. Article 8 amplifies as dols (Law on Gender Equality, B&H,

2003):

« for the same work or work of equal value, equal @gagnd other benefits must be
ensured,;

» promotion at work must be ensured on equal terms;

» equal opportunities for education, training andf@ssional qualifications must be
provided,;

e there must not be different treatment on the greunfl pregnancy, childbirth or
exercising the right to maternity leave;

* an employee must be enabled to return to the samer another job of the same
seniority with equal pay after the expiry of matgrieave;

e work must be organized so that on the grounds nflgeor marital status an employee
is not left in a less favorable position than otbeployees.

Even though B&H made an effort to achieve the ngmals from the Women Convention,
female discrimination is still present in all spéof life. One of the main discrimination
acts at all government levels is that economicfarahcial planning was never made with
gender sensibility (IzvjeStaj u sjeni, 2004, p. SYEDAW presents a part of statute of
B&H. Statute regulations, besides equality and kguaasibilities, should also demand
equal results and outcome considering specific qve@d situations for women and men.
The B&H law overlooked specific needs of women ¢hiave gender equality (IzvjeStaj u
sjeni, 2004, p. 19).

In most countries of the Balkan region there atensive processes which promote a
societal mechanism to achieve gender equalityliasglects, which is a huge step towards
joining the EU. Even though gender equality is cfeam the macro perspective, for most
countries of the Balkan region it continues to hgamful and slow political and legislative
change. Women'’s representatives in parliament istroountries in the region are fewer
than 20%, only B&H and Kosovo have close to 30%a¢Bjevi, 2004, p. 208). In
February 2007 current president Borjana Kristo wécted as the president of The
Federation of Bosnia and Herzegovina, being th& fivoman to hold the presidential
position in B&H. The B&H female president takesigndicant position in a very poor list
of current women political leaders (Garza, 2008).
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3.2.1 B&H WOMEN IN ECONOMICAL AND POLITICAL ENVIROM  ENT

Throughout the history of B&H, women never had ganpolitical role, not even in times
of communism. The consequences of the past ark mtsent, including limited
possibilities for women in political life (Izvje§ta sjeni, 2004, p. 18). Without a solid
economic base, governments find it difficult to \pd® the social services of a peaceful,
stable society, often growing dependent on fordigrding. The difficulty of restoring a
viable political infrastructure is compounded by tlact that countries’ human capital is
often severely depleted by conflict. Women’s positis a central issue of post-war
reconstruction in the way of rebuilding politicadcaeconomic institutiongRevitalizing an
economy means tapping into all of the economicuess available, including women’s
productivity, inventiveness, and commitment (Tzema&o©07, p. 2).

The process of economic transformation for tramsitountries as well as transformation
to a market economy brings aggravation of womergsiad role and increase in
discrimination as a consequence. B&H is not an jgtxae. Economical discrimination of
women in B&H lies deep in patriarchal, socialistamommunist heritage and devastating
post war consequences on all sectors of econoniiticRopower in B&H is securing
economic power which is the reason that politicameation of men is in direct
relationship with male domination in the econonmvjgStaj u sjeni, 2004, p. 11).

3.2.2 SOCIAL ENVIRONMENT

Many women became heads of households for thetifingtin the wake of war; a solution
for reducing poverty is the integration of wometoithe economy as women are often the
main providers of support for their families. Womeare left as the only providers for a
quarter of B&H’'s households, where unemployment wated to be 77 percent higher
comparing to those led by men. Taking into consitien that women are both poorer and
less likely to work outside the home, their ecombnmdependence means greater
productivity and a higher standard of living foeténtire country (Tzemach, 2007, p. 3).

As much as 75 percent of B&H women surveyed bySter Network were not satisfied
with their position in society. Most of the respents identified the source of their
dissatisfaction in the “patriarchal tradition andstoms that set down the position of
women.” Although women enjoy legal protection unttee B&H law, traditional culture
determines the economic climate. A major obstadpecially for rural women, is the lack
of knowledge about the legal framework protectimgnan and therefore women'’s rights
(Tzemach, 2007, p. 5).

Despite the fact that women possess full legaltsigihn share and inherit property, property
in B&H is typically registered under the name ofman in the household. This leads to
complications related to financial services morenggelly. Forty percent of women

2 A non-governmental organization (NGO) in Bosnid &terzegovina
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entrepreneurs surveyed in a STAR Network studyeled that this lack of registered
property makes obtaining credit more difficult (fech, 2007, p. 5).

The traditional concept of gender roles in the ferifugoslavia has been dominant, and
still is more dominant in B&H and the region thanWestern countries. Since women take
primary responsibility for the household and chaldg; they do not have a real chance to
get leadership positions. It is expected that menpave to be available for more than the
standard number of working hours. Communist ideplmgpmoted equality of the sexes. In
the former communist countries, vertical mobilitgpgénded on loyalty to the Communist
party, which meant one was also available for pamyk outside normal working hours
(Dijkstra & Plantenga, 1997, p. 127).

3.3 WOMEN IN THE LABOUR MARKET IN BOSNIA AND
HERZEGOVINA

According to ILO (2006), the female activity rate B&H was 30.8 %. The employment
rate for women was 20.0% which was lower than f@nn{39.9%) and the female
unemployment rate was 34.9% which was slightly éighan that for men (28.9%).

The majority of B&H women have only primary sch&alucation or less (58.8%), 36.2%
have finished secondary school and only 5% havéeniggducation. The majority of
employed women in B&H have at least secondary @cuc#s5.0%). As much as 28.2%
of employed women have finished only primary schaoless and 16.8% employed B&H
women hold a college, university, masters or dattdegree (ILO, 2006).

Only 15.8% of B&H women have self-employment stati®.9% are unpaid family
workers and all other have an employee status.fisignt difference between women and
men is shown through the self-employment rate wiichmen was estimated 24.9% and
also through unpaid family workers rate which foermwas only 3.0%. In B&H women
work 41.8 hours weekly hours on average, whicless ithan men who work 44.3 average
hours weekly (ILO, 2006).

Due to educational and professional segregation B&hen are more represented in the
following fields of studies: law, economics, matraims and medicine while men study
mostly at technical universities: electrical engineg, mechanical engineering and civil
engineering. Women and men are approximately egsatring places in other fields of
study. Due to occupational segregation, B&H women employed in textile or tobacco
industry while men occupy positions in mining amele$ production industry (Blagojeyi
2004, p. 77).

As the Millennium Development Report argues: “A keydicator for a successful
reduction of poverty will be improved conditionsthre labor market for women, especially
an increase in the female share of the labor mankbich is currently among the lowest
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in the region. Women in B&H are initiating busineastivities to create a brighter
economic future, as periodic surveys point to allima growing network of women
entrepreneurs. The number of women who said theydasiart their own business jumped
from 18 to 60 percent between 1998 and 2002, acuptd a survey by STAR Network, a
B&H NGO (Tzemach, 2007, p. 3).

3.4 WOMEN IN BUSINESS IN BOSNIA AND HERZEGOVINA

When starting an enterprise, B&H women also havwiljafactors to consider. The
percentage of B&H women available for employmenteduced as a consequence of a
lack of access to child care and the persistence tohditional preference for women to
stay at home. Women more often are more trustgqubst-conflict situations given their
status as either witness or victim in the recentevice. Additionally, the postwar period
provides an opportunity for women to expand thenolawies of their traditional roles. For
example, following the 1994 genocide in Rwanda,née& government adopted legislation
that gave women inheritance and property rightgHerfirst time. In Afghanistan, women
who were protected away from society under theb&aliregime have now guaranteed
seats in Parliament (Tzemach, 2007, p. 3-5).

During the past few years, a significant amounB&H women have been promoted to
managerial jobs, but only few of them have succeeitlereaching top management
positions. Even now equality among men and womemmanagement has not been
achieved. In B&H there is the presence of a thildsg ceiling, which manifests itself in

countless impenetrable barriers, which do not allamen to be equal to men in holding
managers’ positions. Very strong causes for notingavso many women in top

management in Bosnia and Herzegovina, are the bapoe of political networks and

traditional family structure (lzvjeStaj u sjeni,@Q p. 11).

Access to senior management positions has alwags steongly influenced by political
connections. Women did not have a real opportutatglevelop such connections. The
most essential obstacle for having women as senaragers in B&H is their traditional
mother role. Unmarried women feel great pressurgetomarried and consequently have
children, because otherwise they would be seemiksds, as women who do not fulfill
their natural role. In B&H it is harder to avoidetliemale traditional role than in some
other countries, especially in Western countridsildten are in the first place for B&H
women, so mostly they have part time jobs or pms#iwith flexible working hours.
Employers are not prepared to employ part-time mersa as it is possible for some others
positions. Younger, educated women increasinglytarynodify their family plans and
career paths, by delaying marriage and planninig thmnilies more rationally. Nowadays
B&H women, when they start working for company,tteready have one or even two
university degrees, consequently women have a eisan of wanting to move up the
hierarchy. Even though there is a huge progresaawing women to higher position in
management, B&H women still find themselves resgmagor managing family life.
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4 RESEARCH ON B&H WOMEN IN MANAGEMENT

This chapter represents the empirical part of llesis. A research survey among business
women from Bosnia and Herzegovina was conducteateSihave not come across similar
research for B&H, | thought it would be interestitmgsee the role and perception of B&H
women in doing business. | will begin by definirige tresearch problem and the research
objectives, followed by the research hypothesiseaech plan and the data analysis. | will
c