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I. INTRODUCTION
The empowerment of women at a global scale is, in all certainty, one of the most
remarkable social revolutions of the twentieth century: millions of women worldwide
who used to depend economically on men fought to be able to take solely control of
their own fates.
The trend on more working women is most likely going to increase in the next
decades: just in Europe, women have filled six million of the eight million new jobs
created in the last 15 years. Recent studies show that increasing women's participation
in the labour market to male levels will boost GDP by 21% in Italy, 19% in Spain, 9% in
France and Germany, and 8% in the United Kingdom1.
Nevertheless, in spite of the general trend for gender equality policies in society and in
the labour market, gender gaps persist in Europe, where women only represent 21% of
board members of the 620 biggest listed companies in 20152.
Women are more and more determined to climb the career ladder, knowing that
undertaking learning activities that enhance their professional skills is in direct
correlation with a higher chance of sustained employment.
While the proportion of senior roles held by women varies enormously depending on
the industry, in more traditional sectors, such as manufacturing, only 18% of European
women have executive roles within their companies 3. It's precisely in these maledominated industries where women are subjected to masculine stereotypes that
make it even harder for them to excel and reach corporate leadership roles.
In December 2015, the European Commission adopted the Strategic engagement for
gender equality 2016-2019. In this work programme, the Commission reaffirmed its
commitment to maintain the focus of gender-equality policy and achieving equality
between women and men in decision-making, as well as reducing the gender pay
and increasing female labour-market participation and the equal economic
independence of women and men 4.
In April 2016, the average share of women on the boards of the largest publicly listed
companies registered in the EU-28 Member States reached 23.3%5. This means that,
from 2010, when the Strategy for Equality between Women and Men was passed until
April 2016, the share has risen 11.4 pp in five and a half years, an average of 2.1 pp/year.
Nevertheless, with all the work done by the EU, governments, NGOs, the growth is
small and slow.
1

Female Power. The Economist Group Limited, 2009.

2

Christiansen, Lone Engbo; Lin, Huidan Huidan; Pereira, Joana; Topalova, Petia; Turk, Rima. (2016). Unlocking
Female Employment Potential in Europe: Drivers and Benefits. International Monetary Fund
3

King, Dominic (2015). Women in Business: the Path to Leadership. Grant Thornton International Business.

4

Strategic engagement to gender equality in Europe 2016-2019. European Commission DirectorateGeneral for Justice and Consumers, 2015.
5

Gender balance on corporate boards > Europe is cracking the glass ceiling. Vĕra Jourová, Commissioner
for Justice, Consumers and Gender Equality
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Figure 1- representation of women on the boards of large listed companies in EU, October
2010 – April 2016

Taking all of this into account, 'Women in Power' wants to come up as a tool to
support equality and gender-balanced corporate boardrooms by giving women
working in the traditional sectors (footwear, textile and furniture) the opportunity to
acquire abilities and competences that enhance their sectoral skills and make it
possible for them to reach top executive roles, therefore promoting gender equality
and the advancement of women in Europe.
'Women in Power' also wants to facilitate the access and participation in a learning
path specially developed for a collective of women who are often low-skilled in terms
of secondary and tertiary education, but who have a deep knowledge of the industry
they work in, thus setting its main goal in promoting women leadership and
participation in the decision-making process.
As women represent half of the global talent pool, it's imperative that they should
have the same opportunities to be at the forefront of the European economic and
social scene. The training course developed under this project will make available for
working women a high quality educational path in a European context created
specifically to meet their professional needs, aiming also at:
a) Increasing the female "consciousness" within the society regarding the role of
women, their rights and responsibilities, the internalisation of social and cultural
norms of equal access to the same opportunities, material and knowledge resources
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as well as equal opportunities through appropriate policies, laws and structures in
society;
b) Changing the power paradigm, empowering women to access to leadership
positions, to political and public jobs in a multitude of domains traditionally reserved
only for men;
c) Educating women in the context of new realities, which will influence the
implementation of long-term gender policies;

The European consortium gathered to carry out this project is composed by seven VET
providers, business associations and professional women associations from Spain,
Lithuania, United Kingdom, Romania and Malta.

'Women in Power' will work towards the following objectives:
1.- To develop new learning approaches and teaching strategies toward gender
leadership education, defining a European learning pathway on leadership specifically
developed for women working in the traditional sectors.
2.- To develop a course for women to promote basic and transversal skills to achieve
executive roles within their industries.
3.- To define a training methodology that improve the learning process and that is
specifically tailored for women working in the footwear, furniture and textile
industries.
4.- To promote transnational partnership, to gain experience in international
cooperation and strengthen the capacities of education for women.

At the end of the project, three intellectual outputs will have been developed:
- IO1: a report detailing the professional profile of European women working in
traditional sectors and giving a solution to the problem by developing a training path
to help them break the glass ceiling.
- IO2: a complete course for women to promote basic and transversal skills in order to
achieve executive roles within their industries.
- IO3: an intuitive and innovative platform that will host the designed training path,
increasing social capital, competencies and professional skills of women.

The expected impact as a result of this project’s outcome provides, which includes the
consolidated training methodology developed by all the partners, will ultimately
provide the development that women need in order to be empowered in furthering
their career. The effect of this project is anticipated for women inside or outside the
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corporate mainstream, including entrepreneurs, academics, civil servants and senior
women with professional service backgrounds.
The development of this project will assist in raising awareness with policy makers,
stakeholders and general public of the issue through seminars and project
dissemination in general (press conferences, events, online materials and news), as
well as give room for potential legislative solutions. It will also increase the number of
people discussing the issue of women and leadership in relevant industries, as well as
trainers' awareness of needs of women education towards professional
empowerment.
Furthermore, the project outcomes (freely available in different languages) can be
widely applicable and used well beyond the countries involved in the project, serving
also as a basis for further development and adaptation to various contexts.
'Women in Power'’s first intellectual output has helped to develop a comprehensive
study that explores the two perspectives on the path that European women must
travel to achieve executive and managerial positions.
On the one hand, women who have already broken the glass ceiling will analyze what
skills and competences have helped them move up within their professions. On the
other hand, women who have been working in their respective traditional industries
for years but have not reached boardroom positions, will provide the desired
knowledge they believe could help improve their professional sectors from within.
Once these skills, competences and critical knowledge were identified to paint a
realistic picture of the women working in traditional sectors, the consortium has
elaborated a final report compiling the conclusions obtained, which will be
determinant to draft the training path necessary in order to achieve the objectives of
the project.
Therefore, the main objective of the IO1 is to provide a complete analysis on how the
underrepresentation of women in boards and executive roles within the traditional
sectors of European economy can be solved by promoting women leadership and
participation in the decision-making process with the appropriate educational tools.
It will also increase the numbers of workers from relevant industries discussing the
issue of women and leadership in relevant industries in terms of improving leadership
skills.
In addition, the analysis reports obtained in this output will most likely be useful for
other possible projects or studies concerning the professional situation of women
across Europe, and how to address the needs derived from the demand of
empowerment by women.
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II. FINAL REPORT ON QUESTIONNAIRE IO1.A1. –
WOMEN IN EXECUTIVE POSITIONS

II. 1. GENERAL ASSUMPTIONS OF THE HYPOTHESIS
Previous studies indicate that although there is a strong focus on equal opportunities
between women and men and it is demonstrated that the employment of an equal
number of women and men has led to the growth of some countries' GDP, in the
European labour market a difference still exists, as only 21% of the board members of
the most important European companies are women.
Our hypothesis is therefore that women do not reach executive positions due to a
complex of cultural, social and educational factors in which gender discrimination
plays an important role.

II.2. METHODOLOGY
This study attempts to measure, by means of questionnaires, the validity of this
hypothesis, by measuring the perceptions of female entrepreneurs in a representative
sample.
The preliminary phase of the research includes the following steps: defining the
decisional issue, the purpose of the research and the objectives of the research.


Defining the decisional problem

The decisional problem is that female managers face difficulties with advancing in the
management hierarchy as a result of specific constraints, including discrimination.
The research aimed to analyse the situation of female managers in their working
places, while executing their leading roles.


The purpose of the research

The aim of the research is to evaluate the perceptions and constraints of female
managers in traditional sectors and beyond. Therefore various data was collected
which later provided details on the constraints of female managers.


The objectives of the research

Starting from the goal, the objectives that led to the identification of the information
necessary for the marketing analysis were elaborated:
-

Identifying which category of operators in the traditional sectors each
company belongs in;

-

Identifying the position of women in the company;

-

Determining the ratio between the number of men and women at
company / department level;

-

Identifying the management styles adopted by the female manager in
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fulfilling their tasks;
-

Determining the general opinion on the eloquence of women managers;

-

Determining the general views on adapting to change;

-

Identify the strengths and limits of female managers;

-

Determining the general opinion on how to manage negative emotions;

-

Determining the general opinion regarding the degree of focus on the
final goals of the female manager;

-

Determining the general opinion on the existence of team spirit and
initiative in female managers;

-

Determining the general opinion on increasing access to training and
qualifications;

-

Determining the general opinion on the role of the unions in employeerelated decisions;

-

Identifying the skills required for a good manager;

-

Identify the competences required for a good manager;

-

Identifying the abilities needed by a good manager;

-

Identifying the main reasons for accepting a management position;

-

Determining the general opinion regarding the evolution of their own
careers;

-

Determining the general opinion regarding the existence of gender
discrimination within companies;

-

Determining the general opinion on the qualities of a female manager;

-

Identifying the obstacles encountered by the female manager as
compared to the male managers;

-

Determining the general opinion on the representation of women in
companies;

General hypotheses of the research


Most female
advancement;



Most respondents consider that the gender discrimination exists;



Most respondents consider that there is a complex of factors that facilitate the
ascension in the hierarchy;



The majority of female managers indicate that there are constraints on
continuing training.

managers

experience

constraints

in

their

professional

Statistical hypotheses of the research
H1: At least 50% of the female managers admit the need for continuous
training.
H2: At least 50% of the female managers have a strong managerial motivation.
H3: At least 50% of respondents say the gender discrimination is real.
The design phase of the research comprises the following steps: selection of sources
of information and determination of the representative sample size.


Selecting the sources of information
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-

Data gathering was based on the questionnaire as a tool for gathering
information;

-

The researched collectively was made up of women in different
leadership positions;

-

The sampling unit (from which the information was collected) was
represented by the persons designated by the company's management to
participate in this survey

Determining the size of the representative sample

The minimum size of the representative sample was established at 120
respondents (company representatives) and there were a total of 152 final
respondents.
The research phase includes the following steps: collecting information, processing,
analysing and interpreting the results.


Collection of information

Information gathering is done through the administered questionnaire as a
measuring instrument that has the role of collecting and systematising the data.
The questionnaire for the traditional sectors contains 26 predefined questions,
presented to the female respondents as follows:
-

Question no. 1 to question no. 4 are questions for identifying the profile of
the companies, from the category of basic questions related to the
investigated problem, addressed to all respondents;

-

Question no. 5 to question no. 8 are behavioural questions;

-

Question no. 9 to question no. 13 are questions about skills and
competencies that facilitate career advancement;

-

Question no. 14 to question no. 20 are questions related to barriers,
difficulties and equal opportunities in career development;

-

Question no. 21 to question no. 26 are questions about socio-demographic
data.

Questions used in the questionnaire are closed (dichotomic and multiple choices).


Processing, analysis and interpretation of primary and secondary data

152 questionnaires were processed for women working in the traditional sectors furniture industry, textile industry, and footwear industry - as well as other sectors of
activity such as education, consultancy, financial sector, health, transport, advertising,
telecommunication, etc.

II.3. INTERPRETATION OF THE DATA
II.3.i. SECTION A. DETAILS REGARDING THE COMPANY YOU WORK IN / YOUR
EXPERIENCE
Question 1: Pls. state the work experience you have by indicating the number of
years
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The number of women managers responding to the questionnaire are distributed
between sectors as follows:

Furniture industry

Textile industry

Leather / Footwear
industry

Other

28

37

7

80

Figure 2– Sector of activity for the respondents to the IO1.A1. questionnaire

SECTOR OF ACTIVITY
Furniture
industry
18%

Other
53%

Textile industry
24%
Leather /
Footwear
industry
5%

Figure 3– Sector of activity for the respondents to the IO1.A1. questionnaire

The years of experience the women interviewed have are as follows:
0-9

10-14

15-19

20-24

25-29

30-45

36

30

29

17

18

22

Figure 4– Years of experience for the respondents to the IO1.A1, questionnaire

Question 2: What is your position in the company?
To this question, the women completing the questionnaires responded as follows:

Administrator

General
manager

Executive
manager

Department
manager

Other

23

28

17

77

7

Figure 5– Job position for the respondents to the IO1.A1. questionnaire
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POSITION IN THE COMPANY

Administrato
r
15%

Other
5%

General
manager
18%

Department
manager
51%

Executive
manager
11%

Figure 6– Job position for the respondents to the IO1.A1. questionnaire

The processed information shows that most women occupy the position of
department manager (51%) than other management positions, which confirms that,
although at first sight the idea that women do not get into management positions
seems false, most of them stop at department level, and fewer reach the level of
general manager or board of directors, i.e. in position with real decisional powers.

Question 3: How many employees does the company have?
The sizes of the companies in which interviewees are employed are as follows:

Between 1-24
employees

Between 2549 employees

Between 5099 employees

Between 100250
employees

Over 250
employees

70

19

7

23

33

Figure 7– Size of the company in which the respondents to the IO1.A1. questionnaire work

SIZE OF THE COMPANY
Over 250
employees
22%
Between 1-24
employees
46%
Between 100250 employees
15%
Between 50-99
employees
5%

Between 25-49
employees
12%
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Figure 8– Size of the company in which the respondents to the IO1.A1. questionnaire work

Data analysis shows that most women interviewed come from companies whose
number of employees is in the range: 1-24 (46%).

Question 4: In your work environment (company and department) there are: more
men than women, more women than men or an equal mix of both?
Answers to question no. 4 shows as follows:

Company

Department

More men than women

59

39

More women than men

58

81

An approximately equal
mix of men and women

35

32

Figure 9– Men/women ratio per total respondents to the IO1.A1. questionnaire

A mix
of
men
and
wome
n

COMPANY

More
men
than
wome
n
39%

A mix DEPARTMENT
of
men
and
wome
n

More
men
than
wome
n
26%

More
wome
n than
men
53%

More
wome
n than
men
38%

Figure 10– Men/women ratio per total respondents to the IO1.A1. questionnaire

Per total answers, at the company level in the environment where the female
managers activate the ratio between women and men is approximately equal and
could be considered a less favourable environment for male discrimination.
Nevertheless, at department level the ratio of women is a majority, which denotes that
the rise of women in their careers is most often stopped at this level.

At industry level, the situation is as follows:

Furniture industry

Company

Department

More men than women

20

7

More women than men

2

11

An approximately equal
mix of men and women

6

10

Figure 11– Men/women ratio per furniture industry according to the respondents to the IO1.A1.
questionnaire
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Textile / leather industry

Company

Department

More men than women

7

6

More women than men

29

29

An approximately equal
mix of men and women

8

9

Figure 12– Men/women ratio per textile/leather industry according to the respondents to the
IO1.A1. questionnaire

In the furniture industry, at the company level, men predominate, but at the
department level women predominate or there is an equal mix.
In the textile and leather industry, women dominate at both company and
department level.

In the analysis of these responses, there was also a difference in the countries
participating in this study, namely:

Spain

Lithuania

Romania

UK

Malta

Co

Dep

Co

Dep

Co

Dep

Co

Dep

Co

Dep

More men than
women

14

3

6

6

1

2

8

9

8

8

More women than
men

4

12

7

7

19

18

7

7

4

5

An approximately
equal mix of men
and women

7

10

1

1

3

3

4

3

13

12

Figure 13– Men/women ratio per country according to the respondents to the IO1.A1.
questionnaire

In Spain, men are definitively predominant at the level of the company, while at the
department level women predominate or an equal mix, the majority of respondents
being from the furniture industry.
In Lithuania the score is fairly balanced for all analysed industries, the balance
inclining slightly for women, and in Romania prevail the women at both levels, the
majority of the respondents these countries being from the textile / leather and shoes
industry.
In countries where traditional industries do not exist very much, men predominate: in
the UK men predominate at both levels, and in Malta there is more of an equal mix,
with tendencies towards male predominance.

II.3.ii. SECTION B. BEHAVIOURAL QUESTIONS
Question 5: Pls. rank from 1 to 6 the management styles you adopt, depending on
their importance and impact in the performance of your task
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In analysing the answers to question 5, a huge imbalance was observed in some of the
variants. For example, in the case "Request Immediate Resolution and Motivation
through Threats and Discipline" there were 49 women considering it as the most
important, but also 60 respondents considering this style as the least important.

MANAGEMENT STYLES CHART
The leaders develop people for the future; they are the
“Try this” managers and motivate by providing
opportunities for professional development

28

The leaders perform many tasks personally and expect
employees to follow their example; they are the “do it
myself” managers and motivate by setting high…

21

The leader builds commitment and consensus among
employees; they are the “everyone has input” manager
and motivate by rewarding team effort

rank 3

22

29
28

20

rank 4

25
21

49
0

26

29

40

The leader demands immediate compliance, they are
the “do it the way I tell you” manager and motivate
by threats and discipline

20

27

26

Mobilises the team toward a common vision and
focuses on end goals, leaving the means up to each
individual, they are the “Come with me” managers and…

rank 2

32

33

The leader works to create emotional bonds that bring
a feeling of bonding and belonging to the organization,
the “people first, task second” manager, motivate by…

rank 1

27

30

20
22

18

60

rank 5

80

13

24

17

24

12 6 5 12
40

31

29

21

17

18
25

60
100

120

140

rank 6

Figure 14– Management styles adopted by the respondents to the IO1.A1. questionnaire

Thus, for the hierarchy of styles, the first 3 positions were taken into account for each
variant, resulting in the following ranking in descending order:








Builds commitment and consensus among employees and motivates by
rewarding the team effort;
Works to create emotional ties that bring a sense of association and
belonging to the organisation, motivates by trying to keep people happy;
Mobilises the team towards a common vision and focuses on the ultimate
goals, leaving the means up to each individual, motivating through
persuasion and feedback on performance.
Personally performs many tasks and expects employees to follow suit and
motivates them by setting high standards;
Develops people for the future and motivates them to offer them
opportunities for professional development;
Demands immediate compliance and motivate by threats and discipline

Question 6: Pls. answer "yes" or "no" to the following questions
To Question no. 6, interviewees responded as follows:

QUESTIONS

YES

NO

Do you manage to persuade other people
easily?
Do you adapt easily to changes?

116

35

134

16
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Are you aware of your both limits and your
strong points as a leader?

146

4

Can you handle easily the negative emotions?

81

71

Can you maintain your focus on the end goals
and know the steps to get there?
Do you consider yourself to be an action
taking woman in your career?
Do you prefer to work in a team?

139

12

134

17

136

16

Figure 15- qualities of the respondents to the IO1.A1. questionnaire

Mostly, the representative sample is made up of female managers who see
themselves as persuasive, adaptable, self-analysing, focused on objectives, with
initiative and team spirit. The ability to dominate negative emotions is less prevalent,
which denotes a higher frequency of situations where negative emotions take control
in managerial activity.
This shows that women have been very honest and sincere while answering this
question, since they are able to admit that feelings and emotions have an influence in
their working life.

Question 7: Do you consider it important to have development training for the
employees?
To this question the female managers involved in completing the questionnaires
responded as follows:

Very useful

Fairy useful

Insignificant

114

26

1

Figure 16- importance of training for employees according to the respondents to the IO1.A1.
questionnaire

IMPORTANCE OF THE DEVELOPMENT
TRAININGS
Insignificant
1%

No answer
7%

Fairy useful
17%

Very useful
75%
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Figure 17- importance of training for employees according to the respondents to the IO1.A1.
questionnaire

From the analysis of the answers to question no. 7, most women (75%) consider it
important to HAVE various training and professional development courses for the
employees of their own company, which should result in increased access to training
and qualifications.

Question 8: Do you consult with the syndicates or with the representatives of the
employees when making decisions related to the employees?
The answers were as follows:

Yes

No

We do not have such a
representative structure

68

9

75

Figure 18- communication with representative structures

REPRESENTATIVE STRUCTURE
We do not
have such a
representative
structure
49%

Yes
45%

No
6%
Figure 19- communication with representative structures

From the analysis of the answers to this question, it is clear that the companies that
have unions in their structure (45%) consult with them in the decisions related to the
employees.

II.3.iii. SECTION C. SKILLS AND COMPETENCES WHICH HAVE HELPED YOU
ADVANCE IN YOUR CAREER
Question 9: Pls. select from 5 most important skills a good manager should have.
To Question no. 9, the respondents chose, according to their importance, the
following skills that a good manager should have:
1.

Perseverance and determination

2.

Good organisational skills

3.

Emotional intelligence (intuition, charisma etc.)
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4.

A solid professional qualification

5.

Positive thinking

SKILLS
A solid professional qualification

24

10

Perseverance and determination

35

Good organisational skills

33

Positive thinking

24

Emotional intelligence

20

16

20

14

17
10

0

Rank 1

20

Rank 2

Rank 3

14

23

13
14

40

15

11

8

38

18

22

20
6

17
60

Rank 4

16
80

100

120

Rank 5

Figure 20- most important skills for the respondents to the IO1.A1. questionnaire

Question 10: Pls. select the 5 most important competences a good manager should
have (Pls. rank them from 1st to 5th in order of their importance):
The 5 most important competencies that a good manager should have, chosen
according to their importance by the women involved in completing the
questionnaires, were the following:
1.

Setting the priorities of the specific activities of the company / department and
delegation of responsibilities

2.

Developing and implementing a complete and efficient business plan and
development strategy of a company / department

3.

Organising and managing the human resources of a company / department

4.

Organising and managing the material resources of a company / department

5.

Risk management
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COMPETENCES
Organising and managing the human resources

19

Organising and managing the material resources

18

31
14

20
21

20

Developing and implementing a complete and
efficient business plan

40

22

Setting the priorities of the specific activities

40

22

Risk management

21

16

0

Rank 1

Rank 2

10

20

Rank 3

22
13

13

17

23

17

40

20
22

17

22

60

Rank 4

19

80

100

120

140

Rank 5

Figure 21- most important competences for the respondents to the IO1.A1. questionnaire

Question 11: Pls. select the 5 most important abilities a good manager should have
(Pls. rank them from 1st to 5th in order of their importance):
The 5 most important abilities that a good manager should have, chosen by the
women involved in completing the questionnaires were the following:
1.

To adapt to new situations

2.

To communicate efficiently

3.

To organise and plan the specific activity of the firm / department

4.

To analyse and interpret data and information in the spirit of company strategy

5. To solve problems

ABILITIES
To solve problems

24

24

22
o organise and plan the specific activity

22

26
0

Rank 2

23
15

Rank 3

40

9

23

Rank 4

37

16

22
60

19

15

18

29
20

28

18

16

42

To adapt to new situations

Rank 1

25

30

To communicate efficiently

10

23

28
80

100

120

Rank 5

Figure 22- most important abilities for the respondents to the IO1.A1. questionnaire

The analysis of these 3 questions results in an interrelation of the characteristics of a
good manager, for example a determined manager with good organizational skills
will know how to prioritise and easily adapt to new situations. It also shows that
women consider emotional intelligence a key factor in their development as
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managers, which gives them some flexibility in interaction and communication. At
the same time, they chose ‘persistence’ and ‘determination’ as strong points of a good
manager, supplemented by ‘good professional training’, these answers being
consistent with the answers to questions 5 and 6.

Question 12: Out of the following, please rank from 1st to 6th the reasons that have
determined you to accept your executive position
From the analysis of the answers to question no. 12, it appears that the hierarchy of the
most important reasons that can cause women to accept a leading position is the
following:
1.

Professional ambition

2.

The passion for the industry / domain in which you activate

3.

The excellent knowledge of the industry in which you activate

4.

The entrepreneur instinct

5. The desire for a more independent position
6. The financial opportunities

REASONS
Professional ambition

45

The entrepreneur instinct

26

The desire for a more independent position

20

15

The excellent knowledge of the industry in which
you activate
The passion for the industry / domain in which
you activate

Rank 4

16

19

23

39

60

Rank 5

25

18
25

17
80

20

29

32

23
40

15

33

23

46

Rank 3

24

28

20

27

28

27

19

0

Rank 2

27

22

The financial opportunities

Rank 1

21

13

31
17

22

100

14

16
24

120

140

Rank 6

Figure 23- most important reasons to accept a promotion for the respondents to the IO1.A1.
questionnaire

From the answers to question 12 it results that women accept a superior position out
of professional ambition and passion for their job and less for the material part,
wanting to prove their professional value.

Question 13: Regarding your own career, where do you see yourself in 5 years?
Regarding their own career, the interviewees chose the following variants:
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CAREER EVOLUTION
In the same
position
8%

Having your own
company
20%
In another
executive
position, but in a
different
company from a
different industry
9%

Other (retired, do
not know, a.o.)
9%
In a position
higher than the
current one in the
same company
39%

In another
executive
position, but in a
different
company from
the same industry
15%

Figure 24- career evolution for the respondents to the IO1.A1. questionnaire

The women involved in the study chose as the first option the advancement on a
professional level and then owning their own company.
Upon a more thorough analysis of the responses, the following can be observed:
62% of women still see themselves working in same industry (47% in the same
company - in the same or a higher position and 15% in another company), which
correlates with the answers to question 12, from which the passion and knowledge of
the industry have emerged as important reasons for accepting the job, proving once
again sincerity in answering the questionnaire.
On the other hand, the same high percentage, coupled with the fact that responses
involving change have very low percentages, may also mean women's reluctance to
take the risk of making career changes.

II.3.iv. SECTION D. BARRIERS, DIFFICULTIES, EQUALITY OF OPPORTUNITIES
Question 14: In the development of your career you have been supported by…
To Question no. 14, the female managers involved in the study responded as follows:
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CAREER SUPPORT
Somebody else

17

Business partners / co-workers

27

Labour representatives/syndicates

16

Other business women

11

Close friends

15

Spouse / partner

51

Family / relatives

33
0

Rank 1

8

10

6 23

26

27

27

17

4 4 10 17
22

30

23

25

20

40

21
22

11

33
20

Rank 2

15

17

40

24

23

60

Rank 3

14

80

Rank 4

30
100

120

140

160

Rank 5

Figure 25- career support received by the respondents to the IO1.A1. questionnaire

The results show that, in a proportion of 50%, the female managers interviewed have
been supported by partner and family and by collaborators, but less by other business
women, unions and close friends.

Question 15: What difficulties have you encountered in advancing in your career?
The distribution of the answers to this question looks like this:
1.

Difficulties to find a balance between the personal and professional life

2.

Lack of guidance / mentoring

3.

Lack of equal treatment

4.

Lack of visible female role models

5. Lack of academic training, knowledge and/or specific skills (technologies,
languages, a.o.)

DIFFICULTIES
Difficulties to find a balance between the personal
and professional life

35

Lack of academic training, knowledge and/or
specific skills (technologies, languages, a.o.)

13

Lack of equal treatment

25

13

Lack of visible female role models

15

10 25

Lack of mentoring

23
0

Loc 1

Loc 2

Loc 3

28
19

13

11

Loc 4

13

8 20
13

16
40

20

24

18

18
20

26

16
18

60

18
80

100

120

Loc 5
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Figure 26- difficulties in advancing in their career encountered by the respondents to the
IO1.A1. questionnaire

Women are influenced by the impact of the conflict between work and family even
when some of them are supported by partner and / or family and feel the need for
support from the employer as well.
From the "lack of guidance/mentoring" one can understand the perpetuation of
traditional mentalities according to which women have to deal with domestic
activities, which, corroborated with the "lack of female models", may result in
inhibiting the personal and professional development of women.
This mentality is perpetuated in the workplace, too, "the lack of equal treatment"
being the third barrier.
The consequences of these conflicts are manifested at employees' level by lowering
professional performance and increasing physical and emotional health issues. Lack of
efficiency at the professional and personal level of the employees is an important
issue for managers. They can develop and implement organisational practices in order
to create an optimal work environment for employees, women and men, with
significant business benefits.

Question 16: Do you believe that a man would have encountered the same
problems?
51 respondents answered affirmatively and the other 101 negatively.

PERCEPTION ON MEN FACING THE SAME PROBLEMS
Yes

[PERCENTAGE]
No
[PERCENTAGE]
Figure 27- the perception of the respondents to the IO1.A1. questionnaire on men facing the
same problems as women

From these answers results there is a perception of the existence of discrimination
against women compared to men.

Question 17: During your professional activity, have you ever felt discriminated
against as a woman?
The distribution of the answers to question no. 17 looks like this:
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DIRECT DISCRIMINATION

Yes
[VALUE]

by male superiors,
[VALUE]
by female
superiors, [VALUE]

Yes

by male coworkers, [VALUE]

No
[VALUE]

by female coworkers, [VALUE]

Figure 28- direct discrimination encountered by the respondents to the IO1.A1. questionnaire

According to these responses, 40% of female interviewed managers were directly
discriminated against, and in 69% of the cases by men.
Thus, corroborating the answers to questions 16 and 17, women are not yet fully aware
of the phenomenon of discrimination. The fact that a man would not face the same
problems as a woman in her career is not totally seen as discrimination, which is also a
result of social customs.

Question 18: What qualities do you think a woman in an executive position should
have compared to a man in an executive position?
The distribution of the responses to question no. 18 is the following:

QUALITY

YES`

NO

Stress resistance
Effort resistance (overtimes,
travels, etc.)
Self-control (sense of reality,
calm, etc.)
Clarity in thinking
and
resolution in taking decisions
Other……………………………………….

113
99

28
43

120

24

115

27

31

61

Figure 29- extra qualities a woman manager should have according to the respondents to
the IO1.A1. questionnaire

According to some stereotypes, men are more analytical, more accurate and better at
abstractions, reasoning, and problem solving, while women are perceived to be more
imaginative, intuitive, receptive, good talking and creative.
The representative sample indicates that the female manager would like to achieve

Executive management goal achievement for women working in traditional sectors

24

IO1-A3 FINAL REPORT

the male performances in the area of rationality and clarity in thinking, self-control
and resistance to stress, which may indicate the recognition of weaker points in this
area, which is also confirmed by other questions such as the ability to master
emotions.
These responses also indicate that women believe in these stereotypes, they feel that
they do not have the same qualities as men and this lack of self-confidence can
explain the lack of observation of the phenomenon of discrimination.
There were also 28 women who responded to the "Other" variant, 32% of these
answers saying that women and men in similar positions should have the same
qualities and 21% saying that women should have more confidence in themselves,
which corresponds to the conclusion from the rest of the answers.

Question 19: Which are the barriers of a woman in an executive position compared
to a man in an executive position?:
Answers to question no. 19 are hierarchised in the following way:








Maternity
Care duties
Sexist stereotypes/prejudices
Their own character
House-hold chores
Ideal of femininity
Other

BARRIERS
Maternity

60

Care duties

47

Sexist stereotypes/prejudices

32

House-hold chores

21

Their own character

21

Other

15
0

Rank 2

19

40

12

23

Ideal of femininity

Rank 1

20

14

10

24

25

22

22

22

19

15

13

19
22

17

13

12

11

15

26
15
14

14
9

11
14

9

22

19
14

11

9
13

14

213 1216
20

Rank 3

40

60

Rank 4

80

Rank 5

100

Rank 6

120

140

Rank 7

Figure 30- barriers women encounter compared to men, according to the respondents to the
IO1.A1. questionnaire

The representative sample denotes a high perception of some inevitable natural
constraints on the exercise of managerial functions, such as pregnancy and child care,
as well as taboos and stereotypes that respect the cultural norms of society
(stereotypes, inability to share the household chores or partial childcare, etc.).
Out of the 18 women who have explained the “Other” choice, one third said
discrimination.
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Question 20: How do you consider that women are represented in your sector?
The answers are distributed as follows:

WOMEN REPRESENTATIVENESS
Overrepresente
d
[PERCENTAGE]

Underrepresent
ed
[PERCENTAGE]

Figure 31- women representativeness according to the respondents to the IO1.A1.
questionnaire

II.3.v. SECTION E. SOCIODEMOGRAPHIC DATA
From the analysis of the socio-demographic data, the following occur:
Question 21: Your age _____ years
Most people involved in the study are aged 40-49 (43.40%);

20-29 years

30-39 years

40-49 years

50-59 years

60-69 years

9

30

66

35

10

Figure 32- group ages of the respondents to the IO1.A1. questionnaire

Question 22: What is the last form of education you have graduated?
The last form of education completed by the majority of respondents (89%) was
higher education (Bachelor Degree / Master Degree / PhD);

EDUCATION FORM

GRADUATED BEFORE
STARTING WORKING

GRADUATED
AFTER
STARTING WORKING

First stage of secondary
school
and
lower
education
/
vocational

2

1
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studies
(includes
certificates
of
professionalism)
Second stage of secondary
school and post-secondary
education
Higher education: Bachelor
Degree / Master Degree /
PhD

14

3

86

49

Figure 33- education of the respondents to the IO1.A1. questionnaire

Question 23: Is your education specialised on the field you work in?:
The respondents' education is mostly specialised in the field they work (72%), which
correlates to answers to other questions (they accepted a higher position due to the
knowledge they have on the domain, a.o.);

Question 24: During your working life, have you had any more training?
134 of the people involved in the study attended other courses / trainings since
entering the labour force, with the remaining 18 being unable to attend other courses
due to lack of money, time or specific programmes for their sector activity, which
shows that women are interested in extending their knowledge and improving their
capacities.

Question 25: Family structure
The structure of the respondents' family is the following:


Alone, without dependents (15 people)



With a partner, without dependents (31 people)



With a partner, with dependents (89 people)



Alone, with dependents (17 people)
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Alone, with
dependents
11%

FAMILY SITUATION

Alone, without
dependents
10%

With a partner,
without
dependents
20%

With a partner,
with dependents
59%
Figure 34- family situation of the respondents to the IO1.A1. questionnaire

The fact that 90% of the respondents are in some type of family structure is the best
proof that even if the balance between the personal and the professional life was
considered by the respondents the number one difficulty they encountered (question
15), it can be reached, it is not a utopia and the family can be the best support system
for a women.

Question 26: Your country of origin or ethnicity:
Country of origin: Spain (62); Malta (24); Romania (22); United Kingdom (18); Lithuania
(14); Netherlands and Macedonia (2); 1 person from France, Malaysia, Moldova, Greece,
Poland, Slovenia, Italy, Panama.

II.4. CONCLUSIONS
If we go back to the hypotheses of this study, we can see that they are totally or
partially confirmed:
H1: At least 50% of managers admit the need for continuous training;


88% of the respondents have attended various training courses during their
professional life and 92% of them consider that the trainings for employees are
extremely or at least fairly useful, proving thus in totality this hypothesis

H2: At least 50% of managers have a strong managerial motivation.


Women managers want and have the potential to climb the hierarchy, being
strongly motivated to do so. The motivational, aspirational aspect is strongly
observable in the answers to question no. 12 - Select the most important
reasons that have determined you to accept your executive position and
question no. 13 – Regarding your career, where do you see yourself in 5 years?



If we corroborate the answers to the questions 5, 9, 10, 11 and 12 it becomes
obvious that female managers put more emphasis on communication,
emotional intelligence and motivational options in management than on
strategic management, but they also consider that organisational and
strategic skills are of most value in their management performance.
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H3: At least 50% of respondents say the gender discrimination is real


The group surveyed does not completely perceive discrimination as an
important element of the constraints of female managers, so the assumptions
of the research are partially confirmed.



There is a paradox in the sense that the existence of the discrimination
phenomenon is acknowledged (66% acknowledge it in question 16), but it is
not perceived as a phenomenon that could constitute a career advancement
barrier (only 55% recognise the lack of equal treatment as a difficulty –
question 15, only 40% admit they have been directly discriminated against –
question 17).

The study shows that although the women in the representative sample have the
potential and desire to advance, these have to be doubled by professional training as
manager, focused on key strategic processes and clear understanding of priorities and
a higher ability to set strategic options, which would allow them to assert themselves
as higher as possible in the managerial gear and hierarchy targeted.
Also, as previously commented in the analyses of the answers given to some of the
questions (15, 18, 19, a.o.), the study also shows a lack of self-confidence among
women, and most likely caused by the specific traditional cultural stereotypes
inherited from one generation to another. This lack of self-confidence can be
reinforced and improved through tailored courses focused on self-esteem,
assertiveness, a.o.
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III. FINAL REPORT ON QUESTIONNAIRE IO1.A2.
– WOMEN WHO WORK IN TRADITIONAL
SECTORS
III. 1. GENERAL ASSUMPTIONS OF THE HYPOTHESIS
Previous studies indicate that although there is a strong focus on equal opportunities
between women and men and it is demonstrated that the employment of an equal
number of women and men has led to the growth of some countries' GDP, in the
European labour market a difference still exists, as only 21% of the board members of
the most important European companies are women.
Our hypothesis is therefore that women do not reach executive positions due to a
complex of cultural, social and educational factors in which gender discrimination
plays an important role

III.2. METHODOLOGY
The study attempts to measure how valid this hypothesis is by measuring the
perceptions of females with experience in traditional sectors, but who haven’t
reached executive positions, by means of questionnaires in a representative sample.
The preliminary phase of the research includes the following steps: defining the
decisional issue, the purpose of the research, and the objectives of the research.


Defining the decisional problem

The decisional problem is that women face difficulties in advancing in the
management hierarchy as a result of specific constraints, including discrimination.
The research aimed to analyse the situation of women who want to advance in their
careers.


The purpose of the research

The aim of the research is to evaluate the perceptions and constraints of females
working in traditional sectors and beyond. Therefore various data was collected
which later provided details on the constraints of women with experience in their
field of work.


The objectives of the research

Starting from the goal, the objectives that led to the identification of the information
necessary for the marketing analysis were elaborated:
-

Identifying in which category of operators in the traditional sectors each
company belongs;

-

Identifying the experience of women in the company;

-

Determining the ratio between the number of men and women at
company / department level;

-

Identifying the number of women in management positions;

-

Determining the general view on the possibilities for advancement in the
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company;
-

Determining the general opinion on men's possibilities for advancing;

-

Identifying the reasons for promotion;

-

Identifying the reasons for refusing a promotion;

-

Determining the ratio between types of labour contracts;

-

Determining the level of knowledge in foreign languages;

-

Determining the level of knowledge in computer skills;

-

Determining the general opinion regarding participation in training or
courses;

-

Identifying the most relevant courses;

-

Identifying the causes that led to the lack of these training / courses;

-

Identifying the skills required for a good manager;

-

Identify the competences required for a good manager;

-

Identifying the abilities needed by a good manager;

-

Identifying the specific barriers encountered throughout the professional
careers;

-

Determining the general opinion of transparency in the selection process;

-

Determining the general opinion regarding the requirements that the
managers of the company have to fulfil;

-

Determining the general opinion on the offer of courses/ training for these
requirements;

-

Determining the general view of the work schedule and time organisation;

-

Determining the general opinion regarding the compulsory participation
of the employees in the training;

-

Identification of the forms of assistance offered to employees for the
balance of professional and family life;

-

Determining the general opinion regarding the interest of women towards
private life as compared to the public interest;

-

Determining the general opinion on equal opportunities for women and
men;

-

Determining the general opinion on the consistency of women's skills and
competences with the requirements of leading positions;

-

Determining the general opinion on the correspondence of men's and
women’s skills and competencies with certain jobs;

-

Determining the likelihood of a woman getting to a managerial position
more slowly than a man;

-

Determining the general opinion on women's awareness of equal
opportunities;

-

Identify the existence of policy plans on gender equality;

-

Determining the general opinion on the involvement of the trade union in
the promotion of women;

-

Determining the general opinion about the existence of stereotypes and
language with sexual tentative communication in the company;

Executive management goal achievement for women working in traditional sectors

31

IO1-A3 FINAL REPORT

-

Identification of resources that can help women to dedicate themselves to
professional development;

General hypothesis of the research


Most females consider that there are constraints in their professional
advancement;



Most respondents consider that the gender discrimination exists;



The majority of female indicate that there are constraints on continuing
training;

Statistical hypothesis of the research
H1: At least 50% of respondents say the gender discrimination is real;
H2: At least 50% of managers have a strong managerial motivation;
H3: At least 50% of respondents admit that the continuous training is
necessary;
The design phase of the research comprises the following steps: selection of sources
of information, determination of the representative sample size.




Selecting the sources of information
-

Data gathering was based on the questionnaire as a tool for gathering
information;

-

The researched collective was made up of women in different
departments;

-

The sampling unit (from which the information was collected) was
represented by the persons designated by the company's management to
participate in this survey;

Determining the size of the representative sample

The minimum size of the representative sample was established at 120
respondents (company representatives) and there were a total of 166 final
respondents.
The research phase includes the following steps: collecting information, processing,
and analysing and interpreting the results.


Collection of information

Information gathering is done through the administered questionnaire as a
measuring instrument that has the role of collecting and systematising the data.
The questionnaire for the traditional sectors contains 26 predefined questions,
presented to the female respondents as follows:
-

Question no. 1 to question no. 8 are job-related questions, from the
category of basic questions related to the investigated problem, addressed
to all respondents;

-

Question no. 9 to question no. 15 are questions about education;

-

Question no. 16 to question no. 20 are questions related to professional
promotion: barriers and restraints;

-

Question no. 21 to question no. 26 are questions related to sociodemographic data;
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Questions used in the questionnaire are closed (dichotomic and multiple choices) and
open.


Processing, analysis and interpretation of primary and secondary data

166 questionnaires were processed for women working in the traditional sectors furniture industry, textile industry, leather and footwear industry - as well as other
sectors of activity such as such as finance, health, public administration, services,
logistics, marketing, sales, education, advertising, etc.

III.3. INTERPRETATION OF THE DATA
III.3.i. SECTION 1. WORK SITUATION
Question 1. - In which sector do you work?
Furniture industry

Textile industry

Leather and
footwear industry

Other

61

38

22

45

Figure 35- sector of activity of the respondents to the IO1.A2. questionnaire

SECTOR OF ACTIVITY
Other
27%

Furniture
industry
37%

Leather
and
footwear
industry
13%

Textile
industry
23%

Figure 36- sector of activity of the respondents to the IO1.A2. questionnaire

Question 2: Your work experience in companies of the same sector is of ____ years?
The answers to this question are as follows:
0-4
41

5-9
34

10-14
29

15-19
13

20-24
19

25-29
8

30-34
16

35-39
1

40-45
3

Figure 37- years of experience of the respondents to the IO1.A2. questionnaire

This shows that 75% of the women interviewed have at least 5 years of experience in
their field, which in theory means that the time and experience at the working place
conditions for a promotion opportunity to arise are met.
Question 3: How many employees does the company have?
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The sizes of the companies in which interviewees are employed are as follows:
Between 1-24
employees

Between 25-49
employees

Between 5099 employees

Between 100250
employees

Over 250
employees

77

24

15

22

18

Figure 38- size of the companies in which the respondents to the IO1.A2. questionnaire work

COMPANY SIZE
Between
100-250
employees
14%

Between 5099
employees
10%

Over 250
employees
12%

Between 1-24
employees
49%

Between 2549
employees
15%

Figure 39- size of the companies in which the respondents to the IO1.A2. questionnaire work

Data analysis shows that most women interviewed come from companies whose
number of employees is in the range: 1-24 (49%).

Question 4: In your work environment (company and department) there are...
Answers to question no. 4 shows as follows:

Company

Department

More men than women

57

38

More women than men

54

81

A mix of men and women

54

34

Figure 40– Men/women ratio per total respondents to the IO1.A2. questionnaire
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A mix
of men
and
women
33%

COMPANY

A mix
of men
and
women
22%

More
men
than
women
34%

DEPARTMENT

More
men
than
women
25%

More
women
than
men
53%

More
women
than
men
33%

Figure 41– Men/women ratio per total respondents to the IO1.A2. questionnaire

Per total answers, at the company level in the environment where the female activate
the ratio between women and men is approximately equal and could be considered a
less favourable environment for gender discrimination.
Nevertheless, at department level the ratio of women is much higher, which denotes
the rise of women in career is most often stopped at this level.

At industry level, the situation is as follows:

Furniture industry

Company

Department

More men than women

34

20

More women than men

5

25

A mix of men and women

22

14

Figure 42– Men/women ratio per furniture industry according to the respondents to the IO1.A2.
questionnaire

Textile / leather industry

Company

Department

More men than women

6

4

More women than men

36

38

A mix of men and women

18

11

Figure 43– Men/women ratio per textile/leather industry according to the respondents to the
IO1.A2. questionnaire

In the furniture industry, at the company level, men predominate, but at department
level women predominate.
In the textile and leather industry, women dominate at both company and
department level.

In the analysis of these responses, there was also a difference between the countries
participating in this study, namely:

Spain

Lithuania

Romania

UK

Executive management goal achievement for women working in traditional sectors

Malta

35

IO1-A3 FINAL REPORT

Co

Dep

Co

Dep

Co

Dep

Co

Dep

Co

Dep

More men than
women

31

18

9

7

2

2

8

7

3

2

More women
than men

18

38

11

13

23

20

0

4

2

4

A mix of men
and women

29

19

5

5

7

3

7

4

2

1

Figure 44– Men/women ratio per country according to the respondents to the IO1.A2.
questionnaire

In Spain, men are definitively predominant at the level of the company, while at the
department level the percentages are reversed, women being predominant, the
majority of respondents being from the furniture industry. The situation is the same
even in the textile industry, where at company level predominate men or a mix of
men and women, and women predominate at department level.
In Lithuania the score per total is weighing more towards the women predominance
at both levels, but in the furniture industry predominate the men and in the textile
industry predominate the women.
In Romania prevail the women at both levels, the majority of the respondents being
from the textile / leather and shoes industry.
In Malta there is predominantly an equal mix, with tendencies towards male
predominance at company level, and towards female predominance at department
level.
In the UK men predominate at both levels.

Question 5: Are there women in medium and executive management positions in
your company?
The answers to this question are as follows:

Yes

No

I don’t know

124

36

5

Figure 45- presence of women managers in the companies in which the respondents to the
IO1.A2. questionnaire work

FEMALE MANAGERS

I don’t know
3%

No
22%
Yes
75%
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Figure 46- presence of women managers in the companies in which the respondents to the
IO1.A2. questionnaire work

According to the data analysis, in 75% of the companies in which the interviewees
work there are women in management position, but correlated with the ratio of men /
women at company level, probably their number is not comparable with the number
of men managers.

Question 6: You work in the Department of...
The respondents answered as follows:

R&D
8%

Other
12%

DEPARTMENT Administration
16%

Economic /
Financial
6%
Human
Resources
2%

Computing
2%
Design and
technical office
9%

Purchasing
2%

Production
18%

Commercial /
Sales
16%

Marketing /
Communication
9%

Figure 47- department in which the respondents to the IO1.A2. questionnaire work

Question 7: During your working life, have you had promotion opportunities?
The answers to this question are the follows
Yes

No

74

92

Figure 48- promotion opportunities for the respondents to the IO1.A2. questionnaire
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PROMOTION OPPORTUNITIES
Yes
45%
No
55%

Figure 49- promotion opportunities for the respondents to the IO1.A2. questionnaire

Only 45% of the women interviewed have had the opportunity to advance in their
career (but not to a position of top executive level) and the main reasons for receiving
the promotions were: the experience, the competence in fulfilling their jobs, the
studies and abilities.
From the women who had been offered a promotion, there were some who refused
the new position, and most of them said it was due to family reasons, but some of
them also said that they did not feel suitable for the position (not having the right
skills, the right experience, the right studies, etc.), although they had been
recommended by superiors to this promotion, showing thus a lack of self-confidence.
At the sub-question were men also considered for the same promotion? Not all the
respondents answered, but these are the results:
Yes

No

37

20

Figure 50- equal opportunities of promotions offered to men at the same time with the
respondents to the IO1.A2. questionnaire

Upon a further analysis of these answers, which would suggest at first sight a
discrimination against men, most of the answers came from women working in
environments in which women are predominant, so probably it was not a case of
discrimination, but of lack of men to be offered the opportunity.

Question 8: Your type of contract is...
The distribution of the answers to this question is the following:
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TYPE OF CONTRACT

Temporary
part-time
8%

Temporary
full-time
12%

Permanent
part-time
16%

Permanent
full-time
64%

Figure 51- type of contract of the respondents to the IO1.A2. questionnaire

As most of the women interviewed have a long term contract, the temporary nature
of the job cannot be taken into consideration as a reason for the respective women to
not be offered a promotion.

III.3.ii. SECTION 2. TRAINING
Question 9. - Your studies prior to your working life and after the start of your
working life are...
The last form of education graduated by most of the respondents (64%) is Higher
education: Bachelor Degree / Master Degree / PhD
Education form

Graduated before starting
working

Graduated after starting
working

First stage of secondary
school and lower education
/
vocational
studies
(includes certificates of
professionalism)
Second stage of secondary
school and post-secondary
education
Higher education: Bachelor
Degree / Master Degree /
PhD

8

13

19

19

35

72

Figure 52- education of the respondents to the IO1.A2. questionnaire
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GRADUATION PERIOD
Graduated
before starting
working
37%

Graduated
after starting
working
63%

Figure 53- graduation of the last form of education of the respondents to the IO1.A2.
questionnaire

The fact that 63% of the women interviewed have graduated the last form of
education after they have started working proves that they consider the continuous
training to be very important.
Question 10: Your training in foreign languages is...

English
French
German
Spanish
Lithuanian
Maltese
Romanian
Italian
Russian
Catalan
Polish

Basic
28
47
16
12
1
13
5
6
-

Medium
49
23
2
6
1
7
2
2

Advanced
59
4
2
3
1
2
3
7
-

Native
13
2
32
25
4
29
1
-

Figure 54- foreign languages known by the respondents to the IO1.A2. questionnaire
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Romanian Italian
7%
0%

FOREIGN LANGUAGES
Russian
5%

Catalan
4%

Polish
1%

Maltese
1%

English
44%

Lithuanian
0%
Spanish
7%
German
7%
French
24%

Figure 55- foreign languages known by the respondents to the IO1.A2. questionnaire

The analysis of the data shows that most of the interviewed women speak English
(44%) and French (24%).

Question 11: Your training / knowledge in ICT (Information and Communication
Technologies) is:
The answers are:

Poor knowledge
of using ICT

Elementary
knowledge of
using ICT

Good/effective
knowledge of
using ICT in
relation to the
general areas of
application

Deep knowledge
of using ICT

15

39

92

20

Figure 56- ICT knowledge of the respondents to the IO1.A2. questionnaire

Executive management goal achievement for women working in traditional sectors

41

IO1-A3 FINAL REPORT

ICT KNOWLEDGE

Deep
knowledge of
using ICT
12%

Poor
knowledge of
using ICT
9%
Elementary
knowledge of
using ICT
24%

Good/effective
knowledge of
using ICT in
relation to the
general areas of
application
55%
Figure 57- ICT knowledge of the respondents to the IO1.A2. questionnaire

Question 12: During your working life, have you received training?
The women involved in completing the questionnaires responded as follows:

TRAININGS ATTENDED
No
25%

Yes
75%

Figure 58- attendance of training by the respondents to the IO1.A2. questionnaire

The analysis of the answers to question no. 12 shows that most women (75%) consider
that it is important to participate in various training and professional development
courses, which corresponds with the conclusion from the question 9.
Among the most relevant courses followed by interviewed women, one can mention
those related to foreign languages, finance, IT, job-specific programs, marketing,
accounting, social networks, human resources, communication, management, etc.
The main obstacles that prevented women interviewed from following a training were
the following, in descending order:





lack of specific programs for my sector / job
the lack of time
lack of money
lack of interest
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lack of support from the family / partner
Others e.g. the company did not offer specific programs, family responsibilities.
lack of support
from the family
/ partner
6%

BARRIERS FOR TRAININGS
other
4%

lack of interest
9%

lack of specific
programs for
my sector / job
37%

[CATEGORY
NAME]
[PERCENTAGE]

the lack of
time
33%
Figure 59- barriers for attending trainings for the respondents to the IO1.A2. questionnaire

The women responding with “lack of specific programs for my sector / job” work in the
following departments: production (9 women), commercial / sales (5 women),
administration
(2
women),
education,
economic,
acquisitions,
marketing/communication (1 woman each).

Question 13: Pls. select from 5 most important skills a good manager should have
In the analysis of this type of question the first 3 positions were taken into account for
each variant, the same method established in the analysis of the first questionnaire.

To Question no. 13, the respondents chose, according to their importance, the
following skills that a good manager should have:


Good organisational skills



Team spirit



Communication skills



Solid professional qualification



Respect for the collaborators
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SKILLS
Speaking foreign languages

8 8

Creativity

12 5 7

8 6 6 8

Emotional intelligence (intuition, charisma, etc.)

16

Communication skills

15

13

22

Positive thinking

7

13

Increased working capacity

8

11

10

11

13
7

27

13

11

24

20

17

21

23

20

Socially active 2 7 7 7 6
Good organisational skills

29

Team spirit

26

Respect for the collaborators

15

Perseverance and determination

11

Self-esteem / self-confidence

18
15
13

20
12

14

17

42

26

21

10 4 9

19

20
28

34

7 8

13

Ambition

5 9 6 9

13

Courage

7 5 8 8

11

21

Independent spirit 3 9 10 5 6
Solid professional training

25
0

Rank 1

Rank 2

2
20

Rank 3

18

10

40
Rank 4

26
60

80

100

120

Rank 5

Figure 60- most important skills for the respondents to the IO1.A2. questionnaire

Question 14: Pls. select the 5 most important competences a good manager should
have (Pls. rank them from 1st to 5th in order of their importance):
The 5 most important competencies that a good manager should have, chosen
according to their importance by the women involved in completing the
questionnaires, were the following:







Organising and managing the human resources of a company / department
and
Setting the priorities of the specific activities of the company / department and
delegation of responsibilities
Developing and implementing a complete and efficient business plan and
development strategy of a company / department
Understanding and applying the basic concepts and processes of a business
Communicative and linguistic
Organising and managing the material resources of a company / department
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COMPETENCES
Communicative and linguistic

21

Ensuring the logistics and resources needed to
carry out the activity

12

Those specific to the company / department
managed (marketing, financial, HR, technical, etc.)

9

Risk management

7 10

15
15

19

Understanding and applying the basic concepts
and processes of a business
0

Rank 3

19

23

14

16

22
17

22
22

29
20

16

15

20

18

19

21

13

12

24

Organising and managing the material resources
of a company / department

16

24
8

29

Organising and managing the human resources of
a company / department

Rank 2

19

17

4 11 7

Developing and implementing a complete and
efficient business plan and development strategy…

Rank 1

13

11

15

Setting the priorities of the specific activities of the
company / department and delegation of…

18

11

Time management

Establishing and developing products and services

14

24
21

12
15
40

Rank 4

22
31
20

19

10 8

28

23

21
23

60

80

100

120

Rank 5

Figure 61- most important competences for the respondents to the IO1.A2. questionnaire

The data show that the women working in the traditional sectors consider the
business and management type of capacities are the most important for a female
manager, considering probably that they lack this set of knowledge.
Also, another conclusion that can be drawn from these 2 questions is that they seem
to have lacked the respect from their managers, as they consider as very important
the respect for collaborators and the management of the human resources.

Question 15: Pls. select the 5 most important abilities a good manager should have
The 5 most important abilities chosen by the women involved in completing the
questionnaires were the following (in decreasing order):
1.

To organise and plan the specific activity of the firm / department

2.

To solve problems

3.

To communicate efficiently

4.

To adapt to new situations

5. To analyse and interpret data and information in the spirit of company strategy
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ABILITIES
To organize and plan the specific activity of the
firm / department

27

19

To solve problems

19

28

To communicate efficiently
To adapt to new situations

14

To analyse and interpret data and information in
the spirit of company strategy

17

19

To recognise the need for continuous learning

18

17

19

12

18

To manage stress

17
0

Rank 1

Rank 2

Rank 3

10

25
21
13
16

9
20

13

12

10
40

Rank 4

23

17

42

27

35

27

36

12

26

15

10

10 5

31

33

16

16

32

To design and run projects within the company /
department
To put into practice the strategy of the company /
department

27

26

16

22

16
60

80

100

120

140

Rank 5

Figure 62- most important abilities the respondents to the IO1.A2. questionnaire

Again, the most important abilities that a manager should have in the opinion of the
women with experience at their working place, but who did not manage to reach
executive positions, are related to the business, strategy and management aspect, but
they are doubled in this occasion by communication and adaptability.

III.3.iii. SECTION
CONSTRAINTS

3.

PROFESSIONAL

PROMOTION:

BARRIERS

AND

Question 16: What kind of specific barriers do you face in your professional career?
The distribution of the answers is:
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Internal low
visibility / No
vision
10%

Lack of academic
training,
knowledge and/or
specific skills
9%

BARRIERS
Difficulties to find
a balance
19%

Excessive
schedules
11%

Limited network
of contacts
8%

Little support
from colleagues
4%
Little support
from the
company
management
9%
The need to
constantly travel
2%

Poor flexibility in
working
schedules
11%
The male culture
within the
company
7%

Family
responsibilities
10%

Figure 63- barriers for advancing in their career according to the respondents to the IO1.A2.
questionnaire

From the analysis of the answers, the most important barrier is finding a balance
between family and work (19%), combined with the family responsibilities (10%).
Another important obstacle in their professional development is represented by the
excessive schedules (11%) and the lack of flexibility of working hours (11%).
They also feel little support from the management (10%) and a lack of visibility within
the company (9%), which, combined with the male culture within the company (7%)
could suggest they feel the gender discrimination as a problem in their career.
Interviewees also emphasize on the level of academic training, as well as the existence
of specific abilities, which, in conjunction with the answers to questions no. 9 and no.
12, leads to the idea that it is important to take part in various training and
professional development courses.
Corroborated with the answers from the questions 13, 14 and 15, it results that the
managers should not have only thorough knowledge in their field of activity, but also
knowledge, at least basic, in business, strategy and management.

Question 17: Regarding your company... (Pls. answer whether these different
situations occur or not)
The answers are as follows:
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YES

NO

The selection process is transparent

118

43

The requirements (skills, competences, aptitudes, training, etc.) that the
managers leading this organization/company should have are clear and
well-communicated
The company provides training for these requirements

109

53

95

66

Most days, the working day is longer than foreseen

74

89

The company frequently requires you to work on holidays, weekends or
rest periods

41

122

The organization of time in the company makes that people with
family responsibilities (children, the elderly care) have more difficulties
to attend meetings, conferences, congresses, training, etc.
The continuous training is mandatory in my company

49

110

31

125

The continuous training is voluntary in my company

105

47

There isn't continuous training in my company

56

92

Figure 64- policies of the companies in which the respondents to the IO1.A2. questionnaire
work

From the answers to these variants, the following conclusions can be drawn:
- The selection process is transparent in most of the companies and some of them
offer the trainings for the skills / capacities / abilities they require;
- In most of the companies, the staff is not obliged to work more than the legal
requirements;
- In most of the companies, the continuous training is not compulsory;

Question 18: Does the company provide staff any of the following support to
reconcile working, personal and family life?
Among the forms of support we can distinguish:
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PROFESSIONAL LIFE SUPPORT
Only those
established by
law
28%

None
11%

Working hours
reductions
(beyond those
established by
law)
12%

Others
2%

Flexible work
schedule
39%

Teleworking
8%

Figure 65- support the respondents to the IO1.A2. questionnaire have received during their
professional life

The data show that the most important support offered by the employers to their
employees are the flexible working hours (39%) and the working hours reductions
(12%).
Comparing these answers to the answers to the question 16 related to the barriers, it
results that this support is offered only for a temporary period (maternity and child
care probably) and the women would consider it permanently necessary.

Question 19: Do you agree or disagree with the following statements? (pls. tick the
corresponding boxes considering the following scale: 1 = Strongly agree; 2 = Agree; 3 =
Disagree and 4 = Strongly disagree)
The answers are as follows:

Women are more interested in the private life (care of children,
home, family) than in the public one
Women are not very interested in accessing management
positions
Women and men have the same opportunities for professional
promotions
The positions that require travelling are more appropriate for male
profiles
Men skills and competencies are better adapted to management
positions
Women skills and competencies are better adapted to customer
service and contacts with the public
Women skills and knowledge do not require learning, they are
innate (attention to people, kindness, etc.)
Under the same conditions, the probability for a woman to access
a management position is lower than that of a man
Taking measures to reconcile working, personal and family life
hinders professional promotion possibilities for women

1

2

3

4

22

24

69

50

10

19

57

79

37

34

51

42

20

25

64

55

11

14

42

97

12

47

54

52

5

27

53

81

48

53

36

27

41

62

44

16
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Figure 66- opinion of the respondents to the IO1.A2. questionnaire on various stereotypes

From the answers to these sub-questions, which can be considered as traditional
cultural mentality, the following conclusions can be drawn:
- Women do not believe that the private life should be their main focus and they are
interested in climbing the hierarchy;
- Most women believe that there are no differences between women and men in
what regards their skills, competences and abilities;
- Most women acknowledge the existence of gender discrimination: 57% do not think
that women and men have the same opportunities and 62% consider that a women is
less likely to the promoted than a men;
- The balance between the personal and professional life is a difficulty in the
professional promotion of women;

Question 20: In your work environment
The answers are as follows:

YES

NO

Don't know

I have received training in equality

82

65

21

I know that the company has a plan of equality/policies of
gender equality
I know who to contact in case of a situation of sexual
harassment
Tolerance exists for sexist attitudes/behaviours

54

41

70

109

27

30

40

82

41

100

39

27

31

50

82

The language used by the company for communication is a
non-sexist language and it is free of stereotypes
Trade unions or workers' representative organizations are
concerned about the women labour situation and
promotion within the company

Figure 67- knowledge of the respondents to the IO1.A2. questionnaire on equality and
discrimination policies

The analysis of these answers shows that, at company level, there are policies
regarding the equality, sexual harassment, discrimination, etc. Unfortunately, the
answer to the last sub-question shows that the structures that are supposed to
represent women in case on these policies being broken, do not really get involved.

III.3.iv. SECTION 4. SOCIODEMOGRAPHIC DATA
Question 21: Your age: ____ years old
Most women involved in the study are 30-39 years of age (30%),

10-19
years

20-29
years

30-39
years

40-49
years

50-59
years

60-69
years

70-79
years
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1

42

50

30

32

6

2

1

Figure 68- group ages of the respondents to the IO1.A2. questionnaire

Question 22: Family structure
The structure of the respondents' family is the following:
a.
b.
c.
d.

Single without dependents (35 women)
With a partner, without dependents (61 women)
With a partner, with dependents (61 women)
Single with dependents (7 women)

79% of the respondents are in some type of family structure.

Question 23: Is your education specialised in the field you work in?
The respondents' education is mostly specialised in the field they work (67%).

Question 24: The environment you live in is…
The environment of the interviewed women is divided as follows: urban (85%) and
rural (15%).

Question 25: Supporting resources to dedicate time to work and professional
development
The distribution of answers to the question about the resources available to women
surveyed to devote their time to work and professional development is as follows:
Home assistance

23

Partner

74

Other family
members
(parents,
sisters or
brothers,
grandparents,
etc.)
46

Others

11

No support

54

Figure 69- support received from their personal life by the respondents to the IO1.A2.
questionnaire
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PERSONAL LIFE SUPPORT
No support
26%

Home
assistance
11%

Others
Other family
5%
members
(parents,
sisters or
brothers,
grandparent
s, etc.)
22%

Partner
36%

Figure 70- support from their personal life received by the respondents to the IO1.A2.
questionnaire

The most important support system for the working women is represented by the
partner (36%) and other family members (22%).
Question 26: Your country of origin or ethnicity
Country of origin: Spain (79); Romania (33); Lithuania (25); United Kingdom (16); Malta
(7); Germany and the Netherlands (2); 1 person from Argentina, Italy.

III.4. CONCLUSIONS
Going back to the hypotheses of this study, we can see that they are totally or partially
confirmed:
H1: At least 50% of managers admit the need for continuous training;


75% of the respondents have attended various training courses during their
professional life and, corroborated with the rest of the answers to the
questions 9, 10, 11 and 16 which prove the acknowledgement of the training
necessary, this proves in totality the first hypothesis

H2: At least 50% of women interviewed have a strong managerial motivation.




Women interviewed want and have the potential to climb into the hierarchy,
being strongly motivated to do so. The motivational, aspiring aspect is heavily
observable in the answers to the questions: Women are more interested in
private and public life (72% disagreed with this statement), Men's skills and
competencies are more suited to managing positions (85% disagreed with
this statement), Women's skills and competencies are more suited to
customer relations and contact with the public (55% disagreed with this
statement).
By analysing the data from the questions 13, 14 and 15 it results that the women
surveyed considered that a good manager should put more emphasis on the
organisational skills and on the abilities related to the business, strategy and
management aspects, doubled by communication and adaptability

H3: At least 50% of respondents say the gender discrimination is real
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The group surveyed does not perceive discrimination as an important element
of the constraints of female managers, so the assumptions of the research are
partially confirmed



Although most women acknowledge the existence of gender discrimination:
57% do not think that women and men have the same opportunities and 62%
consider that a women is less likely to the promoted than a men, only 9%
perceive lack of visibility within the company as a barrier in their professional
advancement and only 7% the male culture within the company.
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IV. FINAL CONCLUSIONS
In the analysis of the data collected, a series of factors have been taken into
consideration, so that they do not affect the results of the interpretation:

IV.1. LEVEL OF REPRESENTABILITY OF THE SAMPLED GROUP
IV.1.i. NUMBER OF RESPONDENTS

IO1.A1. Questionnaire

IO1.A2. Questionnaire

Targeted answers

120

120

Answers received

152

166

Figure 71- answers received for the questionnaires

The targeted number of answers was reached and surpassed in both IO1.A1. and
IO1.A2. Questionnaires, by 26% and, respectively 38%.

IV.1.ii. SECTOR OF ACTIVITY

Report

Furniture
industry

Textile
industry

Leather /
Footwear
industry

Other

IO1.A1.
IO1.A2.
TOTAL

28
61
89

37
38
75

7
22
29

80
45
125

Figure 72- sector of activity of the respondents to the questionnaires

61% of the women interviewed work in traditional sectors, which means the answers
are representative for the targeted sectors.

IV.1.iii. EXPERIENCE

Report
IO1.A1.
IO1.A2.
TOTAL

0-9
36
75
111

10-14
30
29
59

15-19
29
13
42

20-24
17
19
36

25-29
18
8
26

30-45
22
20
42

Figure 73- experience of the respondents to the questionnaires

65% of the respondents have at least 10 years of experience in their field of activity,
meaning that their answers can be considered as relevant and that the lack of
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experience cannot be considered as a barrier in promotion on the career path in our
interpretation.

IV.1.iv. COUNTRY

Report
IO1.A1.
IO1.A2.
TOTAL

Spain
62
79
141

Romania
22
33
55

Lithuania
14
25
39

UK
18
16
34

Malta
24
7
31

Other
12
6
18

Figure 74- country of origin of the respondents to the questionnaires

As the questionnaire has been distributed in the on-line environment also, there are
answers from other countries than the targeted ones, but only 3 answers are from
outside Europe, so the answers can be considered representative for the targeted
region.

IV.1.v. SIZE OF THE COMPANY

Report

Between 124
employees

Between
25-49
employees

Between
50-99
employees

Between
100-250
employees

Over 250
employees

IO1.A1.

70

19

7

23

33

IO1.A2.

77

24

15

22

18

TOTAL

147

43

22

45

51

Figure 75 – size of the companies the respondents to the questionnaires work in

Only 51 women work in big companies, out of which only 11% are from the traditional
sectors.
The large majority of the respondents work in SME-s, which are the backbone of the
productive industries, so it can be considered that they best represent the industries
chosen.

IV.1.vi. FAMILY STRUCTURE

IO1.A1. Report

IO1.A2. Report

Single without dependents

15

35

With a partner, without
dependents

31

61

With a partner, with
dependents

89

61
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Single with dependents

17

7

Figure 76- family structure of the respondents to the questionnaires

The family structure of the women responding to both questionnaire is similar, so
both types of women interviewed have both professional and familiar responsibilities.

IV.2. WOMEN AND MEN RATIO
IO1.A1. Report

Company

Department

More men than women

59

39

More women than men

58

81

A mix of men and women

35

32

IO1.A2. Report

Company

Department

More men than women

57

38

More women than men

54

81

A mix of men and women

54

34

Figure 77- Men/women ratio per total respondents to the questionnaires

As the situation is similar for both studies (at company level there is mostly a situation
of equality, with tendencies towards male predominance; at department level, the
women are categorically predominant), a common analysis can be made.
Furniture industry
IO1.A1. Report

Company

Department

More men than women

20

7

More women than men

2

11

A mix of men and women

6

10

IO1.A2. Report

Company

Department

More men than women

34

20

More women than men

5

25

A mix of men and women

22

14

Figure 78- Men/women ratio per furniture industry according to the respondents to the
questionnaires

Textile / leather industry
IO1.A1. Report

Company

Department

More men than women

7

6

More women than men

29

29

A mix of men and women

8

9

IO1.A2. Report

Company

Department
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More men than women

6

4

More women than men

36

38

A mix of men and women

18

11

Figure 79- Men/women ratio per textile/leather industry according to the respondents to the
questionnaires

In the traditionalist mentality, the furniture industry (together with the metallurgy,
constructions, transport, the heavy industry in general) is a masculine industry and the
textile industry (together with the entire light industry, education and healthcare) is a
feminine one, which represents a prejudice on the sexual division of work to start with.
By analysing the distribution on company level, it can be noticed that in the furniture
industry male are predominant and in the textile industry the female predominate,
perpetuating thus this stereotype. The fact that these women belong to generations
that have been raised in this traditionalist mentality can represent a factor in this
sense.
At department level, that is in the positions where the production work is done in
these industries, the women predominate.
Corroborated with the fact that out of the women managers interviewed 51% are at
the level of department manager, it is clear that, although women are considered
reliable in directly productive jobs, in most of the cases they do not manage to surpass
this level and reach executive positions with real decisional power.

IV.3. BARRIERS
From the possible barrier that can prevent women from advancing in their careers,
the following have been analysed:

IV.3.i. EXPERIENCE
As previously analysed, 65% of the respondents have at least 10 years of experience in
their field of activity, meaning that the lack of experience cannot be considered as a
relevant barrier in our interpretation.

IV.3.ii. WORK CONTRACT

Temporary parttime

Temporary fulltime

Permanent parttime

Permanent fulltime

13

19

26

101

Figure 80- type of contract of the respondents to the questionnaires
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As 80% of the women interviewed who are not managers have a long term contract,
the temporary nature of the job cannot be taken into consideration as a reason for the
respective women to not be offered a promotion.

IV.3.iii. MOTIVATION

IO1.A1. Report
Question no. 13: Regarding your career, where do you see yourself in 5 years?
The women involved in the study chose as the first option the advancement on a
professional level and then owning their own company.
IO1.A2. Report
Question 19: Do you agree or disagree with the following statements? (pls. tick the
corresponding boxes considering the following scale: 1 = Strongly agree; 2 = Agree; 3 =
Disagree and 4 = Strongly disagree)
72% do not agree that Women are more interested in the private life more than in
the public one;
85% disagree with the statement Men's skills and competencies are more suited to
managing positions;
55% disagree with the statement Women's skills and competencies are more suited
to customer relations and contact with the public;
The analysis of the data show that women who are not in a managing position have
the will to advance in their careers and also the women managers have the
motivation to keep climbing the hierarchy, so the lack of motivation cannot be
considered a barrier.

IV.3.iv. STUDIES
IO1.A1. Report
Question 22: What is the last form of education you have graduated?
89% of the respondents have a higher education degree (Bachelor Degree / Master
Degree / PhD).
33% of the respondents have continued their studies after beginning their working
life.
Question 23: Is your education specialised on the field you work in?
72% of the respondents’ education is mostly specialised in the field they work.
Question 24: During your working life, have you had any more training?
88% of the respondents have attended other courses / training since entering the
labour force.
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Question 7: Do you consider it important to have development training for the
employees?
92% consider it important to have various training and professional development
courses for the employees of their own company (75% very important and 17% fairly
important).
IO1.A2. Report
Question 9: Your studies prior your working life and after the start of your working life
are...
64% of the respondents have a higher education degree (Bachelor Degree / Master
Degree / PhD).
63% of the women interviewed have graduated the last form of education after they
have started their working life.
Question 10: Your training in foreign languages is...
Only 7 women out of all the respondents (2%) do not know any foreign language (and
they do not have higher education).
Question 11: Your training / knowledge in ICT (Information and Communication
Technologies) is:
91% of the respondents have at least elementary knowledge of using ICT and, taking
into account their age, it means that they have qualified themselves in these
technologies, possibly while working.
Question 12: During your working life, have you received training?
75% have attended various training and professional development courses.
All these answers prove that the lack of studies and training cannot be considered as
a barrier for the advancement of women in their career, especially since statistical
evidence and research shows that women are more qualified than men in some of
the industries identified. Therefore it could be argued that other factors are impacting
on the advancement of women.
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Figure 81- Over qualification among university graduates, by gender (2013)

6

Even more, continuous training and qualifications are considered an essential step in
the professional development and most of the women interviewed have not only
specialised their education in the field they work in, but they had training in various
other connected competences that can broaden their spectrum of knowledge,
helping them not only have a better understanding of the job they fulfil, but to reach
for a better position (according to Question 12 - IO1.A1. Report and Question 17 - IO1.A2.
Report the good professional qualification was a reason for accepting the promotion
and, respectively, for being promoted).
From the answers gathered from all the questions, it results women consider that the
managers should not have only thorough knowledge in their field of activity, but also
knowledge, at least basic, in business, strategy and management.

IV.3.v. BARRIERS FOR ADDITIONAL TRAINING
IO1.A1. Report
Question 24: During your working life, have you had any more training? If not, pls.
specify why not
IO1.A2. Report
Question 12: During your working life, have you had any more training? If not, pls.
specify why not
The answers given by the respondents from both categories to these questions were
the same: the lack of time, lack of money and lack of specific programs in my
sector/position.

6

“Spanish gender gap” Study by Jose Ignacio Conde-Ruiz and Ignacio Marra, Fedea, 2016
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The lack of time could be related to domestic tasks or difficulties to deal with personal
life. The lack of money might also have to do with difficulties related with childcare,
etc., and lack of support from the partner.
All these show that attending a free, on-line training would be a more than welcome
solution for women.

IV.3.vi. SKILLS / COMPETENCES / ABILITIES

IO1.A1. Report
SKILLS

COMPETENCES

ABILITIES

IO1.A2. Report

Perseverance and
determination

Good organisational skills

Good organisational skills

Team spirit

Emotional intelligence
(intuition, charisma etc.)

Communication skills

Solid professional
qualification

Solid professional
qualification

Positive thinking

Respect for the collaborators

Setting the priorities of the
specific activities of the
company / department and
delegation of responsibilities

Organising and managing the
human
resources
of
a
company / department and

Developing and implementing
a complete and efficient
business
plan
and
development strategy of a
company / department

Developing and implementing
a complete and efficient
business
plan
and
development strategy of a
company / department

Organising and managing the
human
resources
of
a
company / department

Understanding and applying
the
basic
concepts
and
processes of a business

Organising and managing the
material
resources
of
a
company / department

Communicative and linguistic

Risk management

Organising and managing the
material
resources
of
a
company / department

To adapt to new situations

To organise and plan the
specific activity of the firm /
department

To communicate efficiently

To solve problems

To organise and plan the
specific activity of the firm /

To communicate efficiently

Setting the priorities of the
specific activities of the
company / department and
delegation of responsibilities
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department
To analyse and interpret data
and information in the spirit of
company strategy

To adapt to new situations

To solve problems

To analyse and interpret data
and information in the spirit of
company strategy

Figure 82- most important skills/competences/abilities for the respondents to the
questionnaires

The lack of a specific set of skills of abilities can represent a barrier in reaching a
certain managing position, and the parallel analysis of these answers show us that the
opinions of the women managers and the women who have not reached managing
positions are mostly similar, 70% of the answers being the same, only the order of
their importance being different.
In the case of the skills, the organisational skills and the solid professional qualification
coincide, being doubled in the case of the women managers by
perseverance/determination, instinct and positive thinking, and in the second case by
skills related to the human interaction (team spirit, respect for collaborators), drawing
thus the attention on the way they are/ or have been treated by their superiors.
In the case of the Competences, 4 answers are the same and in the case of the
Abilities, all the answers coincide.
Communication appears as an option in all three cases in the answers of the women
who are not managers, proving that communication, as a natural or gained ability, is
of utmost importance to them.
These answers can be correlated also to the answers given by the female managers to
the questions Question 6: Pls. answer "yes" or "no" to the following questions: Do you
manage to persuade other people easily?; Do you adapt easily to changes?; Are you
aware of your both limits and your strong points as a leader?; Can you handle easily
the negative emotions?; Can you maintain your focus on the end goals and know
the steps to get there?; Do you consider yourself to be an action taking woman in
your career?; Do you prefer to work in a team?) And Question 5: Pls. rank from 1 to 6
the management styles you adopt, depending on their importance and impact in
the performance of your task.
From these answers it can be observed that they rely on perseverance, adaptability,
initiative and team spirit and also that through their management styles they work to
build commitment and consensus among employees, motivating by rewarding the
team effort, to create emotional ties motivating by trying to keep people happy and to
mobilise the team towards a common, motivating through persuasion and feedback
on performance.
So, both categories interviewed consider that a good manager should have both
professional and organisational/managerial skills, and good social abilities
(communication, adaptability, and team spirit), the balance leaning more towards the
social abilities in the case of the female manager and towards the professional and
organisational skills in the case of the women who are not in managerial positions.
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IV.3.vii. SELF-CONFIDENCE
According to the American psychologist Nathaniel Branden, author of many studies
on the subject, self-confidence is the inner sense of power to fulfil your own desires,
it’s the sensation that allows us to act and it means to trust your ability to think, learn,
choose, make decisions, adapt to changes.
Due to the fact that in neither cases the self-esteem/self-confidence has resulted as an
important skill for a good manager, a deeper look was taken to this aspect.
IO1.A1. Report
Question 13: Regarding your own career, where do you see yourself in 5 years?
62% of women still see themselves working in same industry (47% in the same
company, from which 8% even in the same position, and 15% in another company),
which, doubled by the fact that responses involving change have very low
percentages, mean that women are a bit reluctant to take the risk of making career
changes, which could be the effect of a low self-confidence..
Question 18: What qualities do you think a woman in an executive position should
have compared to a man in an executive position?:
The distribution of the responses to question no. 18 is the following:

QUALITY

YES

NO

Stress resistance
Effort
resistance
(overtimes, travels, etc.)
Self-control
(sense
of
reality, calm, etc.)
Clarity in thinking and
resolution
in
taking
decisions
Other

113
99

28
43

120

24

115

27

31

61

Figure 83- extra qualities a woman manager should have according to the respondents to
the IO1.A1. questionnaire

These responses indicate that women feel that they do not have the same qualities as
a man, an evidence of lack of self-confidence.
From the 28 women who have explained the "Other" variant, 21% said that women
should have more confidence in themselves.
IO1.A2. Report
Question 7: During your working life, have you had promotion opportunities?
Out of the women who had been offered a promotion, but refused it some said that
they did not feel suitable for the position (not having the right skills, the right
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experience, the right studies, etc.), although they had been recommended by
superiors to this promotion, showing thus a lack of self-confidence.
So, both studies show that there is a lack of self-confidence among women, which
does represent a barrier in their advancement in the professional life, even if it may
not be very obvious to them.
If we analyse these answers together (Question 15: What difficulties have you
encountered in advancing in your career? Question 18: What qualities do you think a
woman in an executive position should have compared to a man in an executive
position?: Question 19: Which are the barriers of a woman in an executive position
compared to a man in an executive position?, etc.), this low self-confidence appears
to be most likely caused by the specific traditionalist cultural stereotypes inherited
from one generation to another. This lack of self-confidence can be reinforced and
improved through tailored courses focused on self-esteem, assertiveness, etc.

IV.3.viii. DIRECT BARRIERS CHOSEN BY THE SAMPLED GROUP

BARRIERS

IO1.A1. Report

IO1.A2. Report

Question 15: What difficulties
have you encountered in
advancing in your career?

Question 16: What kind of
specific barriers do you face in
your professional career?

Difficulties to find a balance
between the personal and
professional life

Finding a balance between
family and work, combined
with the familial responsibilities

Lack of guidance / mentoring

Excessive schedules and the
lack of flexibility of working
hours

Lack of equal treatment

Lack of visibility within the
company, which, combined
with the male culture within
the company

Lack of visible female role
models

Little support from the
management

Lack of academic training,
knowledge and/or specific skills
(technologies, languages, etc.)

Lack of academic training,
knowledge and/or specific skills

Figure 84- direct barriers identified by the respondents to the questionnaires

The most important barrier for both categories of interviewed women is represented
by finding a balance between family and work, combined with the family
responsibilities. The same difficulty comes out in Question 19: Do you agree or
disagree with the following statements from the report IO1.A2, variant Taking
measures to reconcile working, personal and family life hinders professional
promotion possibilities for women.
Both categories also focus on the level of academic training, as well as the existence of
specific abilities, which, in conjunction with answers to other questions, leads to the
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idea that it is important to take part in various training and professional development
courses.
The women also feel little support from the management, who could develop and
implement organisational practices in order to create an optimal work environment
for employees, women and men, with significant business benefits.
From the "lack of guidance/mentoring", the "lack of female models" and “lack of
visibility within the company” one can understand the perpetuation of traditionalist
mentalities according to which women have to deal with domestic activities.
Combined with “Lack of equal treatment” and “the male culture within the company”,
could suggest they feel the gender discrimination too as a problem in their career.

IV.3.ix. DISCRIMINATION
IO1.A1. Report
Question 15: What difficulties have you encountered in advancing in your career?
As stated above, women managers have chosen “Lack of equal treatment” as one of
the barriers they have encountered (19%). From the "lack of guidance/mentoring" and
the "lack of female models" one can understand the perpetuation of the traditionalist
and discriminatory stereotypes.
Question 16: Do you believe that a man would have encountered the same
problems?
66% of the respondents answered negatively, meaning that there is a perception of
the existence of discrimination against women compared to men.
Question 17: During your professional activity, have you ever felt discriminated
against as a woman?
According to these responses, 40% of female interviewed managers were directly
discriminated against, and in 69% of the cases by men.
Question 18: What qualities do you think a woman in an executive position should
have compared to a man in an executive position?
3% of the women answering this question chose to comment and say that women
and men in similar positions should have the same qualities, which proves that, even if
the stereotypes are still perpetuated, women slowly become aware of them.
Question 19: Which are the barriers of a woman in an executive position compared
to a man in an executive position?
The representative sample denotes a high perception of some inevitable natural
constraints on the exercise of managerial functions, such as pregnancy and child care,
as well as taboos and stereotypes that respect the cultural norms of society
(stereotypes, inability to share the household chores or partial childcare, etc.).
2% of the respondents chose to comment and say discrimination.
IO1.A2. Report
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Question 19: Do you agree or disagree with the following statements? (pls. tick the
corresponding boxes considering the following scale: 1 = Strongly agree; 2 = Agree; 3 =
Disagree and 4 = Strongly disagree)
1
2
3
4
Women are more interested in the private life (care of children,
home, family) than in the public one
Women are not very interested in accessing management
positions
Women and men have the same opportunities for professional
promotions
The positions that require travelling are more appropriate for male
profiles
Men skills and competencies are better adapted to management
positions
Women skills and competencies are better adapted to customer
service and contacts with the public
Women skills and knowledge do not require learning, they are
innate (attention to people, kindness, etc.)
Under the same conditions, the probability for a woman to access
a management position is lower than that of a man.
Taking measures to reconcile working, personal and family life
hinders professional promotion possibilities for women

22

24

69

50

10

19

57

79

37

34

51

42

20

25

64

55

11

14

42

97

12

47

54

52

5

27

53

81

48

53

36

27

41

62

44

16

Figure 85- opinion of the respondents to the IO1.A2. questionnaire on various stereotypes

From the answers to these sub-questions, which can be considered as traditionalist
cultural mentality, the following conclusions can be drawn:
- Women do not believe that the private life should be their main focus and they are
interested in climbing the hierarchy
- Most women believe that there are no differences between women and men
regarding their skills, competences and abilities
- Most women acknowledge the existence of gender discrimination: 57% do not think
that women and men have the same opportunities and 62% consider that a woman is
less likely to be promoted than a man.
Corroborating all these answers, it can be noticed that some women are not yet fully
aware of the phenomenon of discrimination and that they perpetuate still the gender
stereotypes. This can be justified though by the age of some of the respondents, as
they belong to generations that have been raised and educated in these stereotypes
and preconceptions.
On the other hand, it is also noticeable that they are starting to acknowledge the
existence of such phenomena and take actions in this regard.

IV.3.x. WOMEN REPRESENTATION
IO1.A1. Report
Question 20: How do you consider that women are represented in your sector?
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WOMEN REPRESENTATIVENESS

Overrepresente
d
[PERCENTAGE]

Underrepresent
ed
[PERCENTAGE]

Figure 86- women representativeness according to the respondents to the IO1.A1.
questionnaire

IO1.A2. Report
Question 20: In your work environment
Trade unions or workers' representative organizations are
concerned about the women labour situation and
promotion within the company

31

50

82

Figure 87- women representativeness according to the respondents to the IO1.A2.
questionnaire

The analysis of these answers shows that, at company level, there are policies
regarding the equality, sexual harassment, discrimination, etc., unfortunately they do
not feel that their interests are very well represented at their working place, not even
by the representative structures, situations that can be related to the discriminatory
practices.

IV.3.xi. SUPPORT SYSTEMS
IO1.A1. Report
Question 14: In the development of your career you have been supported by…

SUPPORT

Somebody else
8%
Business
partners / coworkers
18%
Labour
representatives/s
yndicates
5%
Other business
women
14%

Family / relatives
19%

Spouse / partner
19%

Close friends
17%

Figure 88- career support received by the respondents to the IO1.A1. questionnaire
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The results show that, in a proportion of 50%, the female managers interviewed have
been supported by partner and family and by collaborators, but less by other business
women, unions and close friends.
IO1.A2. Report
Question 25: Supporting resources to dedicate time to work and professional
development
The distribution of answers to the question about the resources available to women
surveyed to devote their time to work and professional development is as follows:
Home assistance

Partner

23

74

Other family
members (parents,
sisters or brothers,
grandparents, etc.)
46

Others

11

No support

54

Figure 89- support received from their personal life by the respondents to the IO1.A2.
questionnaire

The most important support system for the working women is represented by the
partner (36%) and family members (22%).
In both cases, the women are mostly supported by their partners and families, the fact
that 90% of the women mangers respondents are in some type of family structure,
being the best proof that even if the balance between the personal and the
professional life was considered by the respondents the number one difficulty they
encountered (question 15), it can be reached and the family can be the best support
system for a women. It is probably a matter of finding the balance of time and energy
spent between the professional and personal life.

IV.4. CONCLUSIONS
The final conclusions that can be drawn from all the data analysed is that there are a
complex group of factors that can hinder women in their advancement, like the
political or social factors, but there are also personal factors and since the external
factors cannot be changed until the internal ones are recognised and changed, there
are several personal points a woman can improve.
From the barriers and the requirements identified in the studies conducted, here are
some of the key points that can support the continued professional development of
women:







There are preconceptions that are still being perpetuated, even by women, so
women, and everybody in general, should be more educated in gender
equality.
The fact that the balance family – career is considered a barrier may come also
from a lack of knowledge about all the opportunities (laws, rights, etc.) that
could support them in balancing family life with their careers.
A good manager should have at least basic notions of business, strategy and
management.
A good manager should have good organisational skills.
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A good manager should have very good communication skills.
A good manager should know how to prioritise their activity and should also
be able to find the balance between the time spent at work and at home, so
time management notions can come in handy to the women trying to access
higher positions.
Women seem to handle negative emotions not very well and to find more
barriers in their lives (besides dealing with the problems man deal with in their
professional and family life, they need to fight against stereotypes to prove
themselves, and also they need to handle more family responsibilities), so
notions of stress management can be helpful too.
Women seem to be generally lacking self-confidence, so training in
confidence, self-belief and assertiveness can help.

The final point is particularly important as women who are confident, assertive and
have self-belief are more likely to challenge issues in the workplace, for example
inequality issues, discrimination issues or managerial issues. They are also more likely
to aim higher if they have self-belief and more likely to address inequality and fairness
in the home and in the workplace.
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