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Abstarct: The research presented in this paper has the aim to respond to three main questions: 
(1) What are the liable aspects, according to the opinion of the Serbian Army offi cers, for the 
lower percentage (in comparison to men) of women being present on the higher positions of 
hierarchy?; (2) What importance do offi cers attach to the social support to the women in the 
system for the development of their career and (3) How much are offi cers ready to provide social 
support to the women in the system. The research has been carried out on the sample of 69 of-
fi cers being prepared for managing positions and commanding duties in the Serbian Army.
The results show that the offi cers are in high percentage aware of the signifi cance of the support 
they can provide for the women in their career advancement and that they are generally ready 
to give that support in terms of giving information and advice. Half of the examined (53.6%) 
does not know a woman in the managing positions who successfully complements her profes-
sional and family roles and 29% of them think that woman’s career advancement is threatening 
for her partner’s status. The examined of the higher rank (Lieutenant colonels), based on their 
attitude, express less resistance in accepting women managers compared to the examined ranks 
of Majors and Captains. The answers to the question related to the smaller number of women in 
the managing positions are categorized in this paper so that four aspects are obtained: profi le 
(character traits of the women), conative (motivation to advance in career), social (social and 
cultural heritage) and family aspect (complementing work and family).
It has been indicated that there is a requirement and possibility for further research and carry-
ing out various activities in relation to effi cient integration of women in the army system.

Key words: social support, woman offi cer, career, managing position

Introduction

Armies with longer tradition of professional engagement of women contribute by their col-
lection of versatile and useful research in fi nding scientifi c answers with practical implication on 
dilemmas and questions that are specifi cally defi ned in relation to the phase of integration of women 
into the military system.    

1  The Author is Director of the  Strategic Research Institute, Ministry of Defense of RS
2  The Author works at the Strategic Research Institute, Ministry of Defense of RS
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 Early research on women in armed forces during 1970’s focused on economic con-
sequences, both for women and military system, attitudes on military organization (inside the 
system and out) and on combat effectiveness (Binkin&Bach, 1977). As practice brought new 
dilemmas, questions and problems the fi eld of research broadened in time. The researchers focused 
on military specialties from ergonomy aspect (Holm, 1992),3 frequency of absenteeism in the 
workplace and fi nding mechanisms that would facilitate the family role and work obligations 
as well as ensure adequate replacement for women on maternity leave (Kelly&Hock, 2001, 
Allen, 2001, Tucker& Kelley, 2009),4 women health in the army and specifi c treatment of 
women which have returned from missions (Lindstrom, Smith, Wells and others  2006, Carlton, 
Manos, VanSlyke and others 2005, Warner, Matuszak, Rachal and others 2007),sexual harass-
ment (Culbertson&Rosenfeld, 1994), career development and the possibilities for reaching 
managing positions in the army (Stone, 2008). Subjects of available research, from the armies 
with longer tradition of having women offi cers, are helpful in prediction of questions that could 
be opened in our own armed forces with further development of the process of integration of 
women in the system, such as larger number of marriages between male and female offi cers 
inside the system (this opens new questions, such as requests for serving in the same garrison, 
specifi cs of divorce consequences) or for example education and training for woman returning 
from maternity leave. The reforms directed toward achieving gender equality in the Ministry of 
Defense (MoD) and Serbian Armed Forces (SAF) are in progress. The readiness of members of 
MoD and SAF to reform the system in order to make integration of women in the army ranks 
more effi cient was operationalized through different activities arising from UN Security Council 
Resolution 1325 – Women, Peace and Security, that was adopted on 23rd October 2000.

Representation of women on leadership positions in MoD and SAF

There is an increase in the percentage of women in the system of defense since 
2009, still a small number of women are occupying managing and command positions. 
Out of total number of women employed in MoD and SAF only 1.37% is holding 
managing and command positions (Table 1).

Table 1.Percentage of women and men in relation to the position which they have 
in MoD and SAF 

Level of management/command Sex
% Women % Men

  Management positions 1.37% 17.79%
  Without management/command  duties 17.74% 63.12%
  In total 19.097% 80.891%

(category: highest, higher, medium and lower levels of command are combined in one cat-
egory “Management positions”)5

3 Topic considered due to need for wider approach to analysis of certain work places in the military with respect 
to gender psycho-physiological differences. 

4  4-5% of women in the military are on maternity leave at each point in time.
5 Source: Personal Department of the Ministry of Defense, January 2013.



31

INTERNATIONAL SCIENTIFIC DEFENCE, SECURITY AND PEACE JOURNAL

CONTEMPORARY MACEDONIAN DEFENCE

On the basis of available data it can be said that every 14th woman employed 
in MoD and SAF is holding managing position, on the other hand these positions are 
being held by every 4th or 5th (4.5) man. Therefore, it is three times more likely to fi nd 
a man on a leadership position then a woman in the system of defense. This data can 
be understood in the light of the fact that women are not employed in the system of 
defense for adequate amount of time to have an opportunity for career advancement, 
as well as the fact that only recently they are able to perform operational duties (Petro-
vic, Stojanovic, Odanovic, Bjelos 2010). As Saranovic and Kilibarda (2011) conclude 
that under the provisions of the law regulating appointment of military personnel on 
formation positions in SAF in the fi rst decade of 21th century there are no impediments 
for involvement of women in any military activity, providing they have appropriate 
professional degree and appropriate military occupational specialty. However, bearing 
in mind that women did not have compulsory military service they lacked training for 
specifi c military duties. The only exceptions are those women that served voluntarily in 
the Yugoslav People Army or fi nished the Faculty of People’s Defense (today Faculty 
of Security Studies). On the other hand, almost half of all civilians in military service 
(in the period 2000-2010) were women, so the question of their advancement and tak-
ing managing positions stands.  

These data are not specifi c for the Serbian system of defense. The statistics point 
to global and national trend that women occupy less managing positions then men. The 
phenomenon that qualifi ed woman in the business hierarchy cannot advance to highest 
managing positions was in 1986 defi ned as “Glass ceiling”. This term is sometimes used 
to describe not only gender discrimination but also discrimination based on age, race, 
ethnicity or sexual orientation (Smiljanic, 2004). By theory and model systematization 
(Weyer, 2007) we came to the conclusion that different opportunities for advancement and 
other gender sensitive forms of behaviour in an organisation can be explained by: differ-
ences based on genetic material (today less used biological theory), development processes 
associated with different life cycle phases, such as education or entry to the labour market 
(theory of socialisation) and social systems that channel and defi ne gender differences 
through role, status and power discrepancies (structural-cultural model which include social 
learning theory and theory of planned behaviour).

 In appropriate theoretical framework in the light of aforementioned research, this 
article will point out the importance of social support for woman in the context of her career 
development, as well as support through the prism of gender roles and the support of partner 
and work environment as factor that can assist in fi nding balance in work-family relation. 
We will also present the answers of offi cers of MoD and SAF to the questionnaire, out of 
which we can learn the reasons why women, by our own opinion, occupy less managing 
position in relation to men and out of which we can conclude on degree of their prepared-
ness to recognise the importance and offer social support to women in defense system. 
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The importance of social support

The choice of a career that is not considered to be traditional female (those that 
historically have been chosen by a small number of women, such as military profession) is 
highly dependent from the support that a female receive from her own environment (Ari-
yamuni, Aminah, Zoharah, Roziah,2012). Furthermore, when a woman begins her career, 
self-assessment in relation to professional success is different than the male perception of 
the factors that contributed to success in their profession. Men are more likely to see the 
factors of their success from the perspective of their own efforts, skills and knowledge, 
while women are more likely to attribute their success to the external factors and luck and 
to estimate their work through evaluation by her “Signifi cant Others” (family, colleagues, 
and manager). Research has shown that most women (Gordon & Whelan-Berry, 2004; 
Nath, 2000) explain their professional success by the simultaneous action of organisational 
and family support, coupled with the desire to succeed. This knowledge helps us to under-
stand why the support from the social environment and perception of that supports is one 
of the most important factors when it comes to occupational choice, self-assessment and 
fostering the achievement motive in women. In addition to this strong infl uence on career 
development as a valuable supplement, social support is also shown as a factor negatively 
correlated with symptoms of anxiety and depression in a sample of working mothers in the 
civilian sector (Polasky & Holahan, 1998). When it comes to women in uniform it has been 
shown (Tucker & Kelly, 2009) that this kind of support reduce “maternal guilt” that can 
occur in women as a result of feeling that she does not care enough for the children (due to 
the periodic absences: duty offi cer assignments, sailing, missions that does not leave room 
for spending more time with children) and sometimes because of the feeling that this care 
is inadequate (because of fatigue that occurs after many hours of hard work). 

Social support refers to the perceived quality of relationships between people, its 
function and benefi ts brought by the social bond. It was asserted that social support affects 
the sense of acceptance, self-evaluation and on the reduction of stress by encouraging the 
person to the proper understanding of the situation and the activation of coping mechanisms 
(Fielden & Davidson, 1998).Of course, not all social supports are incentive in the same 
manner, so it’s not just about the number of active social ties, but also about their quality. 
Well-developed social network is a structural predisposition for social integrity and emo-
tional acceptance. Social support comes from mutual trust and intimacy incurred in relation 
which brings more gains than losses. The origins of this relationship, whose psychological 
gain is easily recognized (status, loyalty and approval) are explained by theory of social 
exchange and the concept of reciprocity. The general hypothesis of the theory of social 
exchange is that the built “give and take” relationship inside the organization will evolve 
through a form of reciprocity in a relation in which the balance of social exchange will be 
perceived in a manner that further contributes to building mutual thrust, long term com-
mitment and identifi cation with the organization. Since the employees value the principle 
of reciprocity, they are more likely to show higher level of dedication and have a strong 
wish to stay in the organization. The perception of given support, as researches has shown 
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(Jawahar, Hemmasi 2006), is negatively correlated with intention to quit a job. Awareness 
of the existence of support is also important to overcome certain barriers which person can 
encounter during his/her career. 

Support through the prism of gender roles

Various factors can facilitate / hamper a woman’s career; therefore not all issues in this 
respect should automatically be considered as gender sensitive issues. However, it should 
not be ignored that the woman’s active role in various social activities including consider-
ing occupation of higher level positions at work is under the infl uence of stereotypes about 
gender and work roles as well as patriarchal family and working conditions. It could be 
presumed that this attitude is more pronounced with traditionally male jobs (as profession 
of military offi cer) than in those professions which throughout history employ workers 
regardless of gender. Changeable social position of women and men can be understood 
through the prescribed norms and expectations of the role of gender in a particular social 
community. Colleagues attitudes about career track of a woman and the role that she is 
supposed to have at work, can depend on the perception of her position at home and the 
possibility that by occupying senior management position she can endanger the status of 
her partner / husband in their relationship / marriage. (Ariyamuni, Aminah, Zoharah, & 
Roziah,  2012).

The positive attitude of the male members of the military about a woman in uniform 
is affected by their perception of woman’s ability to adapt to military organisational culture 
without losing her femininity (Gruber, Kilcullen,Iso-Ahola, 2009). There is a noticeable 
tendency that negative experiences which are related to the women in the military are char-
acterized through stories of women who become “too much” adapted, becoming masculine 
without adding femininity in the way they are doing their work.

Partner support and social environment support 

     - factors of balancing between work and family 

Advancement of women in their career and the possibility of reaching the highest 
positions are directly linked to their ability to fi nd a solution for the work-family confl ict, 
willingness of their partners to take part in this endeavour6 as well as support from their 
work environment to persist in those efforts. 

The results of other studies (Allen, 2001) show that employee who perceive his or 
hers organization as an environment that supports family care, is less likely to have work-
family confl ict, he/she shows greater job satisfaction, is more dedicated to the organization 
and is not prone in thinking about leaving a job. Organization of work environment that 
supports employees through a variety of benefi ts such as fl exible working hours, organized 
child care or the ability to have leave of absence for personal reasons, creates benefi ts for 
employees and organization itself. However, it has been proven that benefi ts themselves 

6  According to the Serbian Statistical Offi ce (2011) in average men have more spare time then women (more than 
one hour per day), albeit spending more time on the paid work. On the other hand women spend two hours more on unpaid 
work. 
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have little effect because of the suspicion that using these essential benefi ts is not supported 
by the management staff and that they are provided only as a formality. Employees also 
think that their use of these advantages can lead to negative comments regarding the lack of 
commitment to the organization and that their commitment to family and private life could 
endanger their career. More important than these advantages is the perception of employ-
ees that they have support from the organization in the context of the entire organizational 
culture which in its policies and its value system is aimed at the welfare of its employees. 
Beside the fact that this concept of working environment helps coordination of multiple 
life roles and it generates bigger satisfaction with the employee and his or her dedication 
to their work. Survey results show that employees care more about support from their su-
periors then that from the organization. Gilbreath and Benson (2004) showed that support 
from the direct supervisor contributes to the general good condition of the employee. It 
was also found that the benefi ts which are obtained from providing fl exible working hours 
are greater than providing child care during working hours. Flexible working hours gives 
the employee more control over his/her work dynamic, makes it easy to harmonise his/her 
working time with activities that are not work-related, thus achieving a balance between 
these types of activities.

Method 
Starting point and research questions

Possibilities of scientifi c and practical consideration issues of integration of women 
into the military system are almost limitless and all aspects (family, training, career, women 
in combat, health and sexual harassment) are equally important, current and insuffi ciently 
researched. The visibility of the complexity and sensitivity of a coherent mechanism which 
should be implemented in order to improve the integration of women into the system is 
evident. One of the necessary preconditions for putting it in full operation is the imple-
mentation of empirical research (recording of cognitive, emotional and conative set of the 
members of MoD and SAF) whose results would contribute to marking the fi elds in which 
it is necessary to direct all activities. The justifi cation for this approach is found in the lat-
est recommendations7 in which, for the conduct of education for collective and individual 
training related to gender issues, it’s emphasised the necessity of previous research and 
analysis of system parts needs and their members, to focus objectives on the specifi cs of 
particular organisational units in order to modify more effi ciently the organisational culture. 
As a contribution to responding to these requests, research was conducted whose subject 
was the willingness of MoD and SAF members to provide social support to women in the 
system of defense. Three research questions were asked:

- What are the liable aspects, according to the opinion of the Serbian Army 
offi cers, for the lower percentage (in comparison to men) of women being 

7 Recommendation from the conference held on 25-28 March 2013. in Bulgaria: Workshop on “Human Re-
sources Diversity and Usability: Challenges and Best Practices” (part of the project “Female Leaders in Security and 
Defense”,in NATO’s Initiative for SMART Defense).



35

INTERNATIONAL SCIENTIFIC DEFENCE, SECURITY AND PEACE JOURNAL

CONTEMPORARY MACEDONIAN DEFENCE

present on the higher positions of hierarchy?
- What importance do offi cers attach to the social support to the women in the 

system for the development of their career?
- How much are offi cers ready to provide social support to the women in the 

system?

Research on social support for women in the system of defense is part of the project 
of Strategic Research Institute, fi nanced by MoD. The project “Gender aspect in the military 
profession” is designed for the survey results, conducted as a part of this project, to assist 
in designing training programs for employees towards the achievement of gender equality, 
providing material for a better understanding of the nature of the origin of gender stereo-
types and fi nding solutions to redefi ne the working conditions which will be equal for all. 
Another goal is to obtain new knowledge about the working conditions and employment 
opportunities, advancement and retention of women in traditionally male professions and 
addition to the fund of scientifi c knowledge, which is helpful to the more effi cient integra-
tion of women in the military system.

Research instruments 

The fi rst part of the survey consists of eight items which test respondents willing-
ness to provide social support to women in the system of defense (through assistance in 
the form of mentoring and counseling, for example: I am ready to provide assistance in 
the form of information and advice to my female colleague if that would be of help for her 
career advancement, by increasing the sensitivity and understanding of issues relating to 
work-family relation, for example: I think it is harder for women than men to reconcile 
their career advancement and family responsibilities, and through the lack of resistance 
for a woman to hold managing position, for example: I do not have a problem to follow 
orders at my workplace given by woman manager). Level of agreement with these items 
respondents expressed on a fi ve-point scale. Inter-item correlation of 0.82 indicates that all 
items correlate positively, so there is no need for changing scale. In the second part of the 
survey, which consists of open and closed questions, we are getting answers that provide 
a broad framework for understanding attitudes of offi cers on women in the army with a 
focus on attitudes about the possibility of advancement of women in the militar y career8.

Respondent’s answers were analysed by descriptive statistics, Student’s t-test in SPSS 
Statistics 20 program and qualitative analysis of the opened answers.  

The study sample

The survey was completed by 69 SAF offi cers who were attended the National 
Defence College (at the time of survey).9 Out of that number, 21 offi cers had the rank 

8   There is a large contribution to the fi nal version of the survey by the colleagues from the Strategic Research Institute. 
They had been consulted in relation with clarity, unambiguity and discriminatory value of items and questions of the survey.

9 Survey was conducted in February 2013. and there was no refusal to participate in the research. 
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of lieutenant colonel, with an average of 23 years in the service, they all are married 
and are currently in training aimed at developing leadership skills in strategic think-
ing and effective command and management across a wide spectrum of national and 
international security challenges. The second sub-sample (48 respondents) were offi cers 
of the rank of captain and major, they have an average of 14 years in service and they 
are trained to command tactical units of the battalion level, performing staff duties 
at brigade level commands and other functions in the higher commands of SAF and 
organisational units of MoD.

Research results

 On the open question: “What is the reason, by your opinion, for the lower 
percentage (in comparison to men) of women being present on the higher positions of 
hierarchy”, respondents state the reasons which, for interpretation, we can conditionally 
divide into four categories: profi le, cognitive, social and family aspect (Table 2).
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Table 2.Reasons for smaller percentage of women in higher hierarchical positions.

profi le aspect

Emotional
in critical situation

Insuffi ciently resolute and fi rm
in particular stress situation

Gentle and more sensitive

Weaker organisers

Less capable, not in their nature
to command

Lack of strength
to cope with the pressure and 

strain

conative aspect

Lack of will and desire
with large number of women

Lack of ambition in women

Personal attitudeof women towards 
advancement, they believe that they should 

not advance

Disinterest

family aspect

Diffi cult harmonisation of work 
and family

Motherhood and family 
commitment

Family problems

Additional family obligations

Absence from work, sick leave,
parental leave

social aspect

Traditionalism
Prejudices

Lack of tolerance
Patriarchal legacy

Perceptions of male-female relations
in which woman is subdued
Lack of colleagues support

Underdeveloped
awareness on gender equality

Consequence of tradition
of mainly educating the male children

In the profi le aspect category we classifi ed those answers that direct the responsibility 
for lack of women in managing position on attributes of personality defi ned as typically 
female (emotionality, indecision, tenderness and sensitivity). There are numerous answers, 
classifi ed as cognitive aspect, that direct to perceived lack of motivation in women to take 
leadership positions. In the next category the selected answers point to respondent’s sensitiv-
ity for the topic of harmonising family and work related obligations and the awareness of 
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multidimensionality of the roles of women. In the fourth category included responses refl ect 
the respondent’s perception of the infl uence of wider social context, namely traditionalism, 
prejudice and lack of tolerance as modeling aspects of understanding male-female relations 
and positions. 

When respondents of the rank of lieutenant colonel are considered, no separation 
and domination tendency of one of the aforementioned category was observed, rather equal 
distribution of answers in all four categories. Analysing the answers of offi cers of the rank 
of captain and major we can identify higher frequency of answers relating to the family-
work relation problems (8 participants gave the answers in the group named ”diffi cult 
harmonization of work and family” and 6 of them gave the answers named  ”additional 
family obligation”). Higher sensitivity for this problem can be explained by life phase in 
which most of the junior offi cers (captains and majors) are, which implies the life in mari-
tal union with children up to 10 years old. Also, amongst junior offi cers the percentage of 
answers relating to character and personality traits of women are higher in regard to the 
frequency of the same answers among the higher rank offi cers (among the answers named 
”less capable, not in their nature of command” there are 9 answers of junior offi cers and 
only one of higher ranked offi cer). Stereotypes in the answers are more pronounced and 
the attitudes more harsh with the captains and majors then with lieutenant colonels (”gentle 
and more sensitive” and ”weaker organizers” are answers of captain and majors but not 
found among answers of lieutenant colonels;  in the answers named ”patriarchal legacy” 
there are 8 answers of junior offi cers and 3 of  higher ranked offi cer). It could be assumed 
that junior offi cers engaged in operational assignments had more opportunity to come in 
contact with women in SAF, and if their answers are based on their experiences with women 
in uniform, then all the more necessary it is to underline and work on them. On the basis 
of the research from 2003 (Boyce and Herd) it was concluded that the existence of previ-
ous experiences with women commanders did not benefi cially affect existing prejudices. 
Even those cadets that had experiences with more than one woman commander, as well 
as those that had none, state the same stereotypical male oriented characteristics for suc-
cessful offi cer on managing positions. The possibilities for action are not one-dimensional. 
On the contrary, beside required lectures, workshops and all other forms of education in 
order to raise awareness to the problem of women integration into system of defense, it 
is necessary to take all measures so that gender behavior of women can be representative 
and appropriate in relations to the task that has been trusted upon them (strict selection, 
adequate motivation, career tracking, sensibility of the system for the problems that occur 
and readiness to fi nd adequate solution).

It is essential to take measures for securing gender free perception of potential and 
work effectiveness of subordinates, because only with this kind of understanding will an 
offi cer on managing position be able to treat his/her subordinates equally and that they 
will be subject to the same criteria for selection and promotion, regardless of their gender.

In the search for adequate interpretation of answers of the respondents that perceive 
insuffi cient motivation by women, we fi nd the data from the Statistical Offi ce of Republic 
of Serbia (2011), that in 2009 there were equal number of women and men PhD’s and that 
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a larger percentage of women entered (55%) and fi nished schools or faculties  (61%) then 
men. These facts can be interpreted in a way that women have suffi cient motivation to 
advance and invest in their knowledge, however it is obvious that after the end of formal 
education the motivation of women is being affected by factors that lack strong intervening 
character as men have. These “modifying variables” are: assigned social role, internalisation 
of gender stereotypical views about the lack of women capacity for leadership position (Eagly 
Johannesen-Schmidt, 2001), massages that women receive from their primary family that 
frequently write a script in which is not expected for woman to be particularly successful in 
work, rather to be successful wife and mother, and the creation of a family where the role 
of motherhood is unquestionable. One of the more powerful ways to “upgrade” the role, 
write success into the script and to reduce the sense of guilt on the family-work relation is 
the social support from family and work environment.

In the research done for the purpose of this study we examined the readiness of 
offi cers that will hold the highest positions from which they will be able to provide social 
support for women (assistance in the form of mentoring, informing and counseling on career 
development, assistance in the form of care, empathy and understanding for the diffi culties 
in harmonising home and work obligations, and in the form of lack of resistance towards the 
idea of a woman holding managing position). We conclude that the respondents are aware 
of the importance of the support they can provide for a woman to advance in her career. 
30.4% is of the opinion that the support is of great signifi cance, while 60.9% is thinking that 
support is important but not decisive factor. By further analysing the available data we get 
the profi le of an offi cer that is ready to assist (95.7%) by giving information and counsel to 
a colleague if it would be of help in her career development. Offi cers, regardless of rank, 
are equally ready to give this kind of social support (from captain to lieutenant colonel). 
However, when items of accepting a woman on managing position are concerned, there is a 
signifi cant difference in arithmetic means of answers of this two subsamples of respondents 
(Table 3). While offi cers of higher rank (older respondents) almost completely (80.95%) 
agree that a woman colleague with adequate knowledge, capabilities and skills can have 
a hierarchically higher position and that they do not mind taking orders from a woman 
commander/manager (66.67% + 23.81%) at the same time. With respondents of the rank 
of captain and major this readiness is much less pronounced.
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Table 3. Statistically signifi cant difference among senior offi cers of the rank of lieutenant 
colonel and junior offi cers of the rank of captain and major (Group Statistics and Independent 
Samples Test)

sample N Mean
Std. 

Deviation

Std. 
Error 
Mean

item number 5
“woman colleague 
can get a position 

that is hierarchically 
above..“

higher rank 21 4.71 .717 .156

lower rank 48 3.96 1.110 .160

item number 6
“I do not mind… 
following orders 
from a woman 

commanding offi cer“

higher rank 21 4.48 .981 .214

lower rank 48 3.85 1.072 .155

 

Levene’s 
Test for 

Equality of 
Variances

t-test for Equality of Means

F Sig. t df
Sig. 

(2-tailed)
Mean 

Difference
Std. Error 
Difference

95% 
Confi dence 

Interval of the 
Difference

Lower Upper

item 
num 

5

Equal 
variances 
assumed

2.72 .104 2.86 67 .006 .756 .264 .229 1.283 

not 
assumed

  3.37 57.1  .001 .756 .224 .307 1.204 

item 
num 

6

Equal 
variances 
assumed

.29 .594 2.27 67 .026 .622 .274 .076 1.168 

not 
assumed

  2.35 41.53 .023 .622 .264 .089 1.155 
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On the whole sample, the readiness of respondents to justify the usefulness of leg-
islation that provides the possibility of paternity leave is predominant. With this question 
42% of respondents completely agree and 21.7% agree, which makes 2/3 of all respondents 
(63.7%) (Table 4). 

Table 4. Readiness of the respondent to take parental leave instead of his wife

Readiness of the respondent to take parental leave instead of his wife

 
Freq. Percent

Valid 
Percent

Cumul.
Percent

SAF 
Offi cers 

strongly disagree 11 15.9 15.9 15.9

disagree 8 11.6 11.6 27.5

undecided 6 8.7 8.7 36.2

agree 15 21.7 21.7 58.0

completely agree 29 42.0 42.0 100.0

In total 69 100.0 100.0  

Those respondents that doesn’t agree with the statement that it is benefi cial to have 
paternity leave, at the same time express less readiness to perform certain tasks instead of 
their women colleagues (Pearson Correlation 0.54, Sig. (2-tailed) 0.01), as well as less readi-
ness to take parental leave instead of their wife (Pearson Correlation 0.69, Sig. (2-tailed) 
0.006). Out of total 69 respondents, 29 completely agreed to take parental leave instead of 
their wife. Generally there are problems with doing the work of those that took parental 
leave. The solution to divide the obligations of absentee amongst present employees, instead 
of hiring part-time employee, is easier for the employer, but not at all best. That is the main 
reason why employees (men and women) are not at all looking forward to their colleague’s 
parental leave, since it means more work without compensation. It is only natural that there 
are more of them among younger people since they usually have to perform the duties of 
the absentees. This is way there exist seemingly peculiar “generosity” and “modernity” 
among older respondents in contrast to the younger.  

Secondly, those who oppose paternity leave by also showing unwillingness to use 
this right instead of their spouses are only being consistent in their attitude aware of the 
negative reactions of the environment.

 Half of the respondents (49.3%) of our research (Table 5) think that positioning 
of women on higher managing positions would not endanger the status of their spouse in 
their personal relation, while the other half is divided into those that are undecided (21.7%) 
and those that consider that woman’s career advancement is endangering the status of her 
spouse (29%).
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Table 5. The distribution of answers to the question:“Do you think that positioning of 
women on higher managing position would threaten the status of her partner (husband) in 
their private (family) life.

Positioning of women threatens the status of her husband

 Freq. Percent Valid 
Percent Cumul.Percent

SAF Offi cers 

strongly disagree 15 21.7 21.7 21.7
disagree 19 27.5 27.5 49.3
undecided 15 21.7 21.7 71.0
agree 11 15.9 15.9 87.0
completely agree 9 13.0 13.0 100.0

In total 69 100.0 100.0  

Half (53.6%) of the respondents doesn’t know any woman holding managing 
position that can successfully harmonise her work and family roles. The research shows 
that women, in the case of diffi culties harmonising work and family obligations will 
be more prone to sacrifi ce their career for success in her family role, much more then 
male population. The need to be accomplished and to be successful in the role of wife 
and mother diminishes aspirational tendencies (need to advance) in women of higher 
education. With the respondents of this research there is developed awareness (63.8% 
agree) that it is much more diffi cult to harmonise obligations at work and at home 
for a woman then a men. However, 27.5% of respondents don’t see any difference in 
position between men and women in this respect. Although it is common and frequent 
for family members to give help and support to working parents, in the case of active 
military personal this kind of help is not so easily achieved considering usual locational 
separation from their wider family. Consequently, friends can be very helpful to single 
mothers working in the armed forces, not only by offering emotional support but also 
for organising child care and fi nding solutions for work-family obligation problems 
(Tucker&Kelly, 2009).

In the Ministry of Defense and Serbian Armed Forces there is a possibility of 
regulating redistribution of working hours, but it is completely in the hands of the head of the 
organisational unit. Considering all mentioned benefi ts that all employees have, regardless 
of gender, from the support of colleagues and system, we propose launching the initiative 
for forming formal and legal conditions for implementation of measures that would enable 
better harmonisation of professional and family life for men and women alike.
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Conclusion

Daily harmonisation of family and work obligations and social expectations from 
the roles assigned to her can modify woman’s need and desire for career advancement 
as well as her faith that she can be successful. For them to advance in career and take 
higher positions women must be properly motivated. This motivation can be strengthened 
through educational patterns, development of individual need for change, strengthening 
of self-confi dence and offering social support in family and work environment. Women 
in predominantly male occupations, such as military profession, are facing multiple stress 
situations that come with that line of work, much more than women working in less male 
dominated professions (Swanson, 2000). We thought that the insight into the attitudes of 
offi cers on this subject can be of help in understanding the emotional context and referent 
framework in which the information about women in system of defense will be interpreted, 
as well as understanding their motivation to take certain action for implementation of women 
in military ranks such as readiness to provide social support to women. This research was 
conducted on 69 respondents and its results show that offi cers are largely aware of impor-
tance of support they can provide for women’s career advancement and that the readiness 
to operationalise this support is highest when giving information and counsel. Respondents 
of higher rank (lieutenant colonel) through their views express less resistance in accepting 
women managers in relations to the respondents of the rank of captain and major. A number 
of respondents (15.9%) completely disagree with the fact that legal regulation of paternal 
leave is a good thing, while 29 respondents stated that they would use this possibility. For 
the fact that there are fewer women than men on managing positions, the respondents say 
it is due to professional (personal and character traits of women), cognitive (motivation for 
advancement), social (social-cultural heritage) and family (harmonising work and family) 
reasons. Half (53.6%) of the respondents of this research doesn’t know any woman on 
managing position which can successfully harmonise her work and family roles and 29% 
is considering that woman’s career advancement is threatening her partner’s status. 

The basis of male motivation to provide support to woman for her advancement in 
the system is his positive view on the presence of women in the system. In the literature 
we fi nd all sorts of recommendation when attitudes on women in the military system are 
concerned: from the offi cer selection of those candidates whose attitudes direct toward 
cognitive fl exibility and wideness in the respect of lacking stereotypical images and preju-
dices, to sending them to joint trainings that would, through interpersonal experiences, 
enable increase in acceptance of women in the system, shatter stereotypes and point out 
to signifi cant roles by which women can contribute on different positions and tasks in the 
system. The behavior of women already in the system (at school or at work) will affect the 
formation of attitudes; therefore a number of practical recommendations must be about 
this population in regard to enhanced attention in the process of recognition of adequate 
motivation for military calling for women, their mental and physical abilities and profi le 
eligibility to perform certain duties. A step further is systematical monitoring of the integra-
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tion of women into the military system through showing willingness to hear about problems 
about this issue in practice on all levels and timely fi nding the mechanisms for their solving. 
Every member of the system can encounter dilemmas, questions and problems; they should 
be encouraged to speak of them openly.  
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