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Abstract: This paper presents the results of an empirical research conducted on 
a representative sample of 1058 members of the organizational units of the Min-
istry of Defence and units of the Serbian Armed Forces. The aim of the research 
was to provide answers to the following questions: to which extent are members 
of the defence system informed of the existing gender equality mechanisms; what 
are the views and perceptions of integrating certain aspects of gender equality; 
is there a difference in job satisfaction as compared to gender variable and what 
support mechanisms may be important to the members of the defence system? The 
data was registered in questionnaires designed in accordance with the objectives 
of the research, while job satisfaction was measured by means of the Cooper’s job 
satisfaction scale. 
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Introduction

Equal participation of women and men in security institutions, creation and 
implementation of policies, as well as in decision making processes is an in-
disputable democratic value. However, apart from an imperative to observe 
fundamental human rights to freedom of choice and equality, this process also 
entails multiple benefits for individuals, the community and the defence sys-
tem composed of those individuals. Diversity of qualifications and resources, 
complementary skills of both male and female members are crucial for the 
operational effectiveness of the defence system, especially in the light of the 
ever-increasing complexity of the civil-military interaction, public relations and 
information gathering. By taking into account different experiences, knowl-
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edge, interests and perspectives of men and women, a unique contribution is 
made to the development of security institutions, which in turn become more 
efficient in responding to various security needs (of girls and boys, women and 
men), as well as development-oriented and perceived as credible by the wider 
community. 

At the Ministry of Defence (MoD) and the Serbian Armed Forces (SAF), the 
gender perspective has been integrated in the security sector reform.

One of the essential prerequisites for the process to become fully operational 
is conducting an empirical research (by recording cognitive, emotional and 
conative sets of employees), the results of which contribute to marking the 
fields that need to be the focus of activities in order to modify the organizational 
culture in the desired direction. Options of an empirical approach to this topic 
are inexhaustible, and all its aspects (reconciliation of work and family life, 
career guidance, physical training criteria, women on the front lines, sexual 
harassment, etc.) are equally significant, topical and insufficiently explored. 
As a contribution to responding to these requirements, the Strategic Research 
Institute implemented the Gender Perspective in Military Profession project in 
the period from 2013 to 2015.

In this project we focused on the analysis of the socio-psychological context in 
which the process of achieving gender equality in the Ministry of Defence and 
Serbian Armed Forces is being implemented:

1. We monitored the development of the idea of including women in the mil-
itary system in our region during the 20th century; 

2. We cited examples of good practice regarding the implementation of the 
gender perspective in the countries cooperating with the Serbian Armed 
Forces, and mechanisms that make the cooperation operational. Further-
more, we monitored the activities implemented by international organiza-
tions aimed at providing support to the defence system in this respect, and

3. We conducted a pilot survey (Social Support to Career Development of 
Women in the SAF) and the main empirical research. This paper will present 
part of the results obtained in the said research, which include the analy-
sis of: (a) views of the professional personnel about the integration of the 
gender perspective in the MoD and SAF, as well as the level of their aware-
ness; (b) job satisfaction (c) the importance of support mechanisms to the 
members of the MoD and SAF and the factors that affect their professional 
success and personnel functional capability (d) factors relevant for the ca-
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reer development of female officers and (e) gender stereotypes of the SAF 
members related to successful military leadership.

Hence, the project involved the study of the areas of efficient integration of the 
gender perspective in the defence system through the socio-historical context 
and organizational and cultural setting in conjunction with psychological fac-
tors. 

Methods

Measuring Instruments

The following instruments were used: Cooper scale for measuring job satisfac-
tion, scale for examining gender stereotypes (Schein Descriptive Index) and the 
Questionnaire designed for the purposes of this research, by means of which 
socio-demographic variables were registered, along with all other variables 
defined under the draft research. The obtained Cronbach’s alpha coefficients 
helped draw a conclusion that each individual test/scale applied in this research 
had a high inter-item correlation and that the measurement errors were random 
and uncorrelated, i.e. the instruments applied were highly reliable. 

Data

The sample of the conducted empirical research consisted of 1058 respondents 
- members of the organizational units and units of the Ministry of Defence and 
Serbian Armed Forces. The test material was administered on the sample in the 
period from 14 October to 8 November 2013 during the visits to the units in 
line with the predefined research schedule. The sample was representative in 
terms of the number and representation of respondents in relevant categories. 

Results

Level of awareness

One of the most important preconditions for achieving gender equality in the 
defence system is well-informed and trained staff. Education and training in 
gender equality provide not only the basis for understanding the essence, but 
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also the adequate support and appropriate practical implementation of the gen-
der perspective in everyday work. In order to adequately plan and organize 
training courses, it is necessary to pre-determine the level of knowledge of a 
specific target group. Therefore, it was crucial to firstly pose a question of em-
ployees’ level of awareness of the established institutional gender equality bodies 
and mechanisms. The questions regarding the level of awareness, showed that, 
at the time when the research was conducted, 57.1% of the respondents had 
not heard of UNSC Resolution 1325, while 72.1% had not heard of the National 
Action Plan, 81.6% of them had not heard of the MoD and SAF analytical group, 
and 69.4% had not heard of gender advisors to the Defence Minister.

Such data provided empirical validation of the importance of undertaking ac-
tivities aimed at raising awareness of the MoD and SAF members of the gen-
der equality mechanisms, and were used as an argument when encountering 
resistance recognized in the form of the attitude that “too much attention is 
devoted to this topic”. The implementation of educational activities involves 
the engagement of military-educational institutions (University of Defence, 
Military Academy, Military School, Military Medical Academy, School of Na-
tional Defence), and scientific institutions (Institute for Strategic Studies), or-
ganizational units of the Serbian General Staff (Department for Doctrine and 
Training and Centre for Peacekeeping Operations of Joint Operations of the 
General Staff Command), gender trainers of the MoD and SAF independently 
and in cooperation with UNDP SEESAC, as well as the Analytical Group of 
the Ministry of Defence and the Serbian Armed Forces. It can be expected that 
the next research cycle would show a significantly higher level of awareness of 
the MoD and SAF employees, following numerous delivered training courses, 
adequate media coverage and activities aimed at strengthening gender equality 
mechanisms.

Importance of the gender equality perspective

To the question about the importance of gender equality perspective to a 
respondent, the obtained responses indicated that the largest percentage of 
the surveyed sample thinks that the gender equality perspective is important 
(61.3%). 

In relation to the sex variable, it can be said that the responses of men and wom-
en were similarly distributed among three categories; the largest percentage 
believes that the topic is important (m 63.8% and f 52.5%), a slightly smaller 



INTEGRATION OF GENDER PERSPECTIVE IN THE DEFENCE SYSTEM... I 89 I

percentage is of the opinion that it is very important (m 20.5%, f 39.8%) while 
the smallest percentage believes that the topic is irrelevant (m 15.0%, f 6.8%). 

Table 1: Response distribution to the question about the importance of the gender 
equality perspective to a respondent

Importance of the gender equality perspective to the respondents

very important important irrelevant

Women

Men

20.5%

39.8%

63.8%
52.5%

15.0%
6.8%

To the question of how much attention is, according to the respondents, devoted 
to the gender equality perspective in the defence system, the obtained respons-
es suggest that the largest percentage of the surveyed sample (48.7%) believes 
that this topic receives just as much attention as necessary, a slightly smaller 
percentage (32.5%, 344 respondents) thinks that “little attention” is devoted to 
the topic, while the smallest percentage (17.3%) comprise the respondents who 
think that too much attention is devoted to the said topic.

In relation to the sex variable, the observed responses to this question, suggest 
that a larger percentage of women opt for the response that little attention is 
devoted to the gender equality perspective (53.4%), compared to the percentage 
of men who selected the same response (26.6%), and who, in larger percentage, 
report that gender equality receives just as much attention as necessary (51.2%). 
A larger number of men think that too much attention is devoted to this topic 
(20.8%) compared to the number of women who share the same opinion (5.1%).

Table 2: Response distribution to the question about the amount of attention devoted 
to the gender equality perspective in the defence system

Attention devoted to the gender equality perspective in the system

a little attention as much as necessary too much attention

Women

Men

26.6%

53.4% 51.2%

39.8%

20.8%

5.1%
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Further analysis indicate the category of employees who believe that too much 
attention is devoted to the topic, and where, as a result, we may expect the most 
resistance, as well as which category of respondents believes that little attention 
is paid and where it is necessary to intensify training accordingly. The largest 
percentage of employees who think that little attention is devoted to the gender 
equality perspective are civilians (20.1%), with 1 to 5 years of service (34.9%), 
while the largest percentage of employees who feel that too much attention is 
devoted fall in the category of non-commissioned officers (12.1%) with 11 to 
20 years of service (34.4%). Comparing the results regarding the level of aware-
ness of these two categories of employees, a slightly higher level of awareness 
of institutional bodies and mechanisms for gender equality is observed among 
employees who feel that insufficient attention is devoted to the topic. A larger 
percentage of them believe that the topic is important (37.5%), while as many as 
31.1% of respondents feel the topic is given too much attention and at the same 
time consider the gender equality perspective “irrelevant”. The fact that points 
to a lower level of awareness of employees who believe that the topic of gender 
equality receives too much attention, can lead to a conclusion that their attitude 
is a result of not being familiar with the meaning of gender equality. Further 
recommendations may include raising awareness and training to increase the 
level of knowledge and sensitivity of this particular category of employees. 
However, given that this target group believes that enough attention is already 
devoted to the topic of gender equality, their motivation to actively participate 
in training may be extremely low, accompanied by high resistance, thus jeop-
ardizing the accomplishment of training objectives. In addition to training, 
alternative methods of informing the personnel may include acting through the 
established gender equality mechanisms (Gender Advisors to the Minister of 
Defence, “persons of trust”, Analytic Group) by their adequate promotion, and 
competent and timely action when resolving current gender-related matters. 
As a results, the employees have the opportunity to gain practical insight into 
the essence of gender equality and realize how important it is for the defence 
system to deal with this topic.  

Job satisfaction

Regardless of the phase of the security sector reform, human resources have 
always played a crucial part and an important role in the defence forces. Even 
though the use of new techniques and technology requires staff reduction, 
there is a need for highly motivated and satisfied qualified military personnel. 
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Various factors may affect the interpretation and evaluation of the personnel 
work-related experiences, ranging from their expectations, working conditions 
to the exchange of impressions and experiences with other employees. 1 Identi-
fication of job satisfaction determinants may help the managerial staff to select 
the strategy that would increase the employees’ job satisfaction in the best pos-
sible manner while contributing to the system efficiency. If we take into account 
that the consequences of job dissatisfaction may include: absenteeism, fatigue, 
turnover, early retirement, hostile behaviour, it is reasonable to consider job 
satisfaction an important tool in the arsenal of strategic “weapons” available to 
an organization. Seen from this perspective, the knowledge about employees’ 
satisfaction and the factors that affect job satisfaction may be the key to direct-
ing the perceptions, feelings, thoughts, and finally the behaviour of employees 
in the workplace on daily basis. In the long-run, it is an opportunity to keep 
the organization and its employees within the strategic plan.

The results obtained by means of the Cooper job satisfaction scale, indicate 
that the respondents show greatest satisfactions with the relationship with their 
colleagues and immediate supervisors. Based on the total sample, the respon-
dents express dissatisfaction with the salary and the possibility of personal 
development and advancement. Some aspects of job satisfaction show statisti-
cally significant differences between staff members depending on the sex, age 
category and rank/status.

There is a statistically significant difference between male and female employees 
regarding certain job satisfaction factors. Female respondents are considerably 
more satisfied with the amount of salary, while male respondents are more 
satisfied with the extent to which the job they perform requires the qualities 
they believe they possess. 

A self-assessment confirming that we are able to successfully perform an activ-
ity is an essential prerequisite for initiating an activity, and without initiating 
an activity there is no success. Therefore, a positive self-assessment of one’s 
own abilities leads to a firm initiative to act, which in turn necessarily opens 
up a possibility that an action will produce the expected positive effects. If 
accomplished, such effects will confirm the initial positive attitude of an in-

1 According to the research conducted by the National Audit Office, the reasons why 9200 
staff members chose to leave the British Armed Forces too early in 2007, were as follows: 
impact of work on family life (49%), feeling of depreciation (33%), poor equipment quality 
(32%) and too many missions (28%).
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dividual about own abilities and create confidence in the positive assessment 
of one’s own newly-acquired abilities. In this chain reaction, a positive image 
of oneself and one’s own abilities is a major trigger for further actions, which 
through their mere existence increase the probability of a successful outcome. 
According to gender stereotypes, men and women differ in their psychological 
characteristics relevant for achieving success in the military profession (Boldry, 
Wood&Kashy, 2001). This discrepancy between the stereotypical characteris-
tics of women and desired characteristics for the role of a soldier can produce 
negative effects not only in the process of: selection, classification, performance 
appraisal and promotion, but also in the self-assessment of possessing desirable 
skills/characteristics to perform a certain type of work. Bandura’s personality 
theory emphasizes the importance of self-efficacy beliefs in the development 
and regulation of the behaviour associated with a gender role. The way men and 
women perceive their efficacy affects many of their choices and behaviours (Mi-
trović, Trogrlić, 2014). Joint action of the perceived self-efficacy and the level of 
congruency between a profession and a gender role is a regulatory mechanism 
when it comes to choices and behaviours associated with an individual’s career.

Female respondents, as well as the members aged between 26 to 35, and un-
married respondents express greater satisfaction with the amount of salary than 
those falling into other categories.

Comparing the obtained results with the results of the research conducted in 
2009, involving a representative sample of the MoD and SAF members (Višac-
ki, 2009), we arrive at the conclusion that the age category of the least satisfied 
respondents remained the same, as well as the relationship between job satisfac-
tion and rank, educational level and marital status. The difference lies in the fact 
that in 2009 there were no statistically significant differences in job satisfaction 
between male and female respondents, as observed in the present study.

Factors contributing to professional success 

The responses of respondents of different gender show a statistically significant 
difference in the assessment of two factors: peer support and the luck factor. 
Female respondents ascribe more importance to the luck factor in contributing 
to professional success (55.5% of them opted for “contributes considerably”) as 
compared to men (37.5%). A smaller percentage of the sampled women chose 
the response indicating that peer support contributes to success (65.7% of them 
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selected “contributes considerably”) compared to the assessment of the same 
factor by the sampled men (73.7%).

Table    3: Differences in terms of the factors contributing to professional success in 
relation to the respondents’ sex variable  

Respondents’ sex F t-test df Sig. 
(2-tailed)

Peer support
Equal 

variances 
assumed

16.304 2.565 1055 .010*

Luck factor .184 -4.707 1055 .000

* statistically important at the level of 0.05 

When the respondents were asked to choose three of the listed factors that con-
tribute most to their professional success, the family support factor ranked first, 
both at the total sample level and at the level of subgroups of men and women. 
Knowledge and abilities, and personal effort and commitment ranked second 
and third ranked, respectively, without differences between the subgroups. A 
more detailed overview of the differences in terms of factors which, according 
to the respondents contribute to the professional success in relation to other 
socio-demographic variables, will not be presented in this paper as it is not 
part of the researched topic. However, we believe it would be interesting to note 
that the results obtained show that the assessment regarding the importance 
of family support increases with senior ranks. All employees holding colonel 
rank estimate that family support contributes significantly to their professional 
success, and the same attitude is shared by 89.8% of lieutenant colonel, while 
74.3% of lieutenants believe that family support contributes to the success, 
whereas the remainder of responses is distributed  between “a little” and “does 
not contribute” categories.

Factors contributing to the personnel functional 

capability 

The respondents perceive that the following factors contribute considerably to 
the personnel functional capability: military vocational training (70.4% “con-
tributes considerably”) and the team cohesion and good interpersonal relations 
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(70.4%). These factors ranked first when respondents were asked to single out 
two factors with the greatest contribution. When it comes to an absence of a 
specific factor, the largest percentage of respondents report that the factor that 
“does not exist” is care of the system for the employees’ families (20.9%).

Table 4: Response rate to the question about the perception of the contribution of the 
above factors to the personnel functional capability 

Factors that contribute 
to personnel functional 

capability 

Does not 
exist

Does not 
contribute

Contrib-
utes a little

Contrib-
utes con-
siderably

Mixed team 14.4% 10.7% 43.8% 29.8%
Care of the system for the 

employees’ families 20.9% 12.6% 25.0% 40.7%

Team cohesion and good 
interpersonal relations 2.9% 5.5% 20.3% 70.4%

Military vocational training 1.3% 3.2% 21.7% 72.8%
Physical fitness 1.3% 7.0% 35.0% 55.9%

Equipment and material 
resources for work 3.4% 9.9% 24.0% 61.8%

When reviewing the results at the level of subgroups of men and women, a signif-
icant difference is observed in the assessment of the mixed teams contribution, 
42.8% of female respondents think that mixed teams contribute considerably 
to the personnel capability, as compared to only 26.1% of men who attributed 
a considerable contribution to this factor. At the same time, 16.7% of men do 
not perceive that mixed teams even exist.

Graph 1: Response rate the question about the assessment of the mixed teams’ 
contribution to the personnel functional capability, by sex

Contribution of the “mixed teams” factor to personnel functional capability

Does not exist

Does not contribute

Contributes a little

Contributes 
considerably

Women

Men

6.4 9.3% 39.8% 42.8%

26.1%44.9%11.0%16.7%
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Percieved position of women in the defence system 

Depending on the sex of the observer, there is a noticeable difference in the 
perception of the position of women in the defence system in relation to the 
factors singled out in this research. 

Graph. 2: Responses of male respondents to the question: “Please evaluate the status 
of women in the defence system in relation to the factors listed in the table”

Employment

Work assignments

Appraisal

Remuneration

Assigning to training programs

Sending on business trips

Providing working conditions

Duty assignments 

Taking annual leave 

3.5

22.9 61.9

.5 41.9

2.2 32.2

6.1 20.2

8.0 15.8

3.7 32.9

31.9

1.2 29.1

.9 11.0

Discriminated against Privileged

The obtained results can be interpreted at two levels: the analysis of the response 
rate for “privileged”, “discriminated against” based on two subgroups and the 
analysis of responses by individual factors. It may be noted that the response 
rate of “privileged” is higher in the male subgroup, while the response rate of 
“discriminated against” is higher in the female subgroup, i.e. the prevailing at-
titude of men is that women enjoy a privileged position, whereas women tend 
to perceive  their position as discriminated against.
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Graph 3: Responses of female respondents to the question: “Please evaluate the status 
of women in the defence system in relation to the factors listed in the table”

Employment

Work assignments

Appraisal

Remuneration

Assigning to training programs

Sending on business trips

Providing working conditions

Duty assignments 

Taking annual leave 

14.4

7.6

8.5

7.2

5.9

8.9

7.6

17.4

.8

14.4

16.9

31.8

46.2

41.1

15.3

22.9

10.6

3.0

Discriminated against Privileged

Note: The offered responses also included the “equal” category. However, for the purpose 
of better data visibility it was decided to show only the following two categories: “discrim-
inated against” and “privileged”.

 By analysing individual factors it may be concluded that the factors such as 
“work assignments” and “assignment to training programs” show the biggest 
difference in views of men and women employed in the defence system. In the 
subgroup of men, even 61.9% of them believe that women are privileged as 
regards their work assignments, while 46.2% of women think that women in 
the defence system are discriminated against in terms of assigning to training 
programs (and 41.1% with regard to sending on business trips). Given that the 
perception of the concept of discrimination had not been previously checked as 
part of this research, we can assume that the said concept is widely understood 
(on the average, in an equally correct and equally incorrect way by both sub-
groups) simply as a denial of rights or possibilities. The fact that there is a big 
discrepancy in responses depending on the respondents’ sex, indicates that the 
involvement of women in the military profession is still not considered as the 
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“natural state of affairs.” During gender equality training courses, participants 
from the MoD and SAF often give practical examples which confirm the justifi-
cation of such perceptions, as well as examples that challenge them. We believe 
that, for the final outcome it may not be significant whether men or women 
have a more accurate perception. In this case, the most important fact is that 
the prevailing attitude of men is opposed to the prevailing attitude of women. 
This information is vital because the very perceptions of employees (regardless 
of their accuracy or justification) may influence their choices of behaviour, and 
expectations that will primarily be based on gender stereotypes. Moreover, 
employees may selectively focus their attention and thus create a situation that 
will validate their perceptions (theory of behavioural expectations). We believe 
that such difference in perceptions of the status of a group of employees cannot 
result in a cohesive team/staff. Therefore, it is necessary to inform and train 
all categories of employees so as to ensure not only an understanding of the 
gender equality essence, but also its application in everyday work that could 
potentially lead to the equal status of all employees, and thus to a greater overlap 
of different perceptions. 

Work – family support mechanisms 

The literature (Batak, 2014) lists three reasons why the reconciliation of family 
and work obligations has become a major topic of modern societies: technolog-
ical development that changes the nature of work, while requiring employees’ 
continuous improvement and more than eight hours of work; the need for ca-
reer advancement that can be perceived as conflicted to traditional values   aimed 
at commitment to the family; the changes in the demographic and economic 
trends, and the increasing participation of women in the labour market. The re-
search results (Allen 2001) indicate that an employee who perceives that his/her 
organization fosters a working environment that supports care for the family, is 
less likely to experience a work-family conflict, shows greater job satisfaction, is 
more dedicated to the organization and is not prone to thinking about leaving 
the job. In order to provide empirical support to the initiatives related to the 
provision of mechanisms that would enable members of the defence system to 
achieve better reconciliation of family and professional life, we hereby present 
the data obtained in this research.

The total sample singled out organized specialist medical examinations and 
organization of foreign language courses   as the most important mechanisms 
for the members of the system. When looking at the sample by sex, we learn 
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that the female respondents favour specialist medical examinations (the largest 
percentage - 24.2% of them opting for this response as the first choice), while 
male respondents are more interested in foreign language courses (17.1 %), and 
rank medical examinations as the second (13.9%) most important mechanism 
offered. As their third priority, all respondents chose a possibility of flexitime. 
The MoD and SAF offer a possibility of rescheduling of working hours; however, 
it is solely within the competence of the manager of the organizational unit.

Table 5: Response rate regarding the assessment of desirable support mechanisms by 
sex (women/men) and importance (to a respondent /system)

Importance Of Support Mechanisms 
To A Respondent Women Men

The possibility of flexitime 48.7 51.0

Organization of specialist medical examinations 91.9 92.4

Health education 89.4 86.5

Lectures on raising children 68.2 68.6

Organization of events for children 70.8 70.6

Organization of cultural and artistic events for employees 80.5 74.9

Organization of sports competitions for women 73.7 70.2

Test drive of new car models in cooperation with NAVK 54.2 66.3

Available brochures and publications on the legal protection of 
women 82.2 66.5

SOS line - the possibility of obtaining advice by phone 68.2 67.0

Introduction of gender equality perspective into all aspects of 
training and development 76.7 69.3

Forming women’s groups in trade unions in the MoD and SAF 74.6 50.4

Computer course as per the ECDL standard 85.6 88.3

Foreign language courses   89.8 89.5

Employees’ child day-care centre organized based on the 
garrison principle 68.6 67.1
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By observing the data for the entire sample, it can be concluded that all mecha-
nisms are generally assessed as desirable (based on the fact that all mechanisms 
are assessed as important by more than half of the surveyed sample).

Employees’ child day-care centre organized based on the garrison principle 
was selected as first choice in relation to other offered mechanisms by 66 re-
spondents, with an equal proportion of male and female respondents, 86% 
of married respondents, 57.6% of aged 26 -35 and 34.8% aged from 36 to 45. 
Maternity leave and childcare leave for mothers last 12 months, and is usually 
associated with the absence due to special-care pregnancies, and subsequent 
childcare leave for the second (third ..) child. However, this undoubtedly fa-
vourable opportunity should not be seen only as a way of providing conditions 
for establishing an affective link between a mother and a child. It can also be 
examined in the context of a woman’s satisfaction and the consequences that 
such prolonged absence has on her competitiveness in the labour market, and/
or the possibility of obtaining employment continuity and career advancement. 
Moreover, despite the fact that the new Labour Law, which entered into force in 
July 2014, emphasizes protection of the rights of mothers and pregnant women, 
research shows that, in the majority of cases, they still have the same employ-
ment status after returning from a leave of absence (Batak, 2014).

For years, policies of states and international organizations have been focused 
on raising awareness of the opportunities, the need and importance of greater 
participation of men in private and family responsibilities. Redefining a man’s 
role by liberating it from gender stereotypes and stimulating men to recognize 
and persevere in the desire to be treated as equally good parents (which is 
guaranteed by the Family Law of the Republic of Serbia2), makes it easier to 
leave a traditional model of parenthood where a woman is considered most 
competent and most responsible for family life and performing household, 
unpaid labour. Encouraging legally provided rights entitling a father to take a 
childcare leave in the defence system, would mean providing opportunities to 
women to achieve continuity of employment, while at the same time ensuring 
equal workload distribution in the units/organizational units the employees 
belong to, especially due to an actual increase in marriages between defence 
system members (thus, it can be avoided that one person, a mother, is absent 
for longer periods of time. Instead, two people may take a leave of absence, a 

2 Pursuant to the Family Law of the RS, “Official Gazette, No. 18/2005, Article 7, both a 
mother and a father have the right to parenthood; the parents are equal in exercising the 
parenthood right and shall not violate the said right.  
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mother and a father, but from different system units and be absent for shorter 
periods of time).

An example of a well-designed, established and functional method of meeting 
the need to harmonize family and work commitments of employees in the 
defence system (setting up of “military” kindergartens, providing flexitime, 
part-time work, etc.) is set by the Ministry of Defence and Armed Forces of 
the Kingdom of Spain.

The second course of action may include continual raising awareness of the 
managerial staff about the extent in which the care for people is a powerful 
tool in their hands, while constantly emphasizing that the perceived social 
and organizational support affects the feeling of acceptance, self-appreciation 
and reduction of stress which in turn encourage an employee to adequately 
understand the situation and activate mechanisms to overcome it. A well-de-
veloped organizational support network represents a structural predisposition 
to a sense of social integrity and emotional acceptance and, as studies show, is 
in a negative correlation with the intention to leave the job.

Creating support mechanisms and defining a target group that would be cov-
ered by such mechanisms should be liberated from any gender stereotypes 
and perceived gender roles. This imperative is supported by the fact that the 
first three mechanisms chosen according to their importance to a respondent, 
do not differ in male and female respondents, the difference is observed only 
in the rank of the first and second selected mechanism. Since gender roles are 
changing, the defence system, as an organization that cares about its employees, 
should take into consideration that a male employee can have the same needs 
as his female counterpart in terms of childcare, and that a female employee, 
just like her male colleagues, may have the same needs for the career devel-
opment and raising to top positions. Thus for instance, a support mechanism 
that would include setting up “military” kindergartens should not be defined 
as a mechanism designed for mothers only, but for the parents employed in 
the defence system, which is the only proper way to treat both parents equally.

Finally, by joint activities the top management should raise awareness of all the 
lower management staff and employees about the importance and benefits of 
work-life harmony. 
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Conclusion and Way Ahead

A step further is the integration of the gender perspective across all levels of 
military education and delivering continuous training to various target groups. 
Furthermore, it is necessary to plan the education of top managers and deci-
sion makers in order to raise their awareness about gender perspective and its 
importance, so as to ensure their full understanding, necessary support and 
smooth realization of activities related to the implementation of the UN Secu-
rity Council Resolution 1325.

Recommendations for future research may include conducting researches that 
would use the same measuring instruments, i.e. longitudinal surveys, which 
would enable data comparison during different phases of the gender perspective 
implementation, and thus gain insight into the process, as well as the speed and 
efficiency of the progress achieved in this field. Also, we believe that a research 
of the attitudes, opinions, ideas, values, perceptions of female officers would 
provide a systematic, authentic and deep insight into the various aspects of 
career development of women in the defence system. As the most appropriate 
technique for collecting such data we suggest a focus group interview that 
would enable collection and subsequent analysis of the facts on the perception 
of different aspects identified as relevant for the professional development of 
the target group - female officers. Such interviews would be conducted under 
controlled and scientifically legitimate conditions, using positive aspects of 
social interaction, while appreciating the female respondents as experts of their 
own experience and the authors of their own career stories.

The possibilities of acting on these grounds are not only aimed at raising aware-
ness of the need for integration and observance of all gender equality aspects 
in the defence system. On the contrary, it is necessary to strictly comply with 
the selection criteria, promptly inform young people interested in the military 
profession and thus ensure adequately motivated personnel for education. In 
addition, it is also essential to implement career guidance, make the system 
more sensitive to all kinds of problems that occur and ready for finding ade-
quate solutions. It is also required to operationalize the competences of certain 
system components and delegate responsibility in the areas where necessary, 
provide means of gender budgeting, promote coordinated action of institutions, 
foster an active approach to the media in raising awareness of military opinion 
and systematic work on the interiorisation of values. In addition, a responsible 
role of the whole community is vital in promoting    human rights and gender 
equality values.
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