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Abstract

This article pretends to spread the evolution ofngo participation in the work market. Latin Amef&cand
specifically Mexico’s situation is analyzed by egpa some obstacles and limitations which womenficehduring
their professional careers. Female leadershipssriteed as an option to participate in manageeils and boards
of directors in the organizations, with a possipito exercise an influence on culture configumatiboping to gain
representation that helps to promote family—wonkadtation.
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Introduction

Every time becomes more and more transcendentalimpdrtant to consider the theory of gender in orte
analyze social processes. This is due to the igtieraand collaboration of men and women in adésitand
development of experiences, that integrate and rirekstructures and situations of the actual world.

Brigida Garcia (1999), quoting G. Rubin (1975) (mer developer of the concept of gender), susthatsgender is
“the social and cultural construction of sexualfefiénce, speaking about a set of symbols, repratsems, rules,
norms, values and practices that every societycaftdre builds collectively starting from the corpbdifferences
between men and women”. (P. 23)

It has been established in a very precise waygbatler is made and produce not only by symbolsregdlatory
elements, but also through institutions and sawighnizations, such as labor market, educatioritigmletc.

The concept of ‘gender’ has been defined as a Isoaistruct, and derived from it men and women dbhave the
same rights and obligations because of their diffees. Therefore the concept of gender equalitgrivoved and
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replaced by the concept of equity. The objectiveutth be to search for key elements that allow ukaee more
equal coexistence rules; a life together whered&éarences are recognized and not used to genergeality.

Women participation has increased derived fromucaltchanges due to globalization, and also duactjuired
knowledge among different countries about equality gender equality. It's very noticeable that ¢hisra greater
level of women participation in different fieldsctuas education, politics, cultural and work maikedeneral.

Nevertheless women participation in work market itmgreater share in middle management and befmsigad of
high level management. This situation is constarhé case of first class countries and also ireldg@ing countries,
but in the case of developing countries this iss#oAnd the Mexican case makes a good example.

There are many reasons as to why women do not &digger participation in high level management. vda’t
affirm the existence of some inherent discriminatio organizations structures and processes thatemocome
across during their professional development. Nahynwomen have been able to access high level rearexg
positions, which makes relevant to identify thesgau

Factors that limit and promote the participationwadmen in the work market have been identified uigto the
evaluation of their professional careers. Almost yars ago there were very few written referendesuta
professional success of women. Theories about peaicce were based only on men working experiengbih
suggested the definition that professional sucisesbtained only through an uninterrupted professigath.

At present this theory has been evolving and sigecifaracteristics from the female gender have lmemsidered
<marriage and maternity>. These characteristicd beisonsidered as present throughout the wholelolement of
women professional career, because women combigens and family goals. (Lirio, et al., 2007).

Gender Theory

Gender theorysustains that differences between men and worheir, finctions and roles, do not come from their
sexed nature but from social constructions creattficially through culture influence. Actuallyithcould be one of
the causes for women discrimination.

Theory of gender has a great influence to analyzlpms outside the biological ground, and undadda
differences between genders from a symbolic pdintew. Questions postulates about women suboridinashows
its mechanisms and allows to delimit clear and ipedg how these differences come into a dimensfonexjuality,
games of power and counter power. (Cazés, 2004).

By the end of the 60’s — first in psychology aneérthn the field of social sciences, it was accepbed sex is a
biological reference upon which is built the inelityabetween men and women. The concept of gendeaine a

! Gender implies the roles and responsibilities that women and men have which are determined socially.
Gender relates to the way in which women and men are perceived and are expected to think and act, due

to the form in which society is organized and not for their biological differences. (Cazés, 2000).



necessity and it was created to designate whatewear built by societies, and in their cultures toucture
relationships between men and women.

Due to the fact that the first approach came fremihism, the term gender was used to avoid the ierdnism
because it evoked very radical postures for sonmsops and entities. In this way government and gamant
speeches began to assume that whenever gender emdi®med it was in reference to women and certatio@s
directed to improve situations lived by them. (Veg@06).

Women have made intellectual and political intetigars in the last decades. These interventions lasated
conditions and possibilities to resolve strategeds and transform the foundations of inter geraritintra generic
relationships. (Which mean relationships among raemng women, and relationships among women andl men

Theory of gender allows to present societies atidiras as a whole, and at the same time every pénsolved in
its processes, women and men. This is also th&nstgyoint for gender perspective by undertakingeegch and
change actions. This is a theory that searchesderstand the world of gender relationships anad idransform it.
(CEIICH [UNAM], 2007).

Gender equity

The development of the theory of gender has evofi@u the necessity of equity among men and wortethe
necessity of equity among themselves.

OCDE (1998) defined gender equity as “the equalgbgnen and women upon socially worth goods, opjties,
resources and rewards. The purpose is not to makeamd women equal, but that their life opportesitbecome
and remain equal”. (COSUDE, 2003 p. 9).

Gender equity is a human right. If social structamel power relationships are not equal cause tbatem and men
do not enjoy the same socio economical and pdlitights.

The promotion of equal rights for women and memdbtry to impose a universal model for gendertieteships
that comprehends all societies and cultures. Itd igosimply to allow women and men to define geretguity, for
which they aspire in an individual context. (Lopetal., 2003).

Gender equity through empowerment for women and caenbe the key for good government. So that woamsh
men have the same rights they must be able tccfpate in the decision taking process.

By supporting equal participation of women and nierthe decisional structures is allowed the deafinitof
priorities and development strategies, and thi$ eghtribute to reduce underlying inequality. Byognizing the



contribution of women and men as individuals andnetnic players in society is obtained a key elenfent
sustainable development. (COSUDE, 2003).

Female Direction

The challenge face by women to participate in tloekwield starts at the end of the 60’s and begigrof the 70’s.
The importance of this challenge resides in it gahe origin of women’s actual challenge: to wipnesentation in
fields that give them the opportunity to take diecis that transcend to business and political $ield

En 2008 the European Union [UE] informed that i@ thost advanced countries of Europe and contineataitries,
50.8% of women work outside their home, accordiagthte information provided by 2006 census. The goal
established in Lishoa’s agenda is that by the 840 all countries that belong to the UE reach @@%male work
presence.

Italy is ranked in the last place of female workg@nce. Some countries that give opportunity to eota work half
days like Holland present 36% female work presedtés in Germany and 15% in Italy. (Biffi et. al.(Gg)

Considering that women'’s participation in the warkrket is a trustworthy fact, it's important to coent that their
collaboration in the organization can't be limiteal middle management. The access to high level gemant
positions for women must be nurtured, and this Ehimelude positions of greater scope, size or irtgpwe.

There is a great variety of academic and intellctapacities that can make a contribution, forngxa women
sensitivity working together with men practical Istyf traditional leadership. A combination likeslcould be a
good decision designed to improve results. (Mi8ld&Rodney, 2007).

There is certain management competencies thaelted among them which reflect success, this pegonce can
be seen in different positions and in differentdkiof projects. It's very important to make the asaéd of
competencies for the selection process of peoplevitil fill the high level management positions.

Different styles of managerial leadership are agdypd multiple situations. Each type of leaderssiponsidered and
analyzed in order to adapt it for a specific cohtend performance, female leadership should beiders and

analyzed in the same way. There has been a loulsped for female leadership, the objective isdentify what

makes it different from masculine leadership.

Authors like Loden Marylin (1987), state that sopgrsons consider the term management and femalppasite,
even excluding. The concept of female managementkan taking form since a few years. It was nacgs®
rescue individual capacities from many women marsatet have had a great performance in some @ajions
and have given their subordinates a sense of meimper

So that the women'’s effort was recognized and they the possibility to develop themselves to tHees$t there
was a transition period. Women'’s capacity was Wathwn but still they have to prove it through resuh the
organizations.



Each leadership style (masculine or female) haws strengths which can contribute to the sucadsthe
organization. When they are used together represeiritegral system of management that is ableke advantage
in a better way from all human qualities.

According to Juddy Rossener (1990), after makisguay and perform interviews to a group of womeacexives
in E.U., women described themselves as transfoomaltileaders, which means, they bring their sulnatés to
exchange personal interests for those of the group.

Another characteristic is that women justify theawer in organization by their personal skills méran by their
hierarchy in the organization, this is the so chlfateractive leadership’. On the other hand meentify their
leadership by the way they see their own work, fRidefined as ‘transactional leadership’, intdmactwith
subordinates is done through a series of operatddognally transactional leadership uses the hidraal level and
the authority that comes with it in the organizati¢Taracena, 2006).

News about women in positions of power are more wmnwde frequent, expectations about women arriving t
positions where they have the opportunity to obfaimver and authority are greater. Also is more deaq that
women arriving to these positions are observedasal, and are not demanded to be the best.

In many occasions the demands towards women aa¢egrthan those demanded from men. This is alfattcen be
used as an indicator for gender equity in leadprsds this perception is exceeded we can mairttainirt society in
general and specifically in the organizations agigitbeing achieved.

Female management is very relevant, valid or megminrepresents a different style of leadershipkaswn in
society and this is the very reason that women $aceany problems. Women presence in high levelagwment
can promote flexibility and settlement for familyark politics. Only if there is a representative iaanof women in
the organizations they can work as change promdfdisyo, 2007).

In some organizations there is conscience aboudlfemanagement as an alternate managerial stylmeiwao not
try to compete with men and succeed, if womendrgdt using the traditional masculine leadershifeghey could
stop being efficient as leaders.

The advantage of women consists in reinforcingr tindiorn qualities, instinct and natural femalereleteristics. The
real challenge which was spoken at the beginnirtg isin places and positions by promoting the ferstyle of
leadership. Showing the unique way in which they lba recognized by their performance and theireagments,
in addition to the fact that this could be seeamschievement of gender.

We have to admit that could be a variety of leduipss which will allow the organizations to findettlexibility
needed to adapt to an environment more and mor@etitime. Actual board of directors are better mfied that in
the past, and possess a broader criteria to eeahiglh level management actions. Therefore is evere urgent to
include women in this management circle to prodad@mplementary style ‘female management’ that hélp and
serve to better face commercial and organizationaahals.



Feminism ver sus female management in Latin America

Woman freedom consists in accepting and foundingdifferences with man. There is a real contragtvben
woman and man, which is seen from the perspecfilieean their reciprocity and collaboration. Fueufor man and
woman is based on these differences and persont@wol(Lobato, 1995).

The old biological determinism that stopped so mamynen from developing their talents has been elted.
Nevertheless the objective should be to avoid tleenption of official feminism that promotes gendkastruction,
women do not need to change and give up themsdduekeep on making things in her female way. (@raD00).

The rise of women participation in the work markétLatin America has been an important factor ie thst
decades. Some of the reasons was the economg ttrdgiaffected Latin America during the 90’s, do¢he effect
that this crisis had upon family income, besidesdasing urbanization and feminism penetratiorhefthird sector
of the economy. (L6épez et al., 1992).

Starting in the 80’s we can notice a new tendemcywemen participation in economic activity. In tlest three
decades the number of women economically activev gi®0.2% which exceeds by much the growth of
economically active women seen across the worltl,(0980).

There is a study trying to explain which causesivatéd women massive incorporation into the workkeafor
Latin America and the Caribbean. As an answeri®ghestioning, in an investigation conducted by BCLAC in
1986, it is recognized that many achievements weraesult of exogenous processes of strategiesdagpecially
to include women in the benefits of development.

Change processes that favored women in health,aedasation and well-being started before thanpiaa for
regional action approved in the Habana in 1977s Phan represented Latin America and the Cariblaseareness
about the necessity for government and organizapamticipation in favor of women integration.

The advance towards equity has been consideretiea®fothe principal axis in economic developmennt lfatin
American (Daeren, 2001). Equity is defined as “eaumportunities to participate in the acquisitiohveell-being,
positions and social possessions”. (Lopez et B21p. 25).

In the tenth regional conference on woman of Latimerica and the Caribbean, Ecuador (2007), paditip
countries spoke about subjects like the necessigvaluate and undo negative effects of structadalstments for
paid and non paid work. Two subjects of strategipartance for the region were analyzed: a) Pdfliticicipation
and gender equity in process of decision takingllatevels; and b) women contribution to economial ssocial
protection. This was considered especially in i@teto non paid work, by recognizing that equityite of the main
promoters for democracy. The aim of democracy isutalyze equity in the exercise of power, in theigien
making process, in the participation mechanism,iarnkde social and political representation.



Women participation in the work market of M exico

Women participation in the work market is consideome of the main revolutions of XX century’s seddmalf. In
Mexico the proportion of women inside the workingpplation doubled in the last 25 years, from 2094970 to
40% for the year 2006. (Zabludovsky, 2007).

Equal opportunities and gender equity is one ofrttaén challenges of Mexican society, this is estald in the
national plan for development 2006-2012, and thialso a main goal in the business area. Thiserigdl has an
even greater importance in this globalize world reh&nowledge, talent, experience and vision aregsie
fundamentals to be more competitive.

Women incursion into the work market has given risemany changes in attitudes and behavior in §ocia
economical and political circles, as in the orgatian of work, social and family life.

Table 1 shows the participation of women in the kwmarket according to the pay received. In the @885 daily
minimum wage [MW] in Mexico City was of $46.80 (C@ISAMI, 2008), which represents approximately 4.29
USD (CEFP, 2008). It is presented also the pergentd women that held high level management pastia 2005
and their pay for such positions.

% Women % Men
Working women population. 39.5 60.5
Men and women that earned less 63.2 36.8
than a MW.
Men and women that earned 28.7 71.3
more than 5 MW.
HIGH LEVEL

MANAGEMENT POSITIONS

Employees and managers 28.9 71.1

Employees and managers that 24.8 75.2
earned more than 5 MW

Source: Adapted by Zabludovsky Gina. (2007) Mexigomen with high level management positions inghgate sector. Academia, Latin
American Magazine of Management, 38, p. 9-26 amdINEGI National survey of occupancy and employm@®05). ANUIS (2005),
Statistic Yearbook.

TABLE I. Percentage of women participation in the work market in Mexico and the percentage in high
level management positions.



In agreement with Jennifer Cooper (2005), womegriignation is perceived since the moment of hirikigage
discrimination, in spite that law establishes thm#n and women should perceive equal wage if thefpipe equal
jobs, in real life it is very rare to see it fulét.

It has been confirmed one of the most common postin which women earn less than men are governmen
positions. Women are discriminated the most inghassitions, but also in the private managementiaddstrial
supervisors. There is a big wage difference ofaug5% percentage in relation to men’s wages thit the same
positions, according to the INEGh the survey ‘Occupancy and employment’ made0iei2

It's important to mention two huge achievements thamen have conquered in the last two decadeshwiuitt
play an important role in history. Besides womeparticipation in the work force, women participation
education; this is evident because of the levdbahation that women have reached. Women particdpah the
work market has been determined in a very impomsayt thanks to this formation.

Work force and education are the two importandfelvhere women have gained a significative preséioenen
have been granted with the opportunity to showrtbapacities by performing activities of greateportance and
transcendence in public life, and not only in thigate field.

At present, some women find themselves in the @®0oé climbing to higher positions. This makes utge satisfy
the necessity of identifying and evaluating thesoes that make only a minority of women to occumhHevel
management positions.

Women that have reached these positions and overadimbstacles can provide us evidence and kna@gledbout
the capacities, values and varied factors that hzage possible their professional development.

There are some answers as to why women do not thadtighest executive level. For example the atysgiling’;
but other studies like the ones made by Eagly &yG@007) confirm that the answer goes beyond tlystal roof,
and added the sum of many obstacles along the way.

This means that women are not being rejected atghgend of their race, but in several points gltime way that
should bring them to the highest executive level.

There are other reasons that have contributedetslttw development of women inside organizations.dxample
some studies suggest that there is little workilfidity. Most managers limit their professional iities to their

% Instituto Nacional de Estadistica Geografia e Informatica (INEGI). National Institute of Statistics and
Geographic Information.

® The term «crystal ceiling» “is used to illustrate the fact that if there no objective reasons for women not
reaching higher positions, and men reaching them instead, we can speak about discrimination within the
structures and processes. This discrimination would be present in the organizations as well as in society
in general. Women that are prepared and are very competent can not but look through this crystal roof,
they can see what they are capable to achieve, but unable to pursue it due the invisible barriers that stop
them”. Wirth Linda (2002)



office schedule, which in time yields a full surden to their jobs; but this is in counter positionthe double life
that some women must live.

In spite that women learned to organize themsedwesbecame more efficient to finish their taskdieaand find
time for their other responsibilities we could Issipeak about two kind of women segregation indtganizations.
As was spoken in Ecuador in the tenth regional emnfce about women in Latin American and the Ceabb
(2007) there is a horizontal segregation when womrenseparated from some production sectors, arettial
segregation when women are separated from highelslef responsibility in the occupational hierarch

Horizontal segregation is important for the repnéaion of women in several economic sectors,ithjgies women
preparation in different specific areas and the@spnce in every field; but all of this achievedhwit loosing the
woman essence.

Vertical segregation can be included in horizost&jregation speaking about hierarchy positionkerparticipation

sectors. But the most important is the evidenddiffi€ulty that women find to get promotions, whightranslated in

lack of female presence in high level managememsitipas where women could demonstrate their conmoete
through role fulfillment.

In order to define competencies we need to spealtadmucation, learning implies knowledge that wethder new
behavior focused on goals acquisition (Alles, 200@hen we transpose these new behaviors to managevoenen
could contribute to success if their personal gaedsaligned with the organization goals.

Some organizations are proposing to evaluate aalegumber of female and masculine candidates irrotd
evaluate competencies before deciding who willibedifor a responsibility position in the organipat

Women are making big efforts to achieve high ledlpreparation, and the good new is that everyttaye are
more means to accomplish it. In Mexico during 20@Mmen represented 50.9% against 49.1% of registrddir a
management degree. This could make us think albeutetvel of demand that women impose on themsebies,
about the great wishes that women have to partiigad grow in a work environment. (Zabludovsky)20

1 Conclusions

2  Women participation in the work market is an ungied fact. Women have conquered important positans
an international level, and the participation cf famale gender in the decision taking processhasibuted
to greater levels of development.

3 Some countries (depending on context and cultuage taken conscience in different proportion albat
importance of female gender participation. Womepé&formance in various management positions has
provided credibility and confidence to assign thesks of greater importance and transcendence.

Information access allows the female level of prefian to grow constantly, therefore yielding befeeparation
and training to perform in specific positions ofjhilevel management. Even if women have all thewkedge
required to participate in public and economic\dtitis, they are still a minority compare to maguellparticipation.
Therefore the proposal consists in discoveringdheses and reasons for which female managemenbatabe
considered a substantial element in high level mament positions.
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In a specific way for organizations, this meansgtee women the opportunity to access positions &atgr
responsibility. This also means that an organimatidll understand gender categories as a part afagament
exercise, including all relations derived from gersj power exercise and organization structure.

The road to professional development for womenamishas had obstacles and limitations. But this’hagsen an
obstacle for some women to achieve professionatess; at present we want to promote the possibility
participation in the board of directors and higbelemanagement positions, establishing genderegsita principle
to achieve better results.

Lack of equity and inequality between men and woroeiMexico represents a permanent source of familgt
community conflict, which is a real obstacle focisd and economic development. In the last two desahere have
been several studies that have contributed to ¢lasgaps for issues like gender discriminationtenmal death toll
rates and women participation in the work market.

Considering all of these, the main objective fogaorizations that are guided under strategic manageand an
efficient management control should be to institadlize contribution of female gender to econonggedopment.
Any sign of discrimination and any obstacle baseyender should be eliminated in order to guaraatpality and
equity of opportunities, in this way all women ameén should reach their full development and exerthigir rights
equally.
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