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Abstract The purpose of this paper is to present part@fréisults obtained from the MBA thesis study
about experiences of women in management positiogsven in Brazil and seven in China. The
research was conducted to provide a better undelisa on the issue in Brazil and in China and, as a
consequence, to stimulate the awareness of thethategender diversity may play in business. The
increasing of the participation of women in the kgace is remarkable although one may not overlook
that, in spite of their reaching of lower and malddvels of management positions, they seldom reach
top management positions. So far, in managemearalitre, the study of women in management has
been a new field of research and comparisons arcougtries, limited. The results of the work can be
expanded in future studies and it is presumed ttlatoutcomes of this research will be able to give
companies a different perspective on gender issnés better evaluation about women’s work within a
corporation.
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1 Introduction

This paper aims to present part of the resultsimdtdafrom the MBA thesis study about experiences of
women in management positions. The research was idoBrazil and in China in 2008 and 2009 and
follows a qualitative (primary data) and quantitat{secondary data) methodology to analyze women in
management. The qualitative part consists of thpicaiion of a questionnaire (open questions) among
14 female interviewees: seven in Brazil and severChina. The questionnaire consists of sixteen
guestions regarding the situation of women in tloekplace regarding: the hiring process, careerglan
the impact of and the areas with the greatest ecudrat®n of women in companies, the strategies and
barriers for women'’s success, the wage gap, theediegrmance of men, promotion, stereotypes, what it
is holding women back, and how they can get ahaadyell as a statement concerning gender and
financial performance and a trend for thé' 2&ntury.

In management literature the study of women in rgangnt is a very new field of research. A study of
gender within business administration is importétcause, until recently, gender inequality in
companies has been ignored, and companies do mpddrexor recognize the potential of women
professionals as a key factor in leadership levaisund the world, the growing presence of women in
the labour market makes it important to discussth®@ness impact of gender diversity.

Catalyst Census (2007) statistics state that wamsenpy just 15.4 percent of corporate officer posg

and 14.8 percent of corporate board seatoatune 500 companies. ThEortune 500" (2007) list
stresses that, in 2007, just 10 (out of 500) congsawere led by women, three more than in 2006.
Currently, the same list (2008) stresses that I2pamies were run by women in 2008. Female labour is
often believed to cost more than male, due to Xpemses of maternity leave and child care. Howesser,
study by Catalyst (2008) points out a strong catiah between corporate financial performance and
gender diversity. The study stateBoftune 500 companies with the highest representation mhen
board directors attained significantly higher fineh performance, on average, than those with the
lowest representation of women board directors”.alidition, Catalyst (2008) points out notably
stronger-than-average performance at companiesthige or more women board directors. Thus, it is
important to acknowledge that gender may play gromant part in aspects of the business performance
process. Throughout the world, the number of woimnemanagement is increasing. However, gender
stereotyping continues to be a major barrier to eomprogress in management, and there is a naition
a masculine managerial model. Therefore, opporasitor women to advance in the workplace are

! The Fortune 500 is an annual list compiled and publishedFoytune magazine that ranks the top 500 U.S corporatiens a
measured by their gross revenue. The list inclpdédicly and privately-held companies for whicheaues are publicly available.



limited by gender-based stereotypes in business.frBen giving a full contribution in companies’
performances, women'’s skills and potentials areueflerdeveloped instead of optimized.

2 Women in Management

The study of gender perspective within businessimidtration is important. According to Philipps
(1998) gender consists of the learned roles angbresibilities of men and women in society; differen
in different cultures. And still for the same authgender perspective does not refer to women alone
but to the relationship between men and women.

The gender context perspective is used to explai fgosition of women in management. This
theoretical perspective is based on the idea tirasdcial status of the group is important in deieing

the perception of others towards individuals. Pigexk masculine and/or higher status occupations are
not related to female roles. Thus women are assatigith being homemakers. This perception creates
stereotypes and prevents women from entering otiomgd groups and so-called masculine jobs on an
equal footing with men (Falkenberg; Rychel, 198Bhigher, 1985). According to this theory, women
have to work hard to be accepted, and project agénof being assertive but not aggressive, in daler
succeed. A major barrier to women's progress inagament continues to be the gender stereotyping of
the managerial position and there is a pre-exidiglgef of a prototypical male manager. To Waltznsl
Mason (1994) stereotypical behavior is the resiudt learning through socialization processes; Inogim

and women roles are externally defined. Moreoveymen's participation or nonparticipation in top
management and decision-making positions are detedrby a number of variables, including the
socialization by their access to social resoureesh sas education, knowledge and their strength of
purpose to achieve success. According to Scheifi7(2the strength of the “think manager — think
male” still remains and males continue seeing worasnless qualified than men for managerial
positions. In order to understand this, “glassingil is a concept introduced by Morrison (1992) to
explain the few women in upper levels of manageniemy can look up through the ceiling and see top
management, but invisible obstacles stop them.

The glass ceiling phenomenon is an invisible barfi@at separates women and minorities from top
management positions. At top level, corporate celtevolves around males, who tend to hire and
promote people who look and act like them, so ity does not change. The successful advancement
of diverse group members means that the organimatioust find ways to eliminate the glass ceiling.
The involvement of the top management is, henciicalr to breaking the ceiling and for the
advancement of women. Besides more women comiraughr the pipeline, recruiting practices, and
diversity trainings, one of the most successfulctires to accomplish this is the mentoring reteiop
(Ragins, 1989; Ragins, Townsend; Mattis, 1998).t 2000:440) also states that today’s corporate
cultures reflect the white male model of doing basik. They tend not include women and minorities in
important decision making processes or to enaldmtto go high in the corporate hierarchy. It is not
difficult for women to gain employment at the lowlerels of organizations, because the criteria for
selection and promotion are more objective, bus #till difficult for them to reach upper middlec
senior management positions, where the criteriavanee subjective. To reduce the stereotyping’s, role
job analysis and competency modeling are two rélatecedures for systematically understanding the
work in an organization (Jackson; Schuler, 2004)ese practices can help women’s advancement
within the organization.

3 Two Experiences: Brazil and China

Brazil experienced demographic, cultural and sod@nges that had great impact on women's work in
the last decades of the twentieth century. Wheoites to education level, Santos (2006) pointsaout
trend for Brazilian women to increase their papi@ion in a more qualified way. In 1996 women
accounted for 44 percent of people with MastersrBegand in 2003 the number increased to 47
percent. At the same time their Doctors Degree imlseeased from 34 percent in 1996 to 38 percent in
2003. This trend is perceived by Bruschini and Rugp004) as enabling women to access new job
opportunities. Concerning the Brazilian women’ssgrece in the labour market, it is important to
highlight the increase of female participation agavorkers - from 39.6% in 1993 to 43.5% in 2005.
(Bruschini, 2007). According to historical trend;, well as data from several other studies, women ar
more likely to reach higher positions in their easewithin the public administration, comparedtie t
private sector. In the year 2000 in Brazil, aba@79 (23.6%) out of 42.276 management positiongwer
occupied by women (Bruschini; Puppin 2004). Accogdto Bruschini (2007), in 2004 the female
presence accounted for 31 percent of directorsbgitipns of companies in the formal sector. Women



prevail in traditional female sectors (from 46%58% in public administration, education, health and
social services). In other sectors, women occupyg i@15% of the directorship positions.

Concerning the Chinese situation, one might say@teéna is confronted with new issues in its efort
to promote women's development and gender equ@lityrently, women account for 45 percent of the
national work force. According to All-China WomerFederation-ACWF (2006), in 2001 there were
730.25 million employees in the country. Women acted for 37.4 percent in enterprises, 44.1 percent
in institutions, 24.8 percent in state organs,ypartd government departments and NGOs, 42.7 percent
in service trades, and 57.5 percent in the seabpublic health, physical culture and social wedfa
service. There are more than 15 million female éesdn China today, or 38 percent of all the leader
The same federation (2007a) shows that women'gyatailbe involved in the management of state and
social affairs has been strengthened, and theiityalin handling political affairs has gradually
enhanced. Also, China's Constitution stipulates iti@n and women have equal political rights and the
Law on the Protection of Rights and Interests ofrivéa has made further stipulations to ensure that
women can participate in decision making and mamagé. The Program for the Development of
Chinese Women (2001-2010) is very important forvlmnen’s situation and has some objectives such
as: enhancing women's participation in the admitisin and management of and decision-making on
state and social affairs; making efforts to enshat the percentage of women in the managemeieof t
professions and sectors where women predominate iproportion to their percentage therein;
improving the mechanism of equal competition ; segko create equal competition opportunities for
women to participate in decision-making and managengiving priority to women from among the
candidates who have the same qualifications, irs¢hection of cadres; fostering and identifying veom
for senior management positions and encouraging-staned enterprises to take active action to
explore new forms of women's democratic particgatiat the levels of decision-making and
management.

The participation of women in management positisng trend not only real in the two countries, but
also presented as a worldwide trend, where womere M@% of the workforce and are increasingly
present at the diverse hierarchical levels of tomganies, and have been gradually moving up the
hierarchical ladder of organizations. In the Chénesd Brazilian situations, women are mostly in
positions considered traditionally female areashsag the social, cultural, welfare service and theal
Hausmann et alii. (2007) show that in a gender lgaby the World Economic Forum, in Brazil 34
percent of managers, legislators, and senior afficare female. In China, on the other hand, ogly 1
percent are women.

4 Results of the Research

The research includes a personal interview withzBeen and Chinese women to evaluate the
achievements and also the difficulties faced byrtlive their workplace. In China, the questionnaisw
applied in May, 2008. In Brazil in August, 2008. eTlguestionnaire consists of sixteen questions
regarding the situation of women in the workplaEer this paper, only part of the results will be
presented such as: the strategies and barriengdioren’s success, stereotypes, as well as a statemen
concerning gender and financial performance. Thgp$aof this research is formed by 14 people: seven
Brazilian and seven Chinese, aged between 32 aath6hg the Brazilians, and from 22 to 46 years old
among the Chinese. The annual income, expressédSndollars, range from USD 30,700 to USD
216,200 among the Brazilians, and from USD 4,4008D 73,208 among the Chinese. Despite the
small size of the sample, the interviews have athbk to learn about a range of positions helchby t
Chinese and the Brazilians, such as: director,i@kecmanager, senior vice president, general memag
executive director, financial director, head oficdf general director, branch manager and branch
director. The positions and hierarchical levelsha®ination vary from company to company, hence
caution is necessary. On the educational level,ngntbe Brazilians, except for one who does not
mention, 3 have a bachelors degree and 3 are pds@fe. Among the Chinese, one does not mention
the education background; one does not have a Rash2egree and 5 advanced in the studies: 3 of
them have a Bachelors Degree and 2 have MasterggeBPs. All the Brazilian respondents have
between one and four children, whilst only onehaf Chinese is a mother: she has one child. Amaag th
Brazilians, 3 are married, 3 divorced and onenglsi Among the Chinese, three are married and four
are single. The Brazilian companies in this redeanclude: four financial institutions (banks), a

2 Approximate values consulted in: www.xe.com on Noker 14", 2008.



publishing group, a company of professional coungeland a stove factory. The size of these
companies is varied, ranging from a minimum of @& tmaximum of 30,000 employees. We point out
that, in the universe of women in the 5 Braziliampanies that provided complete data, the female
presence totalizes 18,339 people, of which 3 artherboard of directors and 8 are in top management
The two financial institutions that do not give &uithal data to enable a comparison among these fiv
companies have no women on the board of directarstbe top management team.

The Chinese companies presented in this reseactid@ two financial institutions, a language sdhoo
an association of women, a shoe factory and ameagng technology company. The sizes of these
enterprises range from 31 to 2,500 employees. Ahothe ceiling is clear just in the middle
management of a company, it does not mean thatdhwanies herein studied are gender-balanced.
Rather, it may suggest that the women are littlditdg and slowly breaking through barriers toward
the leadership positions, yet in a very timid wa¥e point out that, in the universe of women in fhe
companies that provided complete data (none ofwhefinancial institutions provided complete data),
the female presence totalizes 2,325 women, of whiale on the board of directors. It is emphasized
that these five women belong to the women’s astonia

When it comes to women'’s top barriers, a discussiothe factors that constrain women's advancement
to positions of top management and decision-makawgals a series of barriers which need to be
overcome. These include some social, culturalphica! factors, educational attainment, government
policies, networking, and domestic responsibiliti#®omen face many obstacles in society and,
especially in the business world, in reaching Heyels positions. Although the glass ceiling is ajon
barrier to women’s advancement, none of the intsvees mentioned this phenomenon. The concept of
gender awareness should be highlighted as it méenability of identifying problems arising from
gender inequality and discrimination.

Table 1 Top Barriers to Advancement (Chinand Brazil - 2008)

BRAZIL CHINA

Lack of time (2§ Chinese traditional way of thinking (2)

The woman herself as a barrier (2) Social roles assigned to women

Prejudice (2) (marriage, motherhood) (2)

Social roles assigned to women Traditional male thinking (1)

(marriage, motherhood, family Prejudice (1)

responsibilities) (2) Lack of personal abilities (1)

Sexism (2) Women'’s lack of capacity (1)

Lack of respect (1) The nature of social gender awareness (1)

Lack of preparation in dealing with teams (1)

Multiplicity of functions (1)

Emotional (1) Lack of self-confidence (1)
Lack of wisdom (1)

Lack of humility (1)

Catalyst lists a number of barriers to female adearent to board level. The women's lack of
management experience is on the top of the lisgety followed by women's exclusion from informal
networks; stereotypes about women's abilitiesck ¢d role models; a failure of male leadershipnifsg
responsibilities; and naivety on company politieelferts, 2008). Galinsky et alii (2003) discovetteat
the top-rated organizational obstacles primarilpason the availability and quality of the suppdratt
the executives receive in their organizations. Hgwsupport from higher-ups in the organization is
paramount for both women and men to advance. Nmsleds, women report facing many more
obstacles than men—specifically being excluded froyportant networks, having a limited humber of
role models, having limited opportunities for expaces in line or in general management positions,
facing gender stereotypes, and being in dual-cdaeeities.

When it comes to the top strategies for women’sess, it is remarkable that, out of 14 interviewees
just one Chinese mentioned that awareness of thefsais important to succeed. However, good
barrier awareness allows both men and women toaetiens consciously and, if applicable, adaptrthei
action strategies to advance in a personal walyadabour market.

3 Number of interviewees who mention it, out of seirerach country.



Table 2 Top Strategies for Women'’s Success (BrazitChina - 2008)

BRAZIL CHINA

Studying (4§ Cordiality (2)

Persistence / determination (2) Care (2)

Calm / serenity (2) Communication (2)

Commitment (2) Self-development/improvement (2)
Quality (2)

Although men and women are commonly believed toehdiN¥ferent personal strategies to succeed,
Galinsky et alii (2003) found out just the oppositéhe descriptions men and women give on the
personal strategies that have helped them sucaeethach more alike than different. These include
both “taking risks and challenges” and “standingfapwhat | think” (so called “masculine” strateg)e

as well as “being collaborative” (so-called “fermal strategies). Being adaptable, cited by these
authors, is the common characteristic also founthénanswer of a Brazilian woman as a strategy to
succeed.

When it comes to stereotypes, one might say thhbtwadgh gender-based stereotyping is still strong in
business, and both men and women do it (Cataly5)% 10 out of 14 interviewees believe that
stereotypes are not an invisible threat in the amgs they work for. Just one company has a program
to fight these stereotypes. However, it is peraditleat the action is just a support to ease the
psychological consequences of the action of theeastgpes, but it does not fight them in its essence
neither prevents them. To Catalyst (2005), women ortrayed as lacking the qualities that people
commonly associate with effective leadership, ahi$ ts related to gender-based stereotypes in
business. They limit opportunities for women to aulse in the workplace. Although people believe that
their perceptions come from objective observatighey are often unaware of how their thinking is
automatically influenced by stereotypes. To CatalZ04), companies that develop and advance
women will benefit specifically and financially, accessing a large part of the available talent, @so
well as employing individuals who reflect a subsirconsumer variety.

Yet according to the same source, recent studiee Bhown that the companies with more women
board directors experience higher financial perfomoe. On average, the financial performance of the
group of companies with the highest representaifomomen on their top management was better than
the one of the group of companies with the lowesitmen’s representations. This was true, at least, fo
the following financial measures: Return on EQUROE), which was 35.1 percent higher, and Total
Return to Shareholders (TRS), which was 34.0 pérbégher. Catalyst establishes a connection
between gender diversity and financial performadéhough they are exploring a link, they are not
demonstrating causation of a sample of BaBtune 500 corporations for the period 1996 to 2000.
When asked about this connection, all the Braziliserviewees acknowledged it, whilst only two
Chinese, in turn, did so. Brazilian and Chinese womighlight features that contribute for this, lsas:
being good at financial management, having a diffeview on numbers, preventing blind investment,
being less bold, having temperance, knowing hoditme money, among others.

The women somehow do not seem to have global visfotlhe times in which they are historically
inserted. They work without being very conscioudwbthe statistics on gender issues and their
situation (for example, the glass ceiling was ritdcdcas a barrier, although it is still the majdstacle

for women’s advancement in top management posijtidrigey are more likely to think in an individual
level and may, therefore, lack complicity — besidbmking of certain situations as occurring
exclusively to them. On the other hand some of thlemhaving already overcome the barrier of glass
ceiling, think the phenomenon is a problem alresalyed and no longer exists, reinforcing the idwes t
women do not think and act as a whole group, bdividually. Although low participation in the
direction and management of business, less paatioip in training courses, a slower pace in the
evolution of their careers, wage gap between menveamen for the same job, glass ceiling and glass
walls phenomena, lack of mentoring, and stereotgpesuch important obstacles to be overcome, they
did not seem to be treated as so relevant by ttezviewees. The strengthening and increasing of

4 Number of interviewees who mention it, out of seirerach country.



women's participation in the workplace and in siysias well as the guarantee of equal opportuniities
both sexes, may be reflected in a more developedpprous and just society.

5 Conclusions

From the findings of this research, companies Garefa different perspective on gender issues. Firms
will also be capable to better evaluate and thindua women’s work within a corporation. Thus, they
will be able to gain competitive strategies by gsthe full contribution of gender balance. From a
woman perspective, they can gain awareness ofahgiet of this research. Thus, they will be able to
better act in the labour market by readapting pweketrategies in their professional life, whicmca
enable them to overcome barriers. Neverthelessprdiog to Catalyst (2004), developing female
managers, leveraging their talent and giving theseat at the decision-making table is smart busjnes
as adopting these measures is characteristic opaoies with excellent financial performance. In the
business world, feminine occupations tend to ctustestaff, and masculine occupations in line
functions, due to gender stereotypes. Organizatieesd to take measures to stop this powerful
prejudice; otherwise female leaders will be oftésjudged, regardless of their levels of preparasiod
aptitude for leadership roles (Catalyst, 2005).

In order to be inserted in the labour market, tlwemen do not have to take the men’s place, or become
manlike to become equal to their working peerssTi@comes a pitfall for the women as they recognize
the correct model to be followed in the masculibeicture. At a first moment, it may seem an
accomplishment, but in the end it just reinfordesstatus quoBecoming equal to men reinforces the
notion that men’s lives represent the standard hiclwvwomen should aspire. Perhaps, instead of
incorporating masculine characteristics, women rteegnderstand which of the female characteristics
bring them better results. In the period of infotima technology, the trend will be the replacemeit
the authoritative, compelling leadership model bg humanistic and emotional leadership model,
which is more in line with female characteristiés pointed out by Peter Drucker (ACWF, 2006),
female characteristics are more suitable for mamageé in modern society. Nevertheless, female
managers are not able to discern gendered arramggimdheir organizations.

Although women make up 51 percent of the world’'gwation and perform two-thirds of all labour,
yet, women own only about one percent of the werlibsets, and earn 10% of the world’s income
according to the Global Fund for Women (2008). fsvipusly said, some authors stress a trend for the
21 century from a male-oriented hard power situatinriemale-oriented soft power situation. Capra
(1982), for example, states that the western sp@ghe modelangin crisis. This competitive society,
dominated by man, rational, for its unbalance, hsut to give rise to a society more cooperative,
intuitive, peaceful, with more feminine wisdoryin. If competition is the name of the game and stidie
have shown that there is a link between corporaten€ial performance and gender diversity, the
companies who perceive and value diversity in cago world sooner will have a strategic and
competitive differential. Another point to consideould be that women from different parts of the
world have similarities and differences, and tipegsence in the labour market, too. The most inaport

is to understand what their needs and expectatomsOn the one hand, women are called to work
because of responsibilities that they did not haef®re. On the other hand, women should not have to
work because this is what they are supposed to dather, if they decide to, or need to, may the
conditions be equal to their male counterparts an the opportunity to show their competences.
Studies have shown that women, in general, undetsgander as a neutral issue concerning success.
However, they need to work hard to be acceptedpmnmdaps tend to see the obstacles faced in the
workplace as an exception, as something that hapjpshto them (which is not necessarily true). The
status quohas been there for years and the “male way” isntost known around business and
companies’ environment. Capra (1982) does not defbat theyin (the feminine) is better than the
yang (the masculineper se The proposed idea is that the unbalance betwesn ts harmful and this
can lead to a crisis in the dominant model. Chahge® certainly been made in the last decadest but
is still necessary for Brazilian and Chinese wonterealize what gender can represent in the wockpla
— so that they can achieve equal opportunitiedigization in decision making and career advancgémen
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