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Abstract

This paper examines the roots of the disproportionately low representation of
women in command and management positions as compared to their outstanding
involvement in all the activities of the Serbian Armed Forces. The key source for this
empirical research is the data compiled by surveying military personnel of both sexes
on the functioning of the gender-mixed military and organizational units of the
Serbian Armed Forces. Within this authentic pool of information about the respondents’
opinions, attitudes, and sentiments, the paper aims to identify whether, and to what
extent, the advancement of women in military service lags due to gender stereotypes,
which structures contribute to this problem the most, and whether there are other reasons
for such a low representation of women in high-ranking positions. The methods applied are
statistical analysis and Chi-squared statistics (%), which determine the deviations in the
answers of groups of respondents, and the assessment of the statistical significance of
this deviation (p-value). The results indicated two groups of causes: sporadic informal
slowing of progress by senior officers, and the psychological and physical maladaptation
of a significant number of women to field tasks.

Key words: gender equality, Serbian Army, women in the army, promotion
requirements, discrimination

N3A30BU NPOPECUOHAJIHOI' HATIPEJJOBAIbA )KEHA
Y BOJCIIX CPBUJE

AnCTpaKkT

V pany ce HCTpaxyjy y3pOLH HEIpPONOPLMOHAIHO HUCKE 3aCTYIUbEHOCTH JKEHa
Ha KOMaH[HUM Jy>KHOCTUMA Y OJTHOCY Ha FbUXOBO YCIICIIIHO YKJbyUHBame y CBE cdhe-
pe axktuBHOCTH Bojcke Cpbuje. KibydHH H3BOp 32 0BO €MITHPH]CKO HCTPAXKUBAME CY
HOJally IPUKYIUbEHN aHKETHPAkEeM BOJHUX JIMIa 00a moJia 0 GYHKIMOHHUCAbY POJTHO
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MeIIoBUTHX cacTaBa Bojcke Cpbuje. L{isb pana je na ce yHyTap OBHX ayTCHTHYHHX
uHbOpMaIHja 0 MUIUBCHIMA, CTABOBIMA U ocehambiMa UCIUTaHUKA OTKPHje 1a JIH U
y KOjOj MEpH je HalpeqoBame JKeHa Y BOJHOj CITy>KOU YCIIOPEHO 300T POIHHX CTEepeo-
THIIA, KOje CTPYKTYpe HajBHIIE JONPHHOCE OBOM IPoOIeMy, M Ja JH MOCTOjH HEKH
IPYTU y3pOK BUXOBE Majle 3aCTyIUbEHOCTH Ha BHCOKHM HonokajuMa. Kopumhenu
METOJIH Cy CTAaTHCTHYKA aHaIu3a U XM cTatucTuka (%), Kojuma ce yTBphyjy oacTymna-
Ha Y OArOBOPHUMA IpyIa MCIIUTaHUKA, KA0 M OLEHA CTATHMCTUYKOT 3Hayaja OBHUX OJ1-
cTynama (T-BpefHocT). PesynTaTu cy ykasaiu Ha J[Be IpyIe y3poKa: CIIOpPaJHYHO He-
(opMaHO ycropaBame HalpeI0Baba 0] CTpaHe BUCOKUX O(HIMPA, U ICUXOJIOIIKA U
(u3MUKa HeNpHIarojeHocT 3HayajHOT Opoja KeHa TEPEHCKUM 33/1alluMa.

Kibyune peun: pojHa paBHONpaBHOCT, Bojcka CpOuje, 5keHe Y BOjCITH, YCIOBH

Hanpe0Bama, TUCKPUMHUHALI]a

INTRODUCTION

Gender equality in all spheres of society is one of the key aspects
not only of democracy but also of civilizational advancement, defying
any form of discrimination, positive or negative, including gender-based
discrimination. Gender equality is one of the basic democratic values
necessary in the EU accession process (Basaragin and Savié¢, 2021, p.
207). Moreover, the non-acceptance of the concept of gender neutrality
diminishes the likeliness of choosing the potentially most successful can-
didates for specific occupations (Kilibarda, Saranovi¢, and Rokvié, 2015;
Bjeki¢ and Jelaéa, 2019). The concept of gender-neutrality is a dominant
attitude and a significant characteristic of the post-modern military (Roth-
schild and Davies, 1994; Harries-Jenkins, 2006; Carreiras, 2006, etc.).

Based on UN documents and recommendations (UN Resolution
1325 Women, Peace and Security, UN Security Council, 2000), the Ser-
bian military and legal systems provide all the formal conditions for the
equal advancement of women in the army. The entire defence system of
Serbia, from training to promotion procedures, is adapted to the natural
physical potentials of both sexes. Marketing tools for making the military
vocation more appealing to women, and for bringing the female soldier
model closer to society as a whole have been developed. The results have
been noticeable.

The representation of women in the Serbian Armed Forces and the
Ministry of Defence (MoD) was around 19% until the year 2015, when
faster growth ensued so that, in 2019, the representation of women
reached 22% (MoD, 2011; MoD, 2015; MoD, 2019). Comparative data
shows that Serbia does not fall behind the average figures of most NATO
members, who have set the highest standards for gender equality. The
share of women engaged in the Serbian Armed Forces is almost equal
(11.7%) to the average of NATO countries, which is 12% (NATO, 2019,
p. 23). Among NATO countries, Hungary is at the top, with 20% of their
army personnel consisting of women, while women in the Bulgarian,
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American, Canadian, and French troops make up about 16% of the army
personnel (NATO, 2019; Manning, 2019). The lowest representation of
women among NATO armies is in Turkey, with 0.3 % of their army per-
sonnel consisting of women, and Italy and Montenegro, where women
make up about 6% of the army personnel (NATO, 2019).

On the other hand, data on women’s rankings in the Serbian Armed
Forces shows a different picture. An essential part of the concept of gender
equality — advancement in officer ranks and leadership positions, falls be-
hind other achievements. The representation of women in management po-
sitions is 8.5% (MoD, 2019, p. 2). Women make up less than 7% of officer
personnel, of which the most significant number is in lower officer ranks —
about 25% (second lieutenant and lieutenant). In comparison, in the group
of higher ranks (major, lieutenant colonel, and colonel), women account for
less than 1% of personnel. There is still no woman in the rank of a general
in Serbia. Serbia falls behind Macedonia (3%) and Bosnia and Herzegovina
(2%) in the share of women among senior officers (Balon, 2014, p. 26). In
that matter, the Balkan countries fall significantly behind NATO countries,
where the representation of women in different ranks is relatively balanced
with the representation of men. They “were only slightly underrepresented
in the officer’s and NCO’s ranks and overrepresented among the enlisted”
(Carreiras, 2006, p. 110).

Literature cites demographic, economic, and security conditions,
labour force characteristics, and, particularly, cultural characteristics, so-
cial values about gender, and social values about family as the causes of
the lower representation of women in the armed forces, especially in the
highest ranks (Segal, 2006; Woodward and Duncanson, 2017). Given that
the first generation of women was enrolled in the Military Academy as
recently as 2007, the number of those who have achieved the right to high
positions over time is significantly lower than the number of men who are
candidates for these positions. These reasons do account for the lower
representation, but not for the sparse share of women in command and
management positions. In reality, women occupy prominent political and
economic positions in Serbian society, which is a fact that sheds particu-
lar light on the problem, proving that the aforementioned discrepancy
within the military is not a matter of traditional collective attitudes.

This research aims to discover the causes of the slow-going pro-
gress of women in terms of their professional advancement in the Serbian
Armed Forces. The research is based on the surveys of members of the
mixed-gender military and organizational units, conducted at their work-
places in the Serbian Armed Forces and the Ministry of Defence. Within
this authentic pool of information about the respondents’ opinions, atti-
tudes, and sentiments, the paper aims to identify: whether, and to what
extent, the advancement of women in military service lags due to gender
stereotypes, which structures contribute to this problem the most, and
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whether there are other reasons of such a low representation in high-
ranking positions.

The first chapter of the paper deals with research methodology.
The second part consists of three sections analogous to set research goals,
and deals with three different aspects of the position of women in the
armed forces. These are: a) the perception of discrimination, b) military
structures slowing down the advancement of women, and c) women on
field assignments.

The segmentation of the problem resulted in the need for the re-
search results of each mentioned aspect to be taken into account simulta-
neously with the discussion.

METHODOLOGY
Data

The basis of the empirical research are the unprocessed and, in
part, processed sets of data from the Institute for Strategic Research’ sur-
vey from 2019. A survey of the military personnel of gender-mixed mili-
tary and organizational units is an essential precondition for women in the
Armed Forces, rather than just a normative inclusion. It yields data on the
cognitive, emotional, and motivational foundation of the Armed Forces’
members of both sexes (Visacki and Saranovié, 2015, p. 86), providing an
insight into deeper layers of interpersonal relations, and enabling prompt
systemic adjustment.
The total number of respondents was 480, and the questionnaire
comprised 46 questions. The survey classifies interviewees following
several criteria, the relevant ones for this research being the structure of
respondents by gender, rank, and age. According to age, respondents
were divided into groups of people under 30, people between 30 and 40,
and people over 40.
According to rank, the respondents were classified into four groups:
Il professional soldier;
Il non-commissioned officer;
11 junior officer: Second Lieutenant, Lieutenant, Captain, Captain
First Class;

IV senior officer: Major, Lieutenant Colonel, Colonel, Brigadier
General, Major General, Lieutenant General, and General; (the
official website of the Serbian Armed Forces, 2020).

The sample of respondents comprised all rank categories, with no
generals surveyed among senior officers.
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Table 1. Structure of respondents

The rank of respondents

Soldier NCO Junior officer Senior officer  Civilian
44 143 186 82 25
Gender Age
Men Women <30 31-40 >40
313 167 178 133 169

Source: (Saranovi¢, Kilibarda and Maréek, 2021, p. 276).

Research Methods and Design

This research focuses on the challenges of women’s advancement in
military service. Therefore, from a comprehensive survey which is part of a
larger project, data on respondents’ answers to only four questions was se-
lected and divided into two groups. The first two questions are posed in such
a way as to encourage a rational assessment of the respondents, while the
other two allow for greater freedom to state personal and emotional attitudes
towards strengthening the role of women in the army.

In no case can the answers of the respondents be a priori acknowl-
edged as accurate, but their objectivity can be assessed using:

a) Chi-squared statistics (%) to determine the discrepancies in the
answers within the same gender group to two similar questions; and

b) The statistical significance of this deviation (p-value).

Although it may not be precise, this data represents the most help-
ful information on informal relations within the armed forces.

The first group of questions:

1. Are the same criteria applied in practice for both men and
women during official evaluation and other forms of valuation
of the work results of subordinates?

2. Assuming that they perform their duties equally responsibly
and successfully, do men and women stand equal chances of
promotion in practice?

Both questions are formulated in such a way as to elicit a rational
assessment (objectivity of superiors and conditions for advancement) ra-
ther than a personal point of view. Still, the first question offers more
room for expressing possible competitiveness between the sexes, as it is
impossible to use only reason to assess whether the evaluation is com-
pletely objective. The second question requires a somewhat higher degree
of inclusion of the rational component because the degree of progress
achieved (women) is quite measurable.

High #2 and high statistical significance (p-value<0.01) showed a
statistically significant discrepancy between the answers to these ques-
tions within the same group. Based on these results, one could separate
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the rational assessments of the respondents on the equality of conditions
for advancement from personal and emotional feelings of discrimination
against their gender group. The responses to these questions and devia-
tions within the same groups make it possible to assess the hypothesis of
the resistance to female members of the Serbian Armed Forces taking up
the highest leadership positions and ranks. One could expect a significant
disproportion in the answers in favour of the second question.

If this hypothesis is confirmed, the next assignment will be to in-
vestigate which groups of military personnel show the most outstanding
resistance to the advancement of women in the Armed Forces, whether
they are in a position to influence it, and their motives. Since there are no
formal obstacles to women’s advancement, the identification of these
groups has to be based on their attitudes, stereotypes, and emotions (e.g.
fear of the Armed Forces operating with women in command). This can
be investigated by classifying and analysing the answers to the following
two questions:

3. What is your attitude towards further increasing the number of

women serving in the Armed Forces?

4. Were the number of women in senior command and manage-

ment positions to increase significantly, how would this affect
the quality of management and command?

The third question asks for the respondents’ position directly.
While the fourth question also requires a personal attitude to be expressed
regarding this issue, it does so indirectly, and so points to the reasons be-
hind the resistance to the advancement of women.

The answers were divided according to the rank and age group of
respondents. These two questions were answered only by professional
military personnel, with no civilian personnel included.

After classifying the responses into age and rank groups, discrep-
ancies in the answers to these questions among the groups were deter-
mined in order to identify the structures with the most substantial re-
sistance to women’s advancement. Here, differences concerning the ques-
tions, expressed within the same group, are analysed as well. All the un-
expected discrepancies could offer valuable information, as in the previ-
ous case.

RESULTS AND DISCUSSION

In line with the dominant social attitudes, most respondents of both
sexes gave positive and gender-tolerant answers. However, the share of
those who do not have a positive attitude towards the efficiency, ability,
and responsibility of women in the Armed Forces is very high, ranging
from 20% to over 40%, depending on the question. The results are sum-
marized in three parts.
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The Serbian Armed Forces Members’ Perception
of Gender Discrimination in the Advancement Process

The perception of gender discrimination was evaluated by analys-
ing the first two questions. Regarding the opportunities for advancement
in relation to gender, both sexes consider themselves the neglected side,
although this is much more pronounced among male respondents.

Table 2. Fairness of evaluation and equality of opportunities
for advancement in the Serbian Armed Forces (%)
(by gender)

Men Women

Do the same criteria apply to men and women

when evaluating the performance of subordinates?
The same criteria are generally applied 68 83
There are frequent deviations from the

c o 27 6
actual criteria in favor of women
There are frequent deviations from the 2 9
actual criteria in favor of men
Other answers 3 2
Do men and women have equal opportunities to advance in the service?
The opportunities are primarily equal 65 44
Women have greater opportunities 195 4.2
Men have greater opportunities 12.1 50.3
Other answers 35 1.8
2 statistics M/F v?= 89.94; p-value<0.00001

Source: data according to Saranovi¢, Kilibarda, and Maréek, 2021, p.151, p. 158.

Regarding the fairness in assessing the work performance of men
and women, a significant portion of respondents (68% and 83%) believe
the same criteria are applied. However, according to the answers to the
second question, which is more critical for this research, significantly
fewer respondents think that there is no discrimination regarding
advancement opportunities (65% and 44%). The number of women who
believe there is no discrimination is twice lower with the second than
with the first question, which is the first of several discrepancies within
the group favoring the initial hypothesis of informal obstacles for the ad-
vancement of women in the Serbian Armed Forces.

If only the first question is taken into account, it is clear that there is a
gender-determined position about ‘the other ones’ being in a better situation.
At the level of gender, there is some competitiveness encouraging subjective
evaluations. This subjectivity, especially among women, is not high (9%).
Strongly indicating the problematic progress of women is the intensely high
disproportion in the answers to these two questions among female
respondents (Table 2), confirmed by Chi-square statistics (Table 3).
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Table 3. Differentiation to questions by gender groups

Ve p-value
F1/F2 97.82 0.00001
M1/M2 68.57 0.013

Source: authors

Unlike the minimum 9% who think that men are permanently fa-
voured, more than 50% of women estimate that men have better opportu-
nities for rank progression. Among this 50.3% of female respondents, al-
most all belong to the group of junior officer ranks. In favour of their ob-
jectivity regarding this issue, we underline that nearly 83% of women be-
lieve that the evaluation is fair. In fact, 6% of the female respondents
think it is even biased in their favour (Table 2), which means that about
90% of women do not believe that men are favoured in general. For this
reason, the 50.3% of responses claiming that men are favoured in profes-
sional advancement must be considered objective, that is, based on facts.

Unexpected replies to the second question result from developing a
new position, one separate from the fundamentally positive or negative
attitude towards the opposite sex. That is why these results can be consid-
ered a significant indicator that there are informal obstacles to the rank
progression of women in practice.

An additional observation can be made about the answers to these
two questions once the respondents’ rank is taken into consideration
(Table 4).

In four out of the five groups classified by rank, the number of re-
spondents who believe that men are favoured ranges from 0% to 2%. On
the other hand, the number of military personnel who believe that the cri-
teria for women are frequently more lenient is more significant by far,
and even relatively high among soldiers and non-commissioned officers
(48% and 31%) (Table 4).

There are no extraordinary discrepancies among the respondents.
One could claim that there is a certain degree of flexibility in evaluating
women and their work results, but this claim does not seem to correlate
with the rank progression of women in practice.

Among the highest-ranking officers (major, lieutenant colonel, and
colonel), a significant portion of the respondents believes that the chances
for advancement in the Armed Forces are equal for both sexes. We take
this opinion and its objectivity with considerable reserve, because it is ex-
actly this group that decides on advancement. Therefore, it is not likely
that many of them would consider themselves biased. Even with that fact
in mind, in this group, there are more respondents who estimate that men
have greater chances for advancement (12.2%) than there are those who
believe that it is women who have greater chances for rank progression
(7.3%). The assessment of this 12.2% can be considered an objective as-
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sessment with great certainty, because it shows the self-critical attitude of
the very group deciding on advancement. Moreover, this is not a matter
of the competitive relationship between the two sexes because 99% of
this group, as already mentioned, is comprised of men.

Table 4. Fairness of assessment and equal opportunities
for advancement in military service
(by rank)

Respondent’s rank (%)
Do the same criteria apply to men and women when evaluating the performance
of subordinates?

. Junior  Senior
Soldier NCO Officer Officer
The same criteria are generally applied 454 629 80.6 86.6 80
There are frgqgent deviations from the 477 315 8.1 9.7 16
actual criteria in favor of women
There are frequent deviations from the

Civilian

L 2.3 2.1 9.2 0.0 0

actual criteria in favor of men
Other answers 4.5 35 2.1 3.7 4
Do men and women have equal opportunities for advancement in service? (%)
: Junior  Senior . ..

Soldier NCO Officer Officer Civilian

Equal opportunities 545 632 486 744 44
M have greater opportunities 18.2 125 400 12.2 40
F have greater opportunities 250 215 8.6 7.3 16
Other 2.3 2.8 2.7 7.3 0

Source: First edition — Saranovi¢, Kilibarda, and Mar&ek, 2021, p.153;
second edition — authors’ calculation.

What Structures Slow Down the Advancement of Women
in the Serbian Armed Forces?

The answers to the third and fourth questions are analysed in order
to single out the groups of military personnel who have a negative per-
sonal attitude towards strengthening the role of women in the Armed
Forces. The answers were divided by age and rank groups.

In line with the subtitle, this section will focus on the relationship
between the respondents’ structure and negative attitudes towards
women’s advancement.

Differences between the responses of different age groups were
clearly expressed (x?=17.3 and y?=25.4)) and statistically significant (p-
value< 0.01). Expectedly, the results show a significantly higher resistance to
women in the army in older groups of respondents (31-40; 40+), among
whom as many as 37% and 30% believe that increasing the number of
women in the army would lead to a decrease in the operational capacity of
the Serbian Armed Forces.
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Table 5. The generational divide in attitudes towards the advancement of
women in the Serbian Armed Forces

Age <30 3140 >40

3. The position to further increase the number
of women in the armed forces

1. Justified to increase the number in all branches anc 19 20 11
services of the Armed Forces

2. Justified for duties that do not require great 49 36 54
physical effort

3. Not justified, would adversely affect the 37 30
operational capability of the Serbian Armed Forces

4. Other answers 10 7 5
y? statistics v?=17.348; p-value=0.008

4. Effects of increasing the number of women
in command and management positions

1. Favorable 23 10 9
2. Adverse 22 26 25
3. No effect 40 55 57
4. Other answers 15 9 9

Source: authors

Negative attitudes about the increase in the number of women in the
Serbian Armed Forces (in general and in high positions) are reasonably
evenly distributed per age and rank groups. One would expect that the
greatest opponents of strengthening the role of women in the army belong to
the oldest group of respondents and high-ranking officers. These expectations
are based on the fact that the older generation finds it more difficult to accept
changes to the established structure and value system, i.e. they are more
prone to stereotyping that men and women differ in the psychological
characteristics essential for success in the military profession (Boldry, Wood
and Kashi, 2001). In addition, their motive for preserving their positions is
supposed to be the strongest one.

Yet, this research did not clearly show this in all matters. The as-
sumption is supported by the results showing that this age group has the
lowest share (11%) of positive attitudes about increasing the number of
women in the army (Table 5). On the other hand, the negative attitude
towards expanding the number of women in the military and their ad-
vancement is pervasive in all rank groups. It ranges from 21% to 43%,
with a lower figure among senior officers (the oldest ones) than among
soldiers and non-commissioned officers (Table 6).
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Table 6. The attitude of military personnel towards the increase in the
number of women in the armed forces (%)

(by rank)
. Junior Senior
Soldier NCO officer officer
The position to further increase the number of women in the armed forces
1. Justified to increase the number 30 11 14 9
in all branches and services of
the Armed Forces
2. Justified for duties that do not 27 43 47 48
require great physical effort
3. Not justified, would adversely 43 40 21 34
affect the operational capability
of the Serbian Armed Forces
4. Other answers - 6 14 9
2 statistics v?=21.724; p-value<0.0013
Effects of increasing the number of women in command and management positions
1. Favorable 18 13 21 6
2. Adverse 36 29 20 28
3. No effect 44 50 43 54
4. Other answers 2 8 16 12
ystatitstics ¥?=24.063; p-value<0.004
Source: first question — authors, second question — Saranovi¢, Kilibarda, Maréek,
2021, p.207.

As mentioned at the beginning, to answer the question of who is
slowing down the advancement of women in the army, it is necessary to
find out which groups are the most significant opponents of women’s ad-
vancement, and which structures can slow it down. The fact that high-
ranking officers are not the group with the most negative attitudes does
not mean that they are not the ones most responsible for the slow ad-
vancement of women to high-ranking officer ranks. The most significant
part of the Serbian Armed Forces members who do not support women in
progressing to managerial positions are in the group of professional sol-
diers (43% and 36%).

This is a worryingly significant part, and it deserves more attention
further on. However, they cannot pose insurmountable obstacles to ad-
vancement. On the other hand, senior officers have both the motive and the
opportunity to slow down or limit the advancement of women to senior of-
ficer positions. As many as 34% of these respondents believe and directly
state that more women in the army would negatively affect the operational
capability of the Defence Forces. As many as 28% think that increasing the
number of women in command and management positions would negatively
affect the command system. Senior officers cannot affect the influx of new
generations of women, nor can they oppose promotion procedures, but their
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informal role can be assumed to be a disruptive factor. Although they do not
form the majority, we believe that the opposition of one third of the high-
ranking officers to the advancement of women in the army is an extremely
high percentage and a very important factor in women’s slow advancement.
The point is that the number of high positions is many times smaller than the
number of candidates who meet the formal criteria for promotion. With such
competition, the voting of one third of the decision-makers in favour of males
is crucial for the slow progress of women in the Armed Forces. This slow-
down is informal in nature, as senior officers have the discretion to challenge
any of a number of a candidate’s characteristics outside the formal criteria,
without citing gender characteristics.

Insufficient Preparedness of Women for Advancement
in the Serbian Armed Forces

This section analyzes the same data as the previous one (presented
in Table 6). However, now the focus is on analyzing the differences
between the answers to questions 3 and 4 within the same groups of
respondents. These differences are a potential indicator of another
obstacle to the advancement of women in the military, which could not be
foreseen at the beginning of this research, but which was observed during
the analysis of the results of the previous section.

Within the structure of the answers to the questions presented in Table
5, Table 6, and Graph 1, special attention is drawn to the unexpected fact that
within all seven groups of respondents (age and rank), there is a greater
prevalence of negative attitudes towards increasing the number of women in
the army in general, than there is towards women in command and manage-
ment positions. To put it simply, members of the Serbian Armed Forces
would rather accept an increase in the number of women in the highest
positions (although negative attitudes on this issue are relatively widespread
too) than an increase in their overall number (Figure 1).

50
45
40
35
30
25
20

15
10

5 Women in the army Women in command positions

0
Soldier Non-com. officer Junior officer Senior officer
Figure 1. The negative attitude of military personnel towards

strengthening the position of women in the Serbia Armed Forces (%)
Source: authors
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The answers of this portion of respondents cannot be explained by
gender bias or negative competitive emotions because, in that case, this
relationship would be the other way round. Stereotypes and prejudices
about women’s poorer managerial and command abilities would cause
significantly greater resistance to women at high places than to the overall
number of women in the army. These respondents did not give an
emotional, but a somewhat rational assessment that further increase of
women in the military could have adverse effects on the operational
capability of the Defense Forces. The adequacy and accuracy of their
position are not the subject of this research.

The difference between the answers to the third and fourth ques-
tion within the same group of respondents can be summarized in three
groups, all pointing to the respondents’ opinion that women are less ready
for field tasks:

a) Fewer negative attitudes towards women in management
positions than towards an increase in their total number in all
ranks and generations;

b) The attitude concerning the reduction of the operational
capability of the Serbian Armed Forces as a consequence of
the increase in the number of women in the army is most
widespread in the group of professional soldiers, who know
the most about field assignments;

¢) In contrast to other areas in which women in Serbia have been
accomplishing significant feats for decades (political, business,
financial, and other areas), their ability and preparedness for
accomplishments in the armed forces have not yet been
affirmed.

The problem of women’s unpreparedness for field tasks has already
been noted in domestic and world literature. This refers not only to women’s
physical abilities, which are a necessity for work in the field, but also to their
insufficient preparedness to work in bad weather conditions, to participate in
field operations lasting for many days (being separated from their families),
to stay outside functional closed facilities and the like (Saranovi¢, 2011). Ac-
cording to military medical research, although no gender or ethnicity differ-
ences in psychological distress were observed in the field, women showed
significantly higher levels of anxiety in the initial stages of accomplishing
field assignments. Similar results were noted by Joiner et al. in 2000 (cited in
Davis Martin et al., 2006) and Rosen et al. (2000).

The opinion of the respondents who are directly involved in the
functioning of gender-mixed compositions in the field is a significant in-
dicator that it is necessary to investigate in practice whether this problem
really exists in the Armed Forces.

Although the topic of this research is the challenges of women’s
advancement in the Serbian Armed Forces, the issue of them progressing
to the highest command and management positions cannot be separated



728 J. Saranovi¢, N. Stanojevi¢, J. Marcek

from the issue of their insufficient preparedness for field assignments.
This is a potentially severe problem for the whole concept of including
women in the defense system. According to more than 40% of respondents,
appointing people unprepared for field assignments to command and
management positions in peacetime would undoubtedly result in “weakening
the operational readiness of the Armed Forces” in case of security challenges
or armed conflicts.

In addition to the opinion that many women are not ready for
demanding field conditions, another form of women’s insufficient
preparedness for advancement poses a potential problem. Another group of
answers indicates that part of the problem of the slow progress of women in
the Serbian Armed Forces lies in their specifics. The least expected
responses are the opinions of a significant number of women (data from
Table 6) stating that their additional engagement at all posts would have
adverse effects on the efficiency of the Serbian Armed Forces. In the group
of junior officers, with women making up 92% of the sample, more than
20% of women had such an opposing opinion. In the entire sample, it is
12% of women and a significant number of neutral answers.

The analysis of these two groups of answers, and their combination
both indicate the posibility of the insufficient preparedness of a
substantial number of women to advance to the highest ranks. This
research does not provide sufficient elements to assess what this lack of
preparedness actually means.

CONCLUSIONS

To say nothing of the post-transition period, traditional attitudes on
the role of women in the Balkans, especially in Serbia, have already been
substantially reduced in the post-war period. In the last twenty years,
women have proved themselves equally capable of holding the same
posts and performing the same jobs as men. In the last twenty years,
women have proved themselves equally capable of holding the same
posts and performing the same jobs as men, such as entrepreneurs, com-
pany managers, ministers, all the way to the central bank governor and
the Prime Minister. On the other hand, women in senior positions in the
military seem to be accepted mainly declaratively. Despite the clear
commitment of the Serbian Armed Forces, society, and the State to gen-
der equality, and although the total share of female personnel in the Ser-
bian Armed Forces is increasing, the number of women among high-
ranking officers and in managerial positions is modest.

An increase in the number of women in high positions in the Ser-
bian Armed Forces can be expected over time, as their enrollment rate in
the Military Academy and the Military Medical Academy is constantly
increasing. This increases the statistical probability that more of them will
progress to command and management positions once they have complet-
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ed career forms of training (Command Staff and General Staff Training).
However, the reasons for women progressing only to the lower officer
ranks will not cease to exist.

This research analyzed the answers of members of the Serbian
Armed Forces to four questions related to the advancement of women in
the Armed Forces, both directly and indirectly. Statistical differences in
responses were examined between the groups of respondents and also
within the observed groups. In this way, possible gender animosities and
stereotypes have been separated from the respondents’ objective (not nec-
essarily accurate) assessments.

The results showed that there are several independent causes limit-
ing the availability of senior officers’ posts to female members of the
Serbian Armed Forces. Primary importance can be attributed to none of
these causes.

The first group of causes refers to the expected favouring of men in
rank progression in the Serbian Armed Forces. This phenomenon, though,
is neither one-way nor straightforward. Conditions for advancement in
practice favour men, but at the same time, there is a significant degree of
concessions to women when evaluating their performance. The existence
of more lenient criteria does not mean that the presence of women in the
Armed Forces is condoned. In fact, they are more probably a reflection of
the need to satisfy the form imposed by Serbia’s commitment to meeting
the standards of Resolution 1325 and the demands of developed coun-
tries. Informal ways of slowing down the advancement of women to high
positions are present, but they cannot provide an explanation for the sym-
bolic number of women in the highest positions. They are indicated by a
combination of a) statistical estimates that attitudes about the easier ad-
vancement of men are objective (differences in answers to questions 1
and 2) and b) the negative attitudes of decision-making senior officers
toward women’s advancement.

The second group of possible causes of the slow advancement of
women in the army is indicated by the opinions of a significant number of
respondents about the reduced readiness of women for the highest
challenges posed by this profession. For the defense system of Serbia and
the whole concept of engaging women in the Armed Forces, it is
necessary to investigate the reasons behind such opinions of the members
of these gender-mixed units.
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MN3A30BU NIPOPECUOHAJIHOI' HAITPEIOBAIBA )KEHA
Y BOJCIIX CPBUJE

Jopanka Illapanoenh® Hatama Cranojesnh?, Jan Mapuaex®
'Yuusepsurer ondpane, IHCTUTYT 3a cTpaTerujcka HeTpakusama, beorpan, Cpouja
2MuctutyT 3a MeljyHapoHy monuTHKy M npuspeny, beorpan, Cpbuja

Pe3ume

Kako cy y BojHOM 1 mpaBHOM cuctemy CpbOuje 06e30ehern cBu GpopMaIHu YCIOBU
3a PaBHONPABHO HAINPEIOBAKC JKEHA Y BOjCIH, a 0J0paMOCHU CHCTEM je mpuiiaroheH
MPUPOIHUM MOTCHIMjATMMa 00a 1014, 3aCTYIUbEHOCT jkeHa y Bojcum CpOuje je Ha BU-
coKoM HUBOY. Y mpoceky, CpoOuja He 3aoctaje 3a HATO unannnama, kojuma Cy mocTaB-
JbEHU HajBHIIM KPUTEPHjyMH y TIOTJIEy POIHE paBHOIpaBHOCTH. Hacynpot Tome, 3a-
CTYIUBEHOCT JKeHa Ha KOMaHJHHMM Ty>KHOCTHUMA je He3anoBosbaBajyha. Y BummM odu-
LIUPCKUM YHHOBHUMA JKEHE Cy 3acTyIbeHe cera 1%.

VY ¢okycy oBor pana cy y3pol yCIHOpPEHOT HampeaoBama jkeHa y Bojcuu Cpowuje.
Kiby4yHH M3BOp 32 OBO €MIMPHjCKO HCTPaKUBAE CY MOJAIM MPHKYIUBCHU aHKETHpa-
meM 480 BojHHX nmia 06a mona o YHKIHOHHCAKY POIHO MEMIOBHTHX cacraBa. Ko-
puirheHyr METOIH Cy CTATMCTUYKA aHaau3a U XU CTaTUCTHKA (%), KojuMa cy yTBpheHa
KJby4Ha OJICTYNama Y OJArOBOPHUMA I'PyIa MCIMTAHMKA Ha CIIMYHA IUTamba Kako Ou ce
penaTHBHO 00jeKTHBHA MPOIICHA Pa3ABOjUIIa O IPHCTPACHOCTH IIPEMa COIICTBEHO] IPy-
i (110 YMHY WK Toity). Mctpaskene obxactu cy: a) mepueniyja poJHe TUCKPUMIHALN-
je, 6) BOjHE CTPYKTYpE KOje UCKa3yjy Hecllarame ca HalpeIoBambEeM JKeHa U B) MPpo0IieM
KOjH C€ MCIIOJLHO TOKOM aHaJIN3e, HECIIPEMHOCT JKEHa 33 TePEHCKeE 3a/1aTKe.

Pesynratu cy mokasanu a HEKOJMKO HE3aBHCHHUX y3pOKa OrpaHNyaBa JKEHCKHM
npunagauiMa BC noCTymHOCT HajBUIIMX OQHIMPCKHUX TO3MIMja, NPU 4eMy ce HHU
JEIHOM O] BPMX HE MOYKE TIPUIICATH IPUMapHH 3Hadaj. [IpBa rpyma y3poka ce 0JHOCH
Ha (haBOpH30BaEbE MyIIKapala y HanpenoBamwy. HedopmaHi HAYMHY yCriopaBama Ha-
MpeIoBama KeHa IO BUCOKUX MO3HIIHja Cy TIPHCYTHH, AT HE Y TOj MEpH Ja O Jainu 00-
jamrmemne 3a cumOomyaH Opoj *KeHa Ha HajBUIINM To3ulrjaMa. [lpyra rpyma y3poka je
HECIPEMHOCT CaMUX JKCHA 33 HajBHIIIC M3a30BE KOje JOHOCH OBa mpodecuja. AHamH3a
ca BeJIMKOM Moy3aaHonihy ymyhyje Ha MCHXOJIONIKY ¥ (U3UYKY HEMPHIarol)eHOCT 3Ha-
JajHOT Opoja JKeHa TePEeHCKHUM 3aianuMa. 3a Jajba UCTPAKUBAba, KAaKO HA TEPEHy, TaKo
W'y HayIl{, OTBOPEHO je IUTALE JIa JIU Cy TEPEHCKH 3a/JalH 3aucTa Npuiaroenu Gpuzmd-
KHM MOTyNHOCTHMA JKeHa, alli 1 MUTAke Ja JIM Cy )KEHe NCUXOJIONIKU CIIPEMHE 3a CBE
3a7aTKe KOje BOjHH MO3UB MOAPa3yMeBa.



