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In the past decades development of information teciologies, increased international competition

on the free market, globalization and businesses ganding outside of their countries of origin have

lead to significant changes in the societies all ew the world. All these changes and the world
economic and social crisis have to be changed inetldemographical structure of the work force,

raising the issue of engaging human resources, esf@ly women, into social and economic
development. Responding to these changes and aimirig create a high level of competence,
organizations today face the challenge of incorpotag diversity management. Human resource

management, through its policies and procedures bad on diversity management, can recruit,

motivate, develop and retain talented employees fall social groups, especially women. The aim of
this paper is to present and analyze how policiemd procedure developed by the human resources
management influence professional development and-gmotion of women in organizations. The

paper will especially analyze four types of police and procedures: equal opportunities,

development possibilities, formalizing the human rsources management system and work-life
balance and their influence on professional developent of women in organizations. At the end, the
paper will present potential avenues of further resarch in this field.
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INTRODUCTION

The aim of this paper is to present and analyse how
In the past decades many countries have facdifferent HRM policies and procedures applied in
challenges of globalisation, development obrganisations influence professional development
information technology and dynamic businesand promotion of women in organisations. The
environment. These changes together with the glol@dper will especially analyse four types of pokicie
financial and social crisis have brought about and procedures and their influence on professional
change of demographical structure in the work forcdevelopment of women in organisations: equal
raising the issue of engaging the human capitalpportunities, carrier development opportunities,
especially women, in the social and economicébrmalisation of HRM system and work - private life
development. The strength of successful armhlance. At the end, the paper will present thé pat
sustainable organisations is based on human capfta further research.
and participation of all, women and men. Diversity
management concept was the main topic of Ehe most important policies and procedures of HRM
publication titled “ Work Force 2000: Work andin any organisation relate to: recruitment, setatti
Workers for the Twenty-First Century”, indicatingtraining and development, carrier development and
that organisations willing to maintain theiremployee retentionFine, 1995; Heneman et al.,
competitiveness should change their policies ari®96) In the context of diversity management all
procedures in human resources management (HRMese HRM activities can focus on women as
in relation to demographically diverse work forceemployees but also on other social groups.
(Johnston, 1987)HRM through its policies and
procedures based on diversity management chn the process of recruitment, organizations can
recruit, motivate, develop and retain talentedndertake different activities to identify and attr
employees from all social groups, especially womemomen and members of other social groups. In this
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context, organisations can advertise in publicatiofrrom diversity management aspect, organisations
aimed at women, participate in job fairs or hirean research if women or persons from other social
recruitment agencies specialised in seeking highgroups are leaving the organisations more than
qualified women and/or other social grouf3ne, others. Based on exit interviews with employees the
1995; Equal Opportunities Commission, 2Q04)rganisations can learn from the reasons and develo
Organisations can create an attractive environmesitategies to retain employees in the fut(ffee,
for women as future employees with divers@995; Konrad and Linnehan, 1995)
recruitment teams, brochures, web sites and other
promotional material developed on diversityTtHE ROLE OF POLICIES AND
management concefRerkins et al., 2000) PROCEDURES IN HUMAN RESOURCES
MANAGEMENT ON PROFESSIONAL
In the process of selection of candidate orgamisati DEVELOPMENT OF WOMEN
can explore if women are generally employed in
certain positions more than persons from otherasocBased on a large number of researches we can
groups. If that turns to be the case, organisatiams specify four types of HRM policies and procedures
analyse the reasons and develop strategies rédating to professional development of women and
improve diversity in the selection procefisine, generally other social groups: 1) equal opportasiti
1995; Equal Opportunities Commission, 2004) 2) career development; 3) formalisation of HRM
addition, organisations can create recruitment searsystem; and 4) work — private life balance.
with members from different social groups,
improving the understanding how candidates react Eyual opportunities
a divers working environment. Structured interviews
can also improve the diversity concept, usinflumerous researchers looked into whether
identical sample of questions on all candidatep hefjovernment equal opportunity programs have
future employees to demonstrate their abilities amubsitive effect on professional development of
skills. women (Leck et al., 1995; French, 2001; Leck,
2002) These programs had a positive effect on
Training and human resources development adevelopment of HRM policies and procedures in
important segments of HRM as they can includerganisations incorporating diversity management
historically excluded social groups and especiallyoncept(Konrad and Linnehan, 1995; Holzer and
women in different training and developmenNeumark, 200Q) In addition, research has shown
programs. One of the programs is leaderships skitlsese programs contributed to employing more
training as an important step in career developmenbmen and members of other social groups. In the
of employees with leadership potential, leadingontext of Canadian organisations  who,
further to development of top management based ortorporating broad equal opportunities programs,
diversity principles (Fine, 1995; Konrad and hired more women than others, especially women
Linnehan, 1995) In addition, leadership skills with disabilities and women form minority ethnical
training program developed specifically for womemroups(Leck and Saunders, 1992) the context of
can help them develop their leadership abilitied atJSA, the research has shown that organisations,
skills, leading to leadership positions inaware of possible legal procedures based on failing
organisationgVinnicombe and Singh, 2003) to implement the obligations from equal opportunity
programs, have more women in leadership positions
In the process of career development organisatioasd employ more persons from minority social
should ensure that all employees, from all socigroups compared to organisations who are not aware
groups, are included in the career developmeaf possible repercussion&onrad and Linnehan,
process(Fine, 1995; Konrad and Linnehan, 1995)1995) In addition, organisations with positive
In addition, managers in the organisation caattitude towards equal opportunity programs tend to
organise individual meetings with employees tdevelop gender specific strategies through
develop individual career development planmentorship and networking in order to overcome
(Davidson Perlmutter et al., 2005) prejudice againgfFrench, 2001)

In employee retention it is important for every
organisation to treat all employees equally and fai
(Konrad and Decktop, 2001Prganisations should
provide equal access to training and career
promotion to all employees from all social groups.
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Career development doctors (Konrad et al., 2012) To summarise,
research indicate that formalisation in HRM decisio
Proper training and career development have a vanaking process has a positive effect on profeskiona
positive effect on women career development, agvelopment of women in organisations.
confirmed by numerous researches. Research in a
large multinational company specialised in finahcieBalancing between the professional and private
services point that personal growth possibilitiekfe
represent an important condition in career
development of women and mefLyness and Based on numerous research we can safely say that
Judiesch, 1999) Training and personal growth2/3 of women in the world, and possibly more, take
possibilities are directly related to advancemeit @are of family members and perform household jobs
women to management positionfMetz and (Geist, 2005; Lee and Waite, 2005; Li, 2005)
Tharenou, 2001) making work — private life balance very importamt t
professional development of women. Forming a
Mentorship as an important factor in professiondamily has a strong influence on women career
and managerial development has an especiallgvelopment, with varying effect in different
positive influence on career success of womesocieties. In USA marriage does not influence the
(Lyness and Thompson, 2000; Tharenou, 20068) number of women employed but the arrival of
women also have more obstacles in gaining benefitkildren does influence the number of hours women
from mentoring compared to me(Ragins and are paid for(Cohen and Bianchi, 1999hile in
Cotton, 1991)Ragins and Cotton (199@stablished China, marriage and children have little influece
that women, compared to men, gain less benefit ihe composition of woman in the work for¢é and
career development from learning andChien, 2002) Trying to balance professional
communicating with a formal mentor than informatlevelopment with family obligations women are
mentorship. looking for options to improve the work — private
life balance. Organisations are trying to adaphto
Access to professional networks as source ohanges with different policies, especially with
knowledge and information is very important folyoung employees who are trying to maintain balance
career developmen{Brown and Konrad, 2001la, between work and other aspects of (iféey Smola
2001b) Research on internal and externahnd Sutton, 2002)
professional networks of women and men in
management in large organizations revealed tiResearch shows that benefits from work — life
segregation among them and the fact women halalance has positive effects on women, but also
less access to managers in higher positions mostither employees.Holtzman and Glass (1999)
made of mer{Burke et al., 1995)In support of this indicated that longer maternity leave, flexible
researchLinehan (2001)established that womenworking hours and the possibility to work at home
managers in Europe consider lack of possibilitees have a positive relation with job satisfacti@reher
network with senior management in organisation @003) also indicated that benefits from work —
significant disadvantage in career development.  private life balance in 1994 had a positive relatio
with number of women in senior management
Formalisation of HRM system positions in 1999.

Formalising the decision making process abo@ummarising, benefits from work — private life
employees has positive effects on caredralance have positive effects on job satisfaction
development of women in organisations. In additiomong women but also other employees and can
Reskin and Branch McBrier (2000hdicated, if benefit organisations with reduced workforce drain.
organisations use formalised recruitment methods,

especially in vacancy advertisement, and if they u€ONCLUSION

recruitment agencies they are likely to have more

women in management positions. The level dilumerous researches indicate that the said HRM
formalisation in the compensation process hawlicies and procedures have positive effects on
positive effects on equal salaries for wongBivira professional development of women and their career
and Graham, 2002)However, the research inadvancement. The positive effect of HRM policies
medical care indicated that informal compensatioand procedures is reflected in the process of
process, when combined with greater dispersion mcruitment, selection, training, development, eare
salaries, resulted in lower salaries for womeadvancement and retention of employees. Analysing
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four types of HRM policies and proceduredrown, D. W., & Konrad, A. M. (2001a). Granovetter
presented in the paper indicate that each of them Was Right: The Importance of Weak Ties to a
have positive influence on professional development Contemporary Job SeardBroup & Organization
of women and their career advancement, especially Management, 2@), 434-462. doi:

in the aspect of mentoring, professional networkin%Ir 10.1177/1059601101264003

o . own, D. W., & Konrad, A. M. (2001b). Job-Seekiimg
{ﬁgﬁiﬁﬁggn of HRM system and work — private a Turbulent Economy: Social Networks and the

Importance of Cross-Industry Ties to an Industry
_ o _ ChangeHuman Relations, %8), 1015-1044. doi:
To summarise, it is important to point out the 10.1177/0018726701548002

potential for further research. Researches so ése w Burke, R. J., Rothstein, M. G., & Bristor, J. M9@Bb).

not able to explain how the application of HRM Interpersonal networks of managerial and profesgion
policies and procedures based on diversity women and men: descriptive characteristi#emen
management connect with the business strategy of [N Management Review, @), 21 - 27.

the organisation. Having that in mind, HRM shoul@2: J.. Huntley, A., MacQuarrie, B., & Welsh, S.
have a strategic approach to creation (2003). Workplace Harassment and Violence (Report

. . . . - ed.): Status of Women Canada.
implementation and evaluation of the said policies o, p N & Bianchi. S. M (1999). Marriage

and procedures. _ children, and women'’s employment: what do we
Specifically in relation to HRM and professional  know?Monthly Labor Review, 1222), 22-31.
development and promotion of women irDavidson Perimutter, F., Deckop, J. R., Konrad\i.&
organisations the researcher so far has mainly Freely, J. L. (2005). Nonprofits and the Job Rébent
focused on white women, representing majority of of Former Welfare ClientdNonprofit and Voluntary
women. Future research should include the problems Sector Quarterly, 3@), 473-490. doi:

relating to women from different ethical groups and 10.1177/0899764005278034 5
women with disabilities in their analysis, impliceg Preher. G. F. (2003). Breaking the glass ceilihg: t

: ; effects of sex ratios and work—life programs ondéam
that HRM practice should be adjusted to women leadership at the topluman Relations, §6), 541-

from different social group&roudford, 1999)The 562 doi: 10.1177/0018726703056005002
HRM practice aimed in removing obstacles in care@ljira M. M. & Graham. M. E. (2002). Not Just a

development of white women should be adjusted to Formality: Pay System Formalization and Sex-Related
include women from different ethnic groupBell Earnings EffectsOrganization Science, {8), 601-
and Nkomo, 2001) 617. doi: 10.1287/orsc.13.6.601.499

Fine, M. G. (1995)Building Successful Multicultural
Important aspect in research relates to the age Organizations: Challenges and Opportunities
differences among women. Negative stereotypes Westport, CT: Greenwood. .
about older women have negative effect on boﬁfe;‘r‘ig'tﬁéi'r-'rélz;t?olg'sQpagoa%ﬁ:;?neggayameagzg?me
man (_;md women(Perry and Parlamis, 2006) British Journal of M:Enagement, W, 267—%85.
!ndlcatlng that those stereotypes are more promlneC?eist, C. (2005). The Welfare State and the Home:
in older women than older meiMcKelvie, 1993) Regime Differences in the Domestic Division of
We can conclude that outcomes in professional |apour.European Sociological Review, (2}, 23-41.
development are gender sensible and future researchyoi: 10.1093/esr/jci002
should take that into account. Another importarieneman, R. L., Waldeck, N.E., & Cushnie, M. (1996)
aspect is treatment of persons with disabilities at Diversity considerations in staffing decision-makin
work, especially women. Research in Canada InE. E. Kossek & S. A. Lobel (EdsManaging
indicated that women with disabilites faced Diversity: Human Resource Strategies for
additional humiliation at work due to their disétyil SZ‘QE\‘;’;};'”Q the Workpladep. 74-102). New York:
(Carr et al., 2003)Additional research is necessar ' . .
to explore the efficiency of HRM practice toward)sho'tzman’ M., & Glass, J. (1999). Explaining Change

) . (ol . Mothers' Job Satisfaction Following ChildbirtWork
employees with disabilities, especially women. and Occupations: An International Sociological

Journal, §3), 365-404.
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