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Introduction

The elimination of discrimination by gender and age in working life is an important social

concern, regardless of economic needs. But increased labour force participations of women

and older people are also an urgent need for economic reasons in the light of changed condi-

tions.

With the exception of Sweden and Norway, the number of elderly people of working age in all

the other Baltic countries would grow by 2020 only by 9%. Currently high and ever growing

shortage of entrepreneurs, managers and professionals are the factors that increasingly limit

economic development. There is an urgent need to make better use of local labour potential,

particularly via higher labour force participation of women and older people in general.

Being a serious bottleneck, this contributes dramatically to the growing entrepreneurial gap.

Entrepreneurship needs to be encouraged on a large scale and should lead to a higher degree

of self-employment. A significant increase of women in important jobs, as independent entre-

preneurs or as employers raises the entrepreneurial potential and significantly contributes to

bridging the entrepreneurial gap.

Global competition requires high innovation and strong increases in productivity of the entire

Baltic Sea region, and especially in the countries to the south of the Sea. The innovations and

productivity of companies benefit from increased proportion of women. The greatest innova-

tion and productivity reserves lie in the staff and organisational development, including educa-

tion; improvements in this respect stipulate equal opportunities and strengthen competitive-

ness. In all these areas the innovative power of women and the experience of the elderly con-

stitute very considerable endogenous potential that must be used for the benefit of the target

group – the entire society.

The project “Innovative SMEs by Gender and Age (QUICK-IGA)” devotes itself to these

challenges in the Baltic region and addresses the following objectives:

 levelling of equal opportunities for women south of the Baltic Sea with the ones of

northern countries;

 strengthening the promotion of innovation in small and medium-sized enterprises by

developing working cultures that explicitly improve the equal opportunities of wom-

en;
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 supporting regional development in order to optimally develop human capital and

competitiveness through gender and education policy.

On four levels the project focuses on the following activities:

1. Individuals: boosting motivation and work ability, thus increasing the rate of women

participating in working life, through training and education of consultants and the

development of a manual.

2. Enterprises: fostering working conditions that meet women’s needs and personnel

development through the transfer of best practice, qualifications and coaching.

3. Organisations: competences and commitment of 45 chambers and 15 universities to

supporting innovation and equal opportunities.

4. Policy: developing a strategy programme, five regional/national agreements and two

action programmes to promote equal opportunities and innovation in SMEs.

The outputs and results of the project were published in the Baltic Sea Academy series for the

following activities:

Data and principles

Two investigations were carried out for the countries and regions of the Baltic Sea region as

the consistent basis for all further work:

a) demographic and economic analysis in the BSR countries and regions;

b) analysis of regional education and labour markets.

The results of these investigations were published in spring 2013 as part of the Baltic Sea

Academy series under the title “Economic Perspectives, Qualification and Labour Market

Integration of Women in the Baltic Sea Region”.

During the project, it became clear that there was a need for more in-depth, further-reaching

work in some countries to the south of the Baltic Sea. The following additional activities were

also carried out to cover this:

Germany: Analysis of businesswomen in Germany, including a survey.
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Poland: Analysis of women’s activities in SMEs in Poland and scenarios for possible future

development.

The results of these two studies will be published in the publication series of the Baltic Sea

Academy.

Education

The results of the analysis have been incorporated into three new education products:

a) concept and curriculum for a train the trainer programme for the permanent imple-

mentation of training courses for consultants by universities and academies;

b) concept and curricula for a training and coaching programme for consultants to en-

hance their advisory competences on improving work structures in SMEs in order to

increase the labour participation of women and older people, as well as innovation

capacities.

c) concept and curriculum for training of owners and managers of Small and Medium

Enterprises on personnel management systems and human and organizational devel-

opment.

The training courses have been tested multiple times in various locations and scientifically

evaluated. The curricula, lecturer slides, execution instructions and evaluation results have

been published in a handbook.

Best practice

Analysis and preparation of ten best practice cases on the promotion of labour market partici-

pation of women and older people, especially from Denmark, Sweden, Norway and Finland,

and transfer to the countries south of the Baltic Sea. The specific national conditions were

investigated in order to allow implementation in the recipient countries.

The analysis of the conditions for the transfer of best practices and the ten best practices have

been published in the Baltic Sea Academy series of publications.
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Regional/national cooperation’s

Drafting and completion of memoranda of understanding on promoting innovative SMEs

through women’s entrepreneurship, and the increased employment of women and older peo-

ple in Latvia, Lithuania, Belarus, North Poland and North Germany.

The memoranda containing the support activities to be implemented by the signatory institu-

tions have been published in a manual.

Poland: organisation and evaluation of a conference on “Development of the competitiveness

of enterprises in the context of demographic challenges”;

Poland: analysis and elaboration on the employment of women and older people and its pro-

motion;

Lithuania: theoretical analytical study of political activities: Building a socially responsible

employment policy in Baltic States.

The results of these two additional activities were published in the Baltic Sea Academy series

of publications.

Strategy programme

Strategic programme to promote innovation and the labour market participation of women

and older people in SMEs as well as to increase the attractiveness of regional labour markets.

The strategy programme and two action plans (see below) were published as part of the Baltic

Sea Academy series of publications as Volume 12 “Age, Gender and Innovation – Strategy

programme and action plans for the Baltic Sea Region”.

Action plans

In order to involve 50 economic chambers and 16 universities in all the Baltic Sea countries in

promoting the employment of women and older people in SMEs on a permanent basis, two

action plans have been developed and enacted:
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a) action programme for 50 SME promoters (chambers + associations) in all BSR

countries on promoting higher labour market participation of women and older

people and, thus, increasing innovation capacities in SMEs;

b) action programme for 16 academies/universities from 9 Baltic Sea countries on the

promotion and qualification of consultants to support the labour market participa-

tion of women and older people.

The action plans and appendix were published alongside the strategy programme (see above)

in the Baltic Sea Academy series of publications.

Manual

Development and publication of a manual on promoting innovation through increasing the

labour market participation of women and older people and the proportion of female entre-

preneurs in SMEs. The manual containing all the project results and additional tools for the

management of demographic change at enterprise level.

International consultancy and transfer conferences

In order to achieve the highest possible and sustainable implementation of the target project

results across all the Baltic Sea Countries, in 2013 and 2014 written transfer was supported by

two consultancy and transfer conferences lasting several days with representatives from all the

Baltic Sea countries. All the presentations and consultancy results developed were published in

the Baltic Sea Academy series of publications in the following articles:

a) Corporate Social Responsibility and Women`s Entrepreneurship around the Mare

Balticum.

b) Innovative SMEs by Gender and Age around the Mare Balticum.

During the Hanseatic Conference “Innovative SMEs by Gender and Age around the Mare

Balticum” from 17th to 19th February 2014 results of the QUICK IGA project and the latest

developments, forecasts, objectives and strategies were presented and discussed.

The elaborated long versions and additional contributions are published in this book. The

presentations and panel discussions of 22 people from Belarus, Germany, Finland, Latvia,

Lithuania, Poland, Russia and Sweden underlined the importance of this topic. We thank all

speakers, panellists and authors.
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The heart of the Hanseatic Conference are the working groups, each with ten to twelve peo-

ple, set up interdisciplinary and international. These groups discuss the short presentations

and develop concrete strategies and actions. 102 scientists, entrepreneurs and representatives

of chambers, politics and government from all Baltic countries have developed in a total of

sixteen sessions, opportunities to develop and promote the employment of women and elderly

in small and medium-sized enterprises. This wonderful dedication deserves special thanks.

We are very grateful to Philipp Jarke, who edited as an outstanding lecturer the fairly extensive

contributions and coordinated with the authors from different countries their respective texts.

In addition, he evaluated and summarized the 16 different working sessions and described the

main results of the ninth Hanseatic Conference on the base of it. With loving dedication he

has mastered these difficult tasks.

The Hanseatic Conference 2014 was co-financed by the European Union (INTERREG IV B,

Baltic Sea Region Programme). For this essential support and the good cooperation we are

very thankful.

Dr. Max Hogeforster
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Grußworte der Hamburger Wirtschaft

Prof. Dr. Hans-Jörg Schmidt-Trenz, Hauptgeschäftsführer der Handelskammer Hamburg

Zum Thema der 9. Hanse-Tagung kann ich die Organisatoren nur beglückwünschen. Der

demografische Wandel und seine Folgen für die Wirtschaft gehen uns alle an, und sie werden

in den vor uns liegenden Jahren – wir wissen es alle – noch dramatisch an Bedeutung zuneh-

men.

Bis zum Jahr 2030 ist mit einem deutlichen Bevölkerungsrückgang in den Baltischen Staaten,

in Polen und auch in Deutschland zu rechnen. Damit reduziert sich in diesen Ländern das

Reservoir an Arbeitskräften.

Die Wirtschaft hat also allen Grund, die Potenziale der Frauen noch mehr als bisher zu nutzen

und zu entwickeln. Zum anderen müssen die Unternehmen auch die älteren Beschäftigten

länger als bisher im Arbeitsprozess halten.

Bislang nutzen wir diese Potenziale hier in Deutschland noch nicht, und das ist eigentlich gar

nicht nachzuvollziehen.

Was also müssen wir ändern?

Den Frauen müssen wir Anreize bieten, nach der Babypause möglichst rasch wieder in die

Unternehmen zurückzukehren. Und diese Anreize sind auf Seiten der Firmen das Anbieten

von attraktiven Karrierechancen, die Unterstützung beim Zugang zu Führungspositionen,

flexible Arbeitszeiten und generell ein familiengerechtes Arbeitsumfeld.

Auf staatlicher Seite ist es die weitere Verbesserung der Kinderbetreuung. Wir hier in Ham-

burg sind da schon ganz gut – dank der Arbeit von Herrn Senator Scheele und seiner

Vorgänger. Verbesserungsmöglichkeiten gibt es aber zum Beispiel immer noch bei den

Öffnungszeiten der Betreuungseinrichtungen und bei der Kinderbetreuung in den Schulferien.

Und das wichtigste Projekt, das uns bei der Nutzung des Arbeitskräftepotenzials der Frauen

einen wirklich großen Schritt voranbringen würde, ist die flächendeckende Einführung der

echten Ganztagsschule. Und mit „echt“ meine ich, dass sie für alle verpflichtend sein muss,

dass sie am Nachmittag Unterricht oder qualifizierte Hausaufgabenbetreuung vorsieht und

dass sie den Kindern ein warmes und gesundes Mittagessen anbietet.
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Wenn alle diese Voraussetzungen gegeben sind, dann haben wir einen echten Qualitätssprung

bei der Vereinbarkeit von Familie und Beruf geschafft. Auch hier ist Hamburg auf dem richti-

gen Weg, wenn auch vor allem in Bezug auf die Qualität der Nachmittagsbetreuung „noch

Luft nach oben ist“, wie wir so schön sagen.

Die Länder des Ostseeraums, in Skandinavien und die Baltischen Staaten sind hier für uns

Vorbilder. In diesen Ländern sind die Voraussetzungen für die Vereinbarkeit von Familie und

Beruf deutlich besser als bei uns in Deutschland, und dies hat zur Folge, dass auch der Frau-

enanteil an den Führungspositionen der Wirtschaft sehr viel höher ist als bei uns.

Wenn wir hier in Hamburg den Rückstand aufholen wollen, müssen wir den Faden an

mehreren Enden aufnehmen. Damit meine ich, dass Politik und Wirtschaft gemeinsam agi-

eren sollten, denn nur so schaffen wir es, die riesigen gesellschaftspolitischen Herausforder-

ungen des demografischen Wandels in den Griff zu bekommen.

In Hamburg klappt die Zusammenarbeit von Senat und Wirtschaft ganz ausgezeichnet: Die

Kammern haben sich mit der Behörde für Arbeit, Soziales, Familie und Integration zur

„Hamburger Allianz für Familien“ zusammengetan, und gemeinsam vergeben wir unter an-

derem das Hamburger Familiensiegel, mit dem kleine und mittlere Unternehmen ausgezeich-

net werden, die sich beim Thema „Vereinbarkeit von Familie und Beruf“ sehr stark engagi-

eren.

Und dabei geht es nicht nur um Kinderbetreuung, sondern immer stärker auch um die Pflege

kranker und älterer Angehöriger – ein Thema, mit dem die Mitarbeiter unserer Firmen immer

stärker konfrontiert sind.

Auch das Handlungsfeld „Frauen und Wirtschaft“ bearbeitet unsere Handelskammer schon

seit mehr als zehn Jahren mit sehr großem Erfolg. So zeichnen wir mit dem „Helga-Stödter-

Preis“ Unternehmen aus, die sich mit langfristig angelegten Maßnahmen für mehr Frauen in

Führungspositionen einsetzen, und wir bieten zahlreiche Veranstaltungsformate für Un-

ternehmerinnen und Gründerinnen an.

Was die älteren Arbeitnehmer angeht, also die Generation „50+“, so haben wir gemeinsam

mit der ZEIT-Stiftung und dem Institut für Arbeit und Gesundheit kürzlich das Projekt

„Neue Wege bis 67 – gesund und leistungsfähig im Beruf“ ins Leben gerufen. Mit diesem

Projekt möchten wir unseren Mitgliedsunternehmen eine ganz praktische Hilfestellung dafür

an Hand geben, wie sie ihre Mitarbeiter länger leistungsfähig erhalten.

Antoine de Saint-Exupéry hat einmal gesagt: „Um klar zu sehen, genügt oft ein Wechsel der

Blickrichtung.“
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Das sollten wir heute tun und unseren Blick gen Norden und gen Osten wenden. Diese Re-

gion ist derzeit das Stabilitätszentrum innerhalb Europas und hebt sich positiv ab von der

schwierigen ökonomischen Lage in den südeuropäischen Staaten.

Aus dem Ostseeraum kommen und kamen für die Hamburger Wirtschaft immer wieder at-

traktive Impulse – das gilt für die skandinavischen Länder und das große Polen ebenso wie für

die kleinen, aber sehr innovativen Baltischen Staaten.

In der Tat haben wir hier in Hamburg auf das Mare Baltikum bisher vor allem aus dem Blick-

winkel des Außenhandels und der Logistik geschaut. Ein näherer Blick auf den Ostseeraum

unter dem Aspekt der Arbeitsmarktintegration – und dann auch noch in Verknüpfung mit der

Gender-Thematik – das hat Neuigkeitswert. Und deshalb ist die 9. Hanse-Tagung so wichtig!

About the author

Prof. Dr. Hans-Jörg Schmidt-Trenz

Chief Executive Officer of the Hamburg Chamber of Commerce. He was born 1959 in Saar-

burg/Trier. From 1980 to 1984 he studied Economics at the Saarland University and at the

University of Michigan (Ann Arbor). PhD (Dr. rer. pol.) at the Saarland University in 1989.

Senior lecturer since 1995. Professor of Economics at the Saarland University since 2000.

Research interests: new institutional economics of international transactions; economics of

associations; economic analysis of law.
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The Development of Companies Owned by Women1

Bogusław Plawgo 

1. Introduction

Female entrepreneurship is becoming a particularly important phenomenon both in the

sphere of social-economic practice and academic research. Above all, it is visible that women

participate in entrepreneurial processes less often. There are some attempts to explain this

phenomenon. Literature on female entrepreneurship concentrates on barriers connected with

establishing and running enterprises by women. However, on the other hand, there are some

examples of countries in which entrepreneurship is highly developed (See: PARP 2012a)2. A

low level of female entrepreneurship in comparison with mal entrepreneurship may be there-

fore perceived as the existence of a developmental reserve. It seems that growth of female

entrepreneurship may significantly contribute to economic growth in Europe, especially in

scope of creation of new jobs. Specific competences of female entrepreneurs are worth per-

ceiving as a factor which may support the competitiveness of the European economy. In this

context, it is suggested to adopt a positive attitude towards the phenomenon of female entre-

preneurship, not only from the point of view of barriers but rather from the point of view of

stimulating factors. This article suggests such an approach and adopts a conception of the

model of female entrepreneurship factors consisting of four elements: 1) motivations to estab-

lish a company; 2) entrepreneurial intensity; 3) family support/burden and 4) growth inten-

tions. The article discusses them as factors determining female entrepreneurship, whose shap-

ing has been verified on the example of Polish businesswomen. This verification has been

conducted by means of a survey on the sample of 247 female entrepreneurs – owners or co-

owners of enterprises. In order to reach the respondents, a mixed method was chosen. A part

of respondents used a form published on a website to give their answers (an Internet survey –

CAWI), whereas another part answered the questions directly to the interviewer (pen and

paper interview – PAPI). The respondents were approached personally, via Internet and tele-

phone. Furthermore, the researcher commenced cooperation with associations of female

1 The article contains results of the project „Innovative SMEs by Gender and Age“.
2 There are countries where entrepreneurship among women is higher than among men. The highest
entrepreneurship among women in relation to entrepreneurship among men exists in countries of the
Far East – Singapore and Thailand. For example, in Switzerland female and male entrepreneurship are
on a similar level.
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entrepreneurs (e.g. Podlaskie Association of Female Enterprise Owners) and used the confer-

ence organised by this association (II Podlaskie Women Congress). In order to conduct the

research, the researcher created a list of 4000 economic entities that were approached by the

pollsters on the basis of available Internet databases. Due to the fact that 250 questionnaires

were returned, the effectiveness of the research is estimated to be on the level of 6.25%. In

the process of defining the sample, two criteria were taken into consideration. The research

was directed at women who are owners or co-owners of an enterprise (in the case of joint

proprietorship, women should have altogether at least 50% of shares). The second criterion

was the fact of conducting business on the territory of the Republic of Poland. Meeting of this

two criteria was verified by the first filtering question. Although 250 questionnaires were re-

turned, 247 of them were taken into consideration. Three of them were rejected because they

were not completed fully and carefully.

The objective of this article is to verify the model of female entrepreneurship factors consist-

ing of four elements (motivations to establish a company, entrepreneurial intensity, family

support/burden and growth intentions) by means of empirical research.

2. Motivation to establish an enterprise

One of the most important factors determining entrepreneurial processes is the motivation to

undertake business activity. In the conducted research, this aspect was taken into considera-

tion, which allowed the respondents to choose a maximum of three main reasons for estab-

lishing a company. The main factors that were decisive about setting up a company: using own

interests to establish a business (54.80%), desire to earn more money (51.60%) and providing

oneself with flexible working time (50.80%). The least significant influence on the decision to

start a business had family traditions and the takeover of a company in a family (6.80%) (Fig-

ure 1).

The findings indicate that there is a considerable predominance of positive motivation (Dea-

kins/Whittam 2000).3 Negative motivation such as dissatisfaction with the previous job and

lack of job were mentioned significantly more rarely than positive motivations such as using

own interests to establish a business, urge to earn more money and flexible working time.

Revealed dominant reasons to establish a business seem to give evidence of positive perspec-

tives of the surveyed companies. It is presumed that the motivation to undertake business

activity is a very important factor determining its further existence. The findings of different

3 According to D. Deakins and G. Whittam, stimuli motivating new entrepreneurs are connected with
positive (pull, opportunity) or negative (push, necessity) factors.
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surveys, quoted for example in the GEM report, indicate that companies established due to an

urge to take a recognised opportunity have a higher survivability rate and achieve more suc-

cess (PARP 2012a: p. 27). The gathered findings may be especially interesting because they

may be evidence of a shift of women’s motivation to start a business towards positive motiva-

tion. The research on women’s and men’s motivation to start a business hitherto indicated

that more often women (42.9%) than men (32.8%) undertook business activities due to lack

of another sensible alternative instead of the urge to take an opportunity (PARP 2011: p. 25).

Therefore, female entrepreneurship was connected rather with “push” that “pull” factors. It is

more often a necessity, lack of choice between contracted work and own business.

Figure 1. Main reasons for establishing a company4

The findings of the research do not authorise to verify previous research findings, also be-

cause of the previously mentioned specificity of the research sample. Nevertheless, they might

be treated as a signal of the need to conduct further research, because they may demonstrate

that there are important changes in this scope and more and more positive perspectives for

female entrepreneurship.

4 Source: own elaboration; N = 247.
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3. Entrepreneurial Intensity (EI)

The literature on small and medium enterprises emphasises the importance of an entrepre-

neur’s attitudes towards the expected enterprise growth. Indeed, entrepreneurs undoubtedly

differ in scope of life attitudes, the importance assigned to professional achievements, life-

styles – which all leads to a different level of motivation in scope of enterprise growth. Un-

doubtedly, strong motivation to achieve may be reflected in an increase of managerial effort

and improvement of the growth pace of an enterprise among strongly motivated entrepre-

neurs in comparison to those entrepreneurs who demonstrate a lower level of entrepreneurial

motivation. It is a key matter for researchers of growth processes to take this personal factor

into account when they build models of enterprises growth. But, the problem lies in the way

of describing entrepreneurial motivation and measuring it by different authors. In their de-

tailed research of the growth of companies owned by women, Gundry and Welsch (2001: p.

453-470) describe the factor of entrepreneurial motivation as “entrepreneurial intensity” (EI).

EI is the extent to which an entrepreneur is willing to manifest maximum motivation and

make efforts directed at the success of their undertaking.

The development in the concept of “entrepreneurial intensity” is presented by Liao and

Welsch (2004: p. 186-194). Although the need to consider “the scope of entrepreneurship”

was noticed a long time ago, the problem lied in the proper operationalization of this notion

which could be used for empirical research. The originally developed concept of EI was used

to describe the involvement and passion with which new entrepreneurs approach the devel-

opment of their enterprises. Two aspects were noticed here. The first one is the extent to

which an entrepreneur is ready to resign from other activities in order to create her/his own

enterprise. The second one is involvement that might be understood as the extent to which an

entrepreneur is willing to devote his or her time and resources to create and develop their own

undertaking.

The concept of high EI assumes that in both dimensions an entrepreneur will attach much

importance to the efforts aiming at the development of an enterprise.

The concept of “entrepreneurial intensity” was used in the research after operationalization

through the formulation of four research questions:

1. It is my own philosophy to do everything required to create and develop my own

company;

2. Having my company is better than earning more in somebody else’s company;
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3. Having my company is more important than spending more time with my family;

4. There are no time limits for maximum efforts made by me to establish and conduct

my business.

The respondents were asked to express their opinion about the above statements by means of

the Likert scale from 1 (strongly disagree) to 5 (strongly agree). The findings are ambiguous.

On the one hand, we can draw a conclusion about high entrepreneurial intensity among the

majority of respondents, especially in the light of the reaction to the statement “It is my own

philosophy to do everything required to create and develop my own company”. 80% of re-

spondents expressed their attitude with “strongly agree” or “agree”. Only 2% of them strongly

disagreed with the statement. Undoubtedly, these findings are evidence of a high entrepre-

neurial intensity and a strong orientation at professional success. Two other statements are

also a sign of lower, but still high entrepreneurial intensity: “Having my company is better

than earning more in somebody else’s company” – 60% of the respondents agreed with this

statement – and “There are no time limits for maximum efforts made by me to establish and

conduct my business” – more than 50% of the respondents agreed. On the other hand, differ-

ent conclusions might be drawn from the reaction to the statement: “Having my company is

more important than spending more time with my family”. 10% of the respondents strongly

agreed with this statement, whereas 38.52% strongly disagreed and 33.02% disagreed. In this

context, it appears that women in the greatest majority cherish their families more than their

own business, which is evidence of low entrepreneurial intensity. Detailed findings on wom-

en’s reaction to the statements are presented in Figure 2.

In the light of the findings on “entrepreneurial intensity”, the observed level of women’s

entrepreneurial attitudes turned out to be generally high. At the same time, it is noticeable that

women conducting their own business declare that they absolutely care more over their family

than their business. In this confrontation, entrepreneurial intensity is visibly inferior in com-

parison to family values. The findings obtained in this research seem to point out an im-

portant difference in entrepreneurial attitudes of women and men. Although, general determi-

nation of women to achieve success in conducting business seems to be high, in the aspect of

devoting time to family, it is family life which is more important for them. Potentially, a dif-

ference in entrepreneurial attitudes of women and men might be noticed here; however, this

aspect should be subject to further research on comparable groups of male and female entre-

preneurs. Irrespective of this, the obtained findings may suggest special importance of family

relations for actually demonstrated “entrepreneurial intensity” of entrepreneurial women.

Therefore, it turned out that another important aspect of the conducted research is the notion

of family support and burden.
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Figure 2. Entrepreneurial intensity5

4. Family support/burden

As a part of the research, the respondents were asked to answer some questions allowing to

identify the scope of family support or sometimes burden in relation to conducting business

activity (Figure 3). A key matter, especially in the light of the earlier noticed importance at-

tached by women to family life, is the possibility of family support.

When the importance attached by women to family values is concerned, it is an important

aspect influencing the possibility to start and run an enterprise if the family supports conduct-

ing this business by respondents or not. It turns out that the respondents’ families and friends

in the vast majority (almost 80%) support the women’s decision to establish a company and

still support their activities as entrepreneurs (Figure 3).

The research findings show that the majority of women conducting business activities may

count on their families’ help in household chores; only 7% of the respondents declared that

they have not got such an opportunity at all, and almost 13% declared that they rather have

not got this opportunity.

5 Source: own elaboration; N = 247.
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Figure 3. Family support/burden6

Furthermore, the respondents expressed their opinion about the question if taking care of

dependent persons limits the time they could devote to their business. The responses in this

case were even more differentiated. Female entrepreneurs divided themselves into two parts

and almost the same percentage found that duties arising from taking care of dependent per-

sons really limit the time they could devote to their business, whereas the second part of re-

spondents (22.95% strongly disagree, 24.59% disagree) disagreed with this statement. In gen-

eral, the answers to the above questions seem to suggest that entrepreneurial activity of at least

half the respondents are to some extent limited by the necessity to take care of dependable

persons. The importance of the specificity of female entrepreneurship as compared to male

entrepreneurship in scope of limits connected with taking care of dependable persons might

be assessed in a better way on the basis of a comparable study with an adequate group of

entrepreneurial men.

6 Source: own elaboration; N = 247-
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A family may influence women’s entrepreneurial behaviours not only by direct support or by

limiting their time for professional activity, but also in a more indirect form – during the early

process of socialisation when their attitudes and values are shaped. Especially in the case of

women, there may appear barriers connected with shaping less entrepreneurial attitudes

among girls than among boys. When the way of raising and rules that women were taught at

home are concerned, according to the respondents, they facilitate conducting business activity

– such an opinion was expressed by 50% of them. But 30% of the women said that they do

not influence their business in a positive way. The aspect of the values taught at home from

the point of view of running an enterprise was not fully explained by the research. Half the

respondents declared that values taught when they were raised are useful in business, whereas

the second half had no opinion or even said that such values are hindrances in business. Such

findings suggest that there is a need to emphasise the role of raising with entrepreneurial atti-

tudes borne in mind, irrespective of a child’s sex.

Another interesting aspect of the research was an attempt to state if female entrepreneurs feel

any manifests of sex discrimination in business. More than 42% of company owners are con-

vinced and 21% are almost convinced that the fact of being a women hinders business con-

tacts with other companies. Almost 20% of the respondents agreed that their sex negatively

influences business relations, whereas almost 7% were strongly convinced about this. It is

noticeable that most respondents do not experience discrimination. On the other hand, even

37% of the respondents are not sure about this. In the context of the statement that enterpris-

es run by women are treated worse, the obtained findings should be bothersome. It might be

assumed that in many spheres there are manifestations of discriminating behaviours against

female entrepreneurs and that at least female entrepreneurs believe so.

A kind of synthetic measurement of entrepreneurial engagement which might influence the

enterprise’s success is the amount of time devoted to business. Especially, in the case of fe-

male entrepreneurs, as results from their answers being evidence of preference of family val-

ues, time might be a critical resource. The highest percentage of women devote 40 to 50 hours

a week (27.73%) or 50 to 60 hours (25.53%) to their business. The lowest percentage of wom-

en (5.4%) devote ten or less hours per week to business (Figure 4).

It is noticeable that a considerable percentage of female entrepreneurs (72.68%) devote more

than 40 hours per week to their business, which proves their involvement in running an en-

terprise.
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Figure 4. Average number of hours per week devoted to business7

5. Growth intentions

A few decades ago, Carland and others (1984: p. 354-359) differentiated “small business own-

ers” and “entrepreneurs” with a remark that only the second type is focused on growth and

innovation. Then, Moor and Buttner (1997) described “traditional” and “modern” entrepre-

neurs – the first type is characterised by a low pace of growth and a small size of an enterprise.

Birch (1987) analyses two types of companies. The first type is described as “income substitu-

tors” and the second type as “entrepreneurs”. He identifies that entrepreneurs are oriented at

significant growth of their organisation and they create the vast majority of jobs in the United

States. In the context of an analysis of female entrepreneurship, it is interesting to pose the

following question: To what extent can they be categorised as “entrepreneurs”? The participa-

tion of women with such an attitude may be treated as a separate factor of the development of

female entrepreneurship. Analyses of the question may require another analysis, namely an

analysis of the actual pace of growth of the surveyed enterprises in a specified period of time.

To obtain an approximate result, the share of women oriented at growth in the surveyed sam-

ple may be estimated by means of a direct question to the respondents. This method was

7 Source: own elaboration; N = 247.
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applied in this research by means of two questions whose rationale was to identify “growth

intentions”, i.e. an entrepreneur’s expectations concerning a desirable intended pace of enter-

prise growth. The first question concerned the desirable enterprise growth in scope of the

number of employees in the perspective of approximately three years. The answers are pre-

sented in Figure 5.

Figure 5. Expected growth in the number of employees within 3 years8

Almost 50% of the respondents expect moderate growth in employment, whereas 36% of

them expect the same level of employment. Only almost 12% of the respondents expect de-

velopment and rapid growth of employment. It is an optimistic forecast that only 1.61% of

the respondents expect a reduction of employment and the same percentage of them expect

that they will close their business. In the context of these findings, it may be assumed that

about 12% of the surveyed enterprises aspire to the category of “fast-growing companies”

(See: Wijewardena/Tibbits 1999: p. 88-95).9 This result may be considered as relatively high.

Nevertheless, it should be borne in mind that expressing growth intentions is not equal with

actual growth; but, on the other hand, it is hard to imagine rapid growth against an entrepre-

neur’s intentions. On the basis of the data gathered within the OECD research – Entrepre-

8 Source: own elaboration; N = 247.
9 Some researches emphasise that the identification of fast-growing companies may be conducted when
the companies with higher sales growth than the average sales growth of their sector are taken into
consideration. The pace of growth of the sector to which a company belongs may be successfully treated
as a point of reference to estimate the pace of growth of companies.
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neurship Indicators Program and in accordance with the OECD definition, fast-growing

companies accounted for about three to six percent of all companies (measured by employ-

ment growth) and eight to twelve percent (measured by turnover growth) (OECD 2010: p.

122).10 Furthermore, another source (the research Global Entrepreneurship Monitor – GEM)

confirms these data and indicates that enterprises of high growth (understood as employment

growth of at least 20% per year) accounted for about four percent of all companies in the

countries that took part in GEM in the period 2006-2010 (PARP 2012b: p. 122). Although the

quoted data may not be directly referred to twelve percent of companies run by women ori-

ented at rapid growth observed in the research, the share of enterprises oriented at rapid

growth in the surveyed sample seems to be potentially comparable with the world research

data carried out on the samples of enterprises without taking the sex of entrepreneurs into

consideration. It means that at least in intentions (potentially) the dynamics of growth of

companies run by the respondents does not have to be worse than the average results. It is

even more optimistic that almost 50% of the surveyed persons expect at least moderate

growth. It may be the evidence of the fact that the majority of women do not treat their own

business as only substitution of employment, but they are interested in its growth.

The second question concerning growth intentions was formulated in the following way:

What growth in the value of sales would you like to attain in the perspective of 3 years? Figure

6 presents the answers to this question.

Expectations regarding growth in the level of sales expressed by the surveyed female entre-

preneurs are significantly more expansive in comparison to expectations concerning growth in

employment. When the level of sales is concerned, only 5% of the respondents would like to

remain on the same level. 46% of them expect moderate growth, whereas 47% expect rapid

growth in sales. Marginally, as in the case of employment, here also slightly more than 1% of

the women expect a reduction of their business activity and also 1% of them expect closing

the business. The respondents’ answers regarding expectations in scope of growth in sales are

confirmed by the above mentioned opinion on relatively high entrepreneurial orientation of

the surveyed companies run by women. Even when incomparability of the data regarding

growth intentions with the above quoted research of fast-growing companies is concerned, it

is visible that there is at least high potential of growth in enterprises run by women.

10 The research of 2009 was conducted in 14 countries: Canada, Romania, Finland, Luxembourg, Nor-
way, Spain, Denmark, New Zealand, Hungary, the USA, Brazil, Estonia, Italy and Bulgaria.
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Figure 6. Expected growth in sales within 3 years11

6. Conclusions

The gathered findings may be especially interesting because they may be evidence of a shift of

women’s motivation to start a business towards positive motivation. The research on women’s

and men’s motivation to start a business hitherto indicated that more often women (42.9%)

than men (32.8%) undertook business activity due to lack of another sensible alternative in-

stead of the urge to take an opportunity (PARP 2011: p. 25). Therefore, female entrepreneur-

ship was connected with “pushing” instead of “pulling”. It is more often a necessity, a lack of

choice between contracted work and own business. The findings of the research do not au-

thorise to verify previous analyses because of the specificity of the chosen research sample

and its non-representative character. Nevertheless, they might be treated as a signal of the

need to conduct further research, because they may demonstrate that there are important

changes in this scope and suggest probable growth of positive motivations for female entre-

preneurship.

11 Source: own elaboration; N = 247.
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In the light of the findings on “entrepreneurial intensity”, the observed level of women’s

entrepreneurial attitudes turned out to be generally high. At the same time, it is noticeable that

women conducting their own business declare absolutely more care of their family than busi-

ness. In this confrontation, entrepreneurial intensity is visibly inferior in comparison to family

values. The findings obtained in this research seem to point out an important difference in

entrepreneurial attitudes of women and men. Although, general determination of women to

achieve success in conducting business seems to be high, in the aspect of devoting time to

family, it is family life which is more important for them. Potentially, a difference in entrepre-

neurial attitudes of women and men may be noticed here; however, this aspect should be

subject to further research on comparable groups of male and female entrepreneurs. Irrespec-

tive of this, the obtained findings may suggest special importance of family relations for the

actually demonstrated “entrepreneurial intensity” of entrepreneurial women. Because of this, it

turned out that another important aspect of the conducted research is the notion of family

support and burden.

Entrepreneurial activity of at least half the respondents are to some extent limited by the

necessity to take care of dependable persons. The importance of the specificity of female

entrepreneurship as compared to male entrepreneurship in scope of limits connected with

care of dependable persons might be assessed in a better way on the basis of a comparable

study with an adequate group of entrepreneurial men. However, as a part of this research on

the sample of female entrepreneurs, it may be stated that half the respondents declared that

values taught when they were raised are useful in business, whereas the second half had no

opinion or even said that such values are hindrances in business. Such findings suggest that

there is a need to emphasise the role of raising with entrepreneurial attitudes borne in mind,

irrespective of a child’s sex. It is noticeable that most respondents do not experience discrimi-

nation. On the other hand, 37% of the respondents are not sure about this. In the context of

the issue that enterprises run by women are treated worse, the obtained findings should be

bothersome. It may be assumed that in many spheres there are manifestations of discriminat-

ing behaviours towards female entrepreneurs and that at least female entrepreneurs believe so.

It is noticeable that according to the research, a considerable percentage of female entrepre-

neurs devote more than 40 hours per week to their business, which proves their involvement

in running an enterprise.

In the context of these findings, it may be assumed that about twelve percent of the surveyed

enterprises aspire to the category of “fast-growing companies” (See: Wijewardena/Tibbits

1999: p. 88-95). This result may be considered as relatively high. At least in intentions (poten-

tially) the dynamics of growth of companies run by the respondents do not have to be worse

than the average results. It is even more optimistic that almost 50% of the surveyed persons
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expect at least moderate growth. It may be the evidence of the fact that the majority of wom-

en do not treat their own business only as substitution of employment, but they are interested

in its growth. The respondents’ answers regarding their expectations in scope of growth in

sales are confirmed by the above mentioned opinion on relatively high entrepreneurial orien-

tation of the surveyed companies run by women.
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Women’s SMEs in Different National Contexts

Olena Lazorenko

Women’s economic empowerment remains at the top of the European agenda. When consid-

ering plans and concepts of its development, it is important to develop a policy or strategy to

expand economic opportunities for women, including policies to support women’s SMEs.

Why does women’s economic empowerment matter?

Equality between men and women is a fundamental human right contained in international

human rights treaties; women’s empowerment is a critical driver of sustainable development.

The European Citizens’ Initiative12 is a proposal to “develop female entrepreneurship as a

strategy for sustainable economic growth in Europe and describe female SME as economic

imperative”13. Our Ukraine based NGO “League of Professional Women” (LPW) has an

understanding of Europe within the borders defined by the Council of Europe. Thus LPW

support this proposal and our leaders signed it too.14 Besides that, on October 16, 2013 during

a Parliamentary Hearing on gender equality, an LPW speech and further LPW recommenda-

tions stressed that the issue of ‘women’s economic empowerment’ has to be taken into ac-

count when developing a country policy.

The first thing to mention when describing this issue is to define “women’s economic em-

powerment”. The concept of “economic opportunities for women” is defined as a set of laws,

regulations, policies, practices and attitudes that allow women to participate in the labour

force in the labour market and all sectors of economic activity on equal terms with men,

whether they are employees or business owners. Women’s access to economic resources and

opportunities are including jobs, financial services, property and other productive assets, skills

development and market information.

12 http://www.act4growth.org/ (accessed 12.01.2014)
13 http://non-eu-act4growth.ecwt.eu/digitalcity/projects/w4ict/questionnaire.jsp?dom =BAAFMIRB&
prt=BAAFMIQY&fmn=BAAFMIRA&men=BAAFMIQZ#sthash.5NZDkKUk.AmWJUkQH.dpu
(accessed 12.01.2014)
14 Signed by option for citizen of non-EU countries.
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According to international organisations and experts there are different approaches to analysis

which will create a complete picture of women’s economic empowerment (WEE) in the na-

tional context. The most famous WEE world approaches were proposed by the World Eco-

nomic Forum’s Global Gender Gap Index, UN Development Programme on its Gender-

related Development Index (GDI), OECD DAC Network on Gender Equality and “Wom-

en’s Economic Opportunity Index” from the Economist Intelligence Unit.

For instance, the “Women’s Economic Opportunity Index” (Index) conducted by the Econ-

omist Intelligence Unit focused on five main areas which are describing conditions of wom-

en’s economic empowerment. These are the categories:

1. Labour policy and practice (which comprises of two sub-categories: labour policy

and labour practice);

2. Access to finance;

3. Education and training;

4. Women’s legal and social status;

5. General business environment.

The Index’s source of information and gender-related data were consisted and analysed from

a wide range of trusted international sources, including the World Bank, the UN, the Interna-

tional Labour Organisation (ILO), the World Economic Forum and the OECD.

How could the situation of WEE be better described in selected Mare Balticum countries

according to “Women’s Economic Opportunity Index”? The index Women’s Economic

Opportunity ranked 34 European countries. The leader of the European regional Index with

the highest level of performance (0-100 where 100 = most favourable) is Sweden (88.2

points). Ranked 34th in the Europe regional “Women’s Economic Opportunity Index” is

Russia with 50.3 points. Sweden is also first in the whole global ranking among 113 countries.

Meanwhile, following this analysis, the Mare Balticum countries15 in this regional performance

received the following rankings:

Sweden – 1 (88.2 points)

Norway – 3 ( 85.3 points)

Finland – 4 (85.2 points)

15 Information concerning WEE in Belarus is not included in this Index.
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Germany – 5 (83.9 points)

Denmark – 10 (77.6 points)

Hungary – 13 (75.3 points)

Lithuania – 20 (71.6 points)

Estonia – 22 (70.4 points)

Latvia – 24 (68.5 points)

Poland – 26 (68.0 points)

Russia – 34 (50.3 points).

Ukraine was ranked on the 31st place with 53.7 points between Albania (54.9) and Serbia

(52.7). Consequently, legislators, governments and all nations as a whole cannot afford to

continue ignoring the contribution being made and plan to increase the number of women in

all areas, therefore providing the expansion of their rights and opportunities. However, such

economic empowerment requires effective public policy, advocacy and long-term commit-

ment of all stakeholders.

Further women’s empowerment is essential to achieving other key development objectives

and goals. One of them is focused on female entrepreneurship as part of economic growth

and job creation. Assessment of female entrepreneurship in Eastern partner countries (Arme-

nia, Azerbaijan, Belarus, Georgia, Moldova and Ukraine) is in the focus of the 2012 OECD

report “SME Policy Index: Eastern Partner Countries. Progress in the Implementation of the

Small Business Act for Europe”. It was compiled by leading European institutions, such as the

OECD, the European Commission, the European Training Foundation (ETF), the European

Bank for Reconstruction and Development (EBRD). LPW also provided contributions to

Ukraine’s policy assessment in the framework of “SME Policy Index” (Index). According to

the Index, women’s entrepreneurship was researched in the first dimension: entrepreneurial

learning and women’s entrepreneurship. The assessment focused on the national policy struc-

ture (including social, economic, employment, fiscal and educational policy areas) for women’s

entrepreneurship. According to the Index, women’s entrepreneurship in Belarus and Ukraine

requires better policy, follow-up actions and more advocacies. Overall, Belarus’ and Ukraine’

score in the Index category “women entrepreneurship” was only 1.5 points out of 5. This

figure is worse than in other countries of the Eastern Partnership (for instance, Moldova and

Georgia reached 3 points each).

All in all, highly motivated and entrepreneurial women are not enough involved in business

activities in the Eastern Partner Countries and some Mare Balticum countries. This is not only

a discrimination against women, but also a very inefficient strategy from the perspective of
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economic development. Women’s entrepreneurship should be clearly embedded within the

wider competitiveness strategy in all these countries.
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Women Employment Trends

and Related Factors in Lithuania16

Vytas Navickas, Aleksandras Vytautas Rutkauskas, Viktorija Stasytytė 

Introduction

Women make great contributions to the economy through active participation in the labour

market. Promoting employment of women throughout the country assures creating more

equitable and diverse business and public services. Female entrepreneurs, starting new busi-

nesses, would promote greater wealth creation, more flexible enterprises, increased innovation

and better adaptability in the economy.

However, women are still treated as a vulnerable group in the labour market, along with young

people, retirement age people, and long-term unemployed (Leaker 2009). And there is no

doubt that the process of economic change has a particular impact on these labour market

segments. Thus, women’s employment level often gains a great attention (Matiusaityte 2005).

Also, equality of women and men is a fundamental principle of the European Union and one

of the EU’s main objectives and tasks. It is also a necessary condition for the achievement of

the objectives of the Europe 2020 strategy – the EU’s growth strategy, which leans on

knowledge, competences and innovation (European Commission 2013).

In the paper the situation of women’s employment in Lithuania is analysed. Some statistical

data is presented that reflects the situation of women’s employment: employment growth,

unemployment rate, part-time employment, temporary employment, and employment statis-

tics according industry sectors. Also, a relationship between women’s participation in the

labour market and their level of qualification is discussed. After analysing the situation regard-

ing women’s employment in Lithuania, generalisation and conclusions are presented.

16 The article contains results of the project „Innovative SMEs by Gender and Age“.
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Table 1. Employment rates for selected population groups, 2001-2011 (%)17

17 Source: Eurostat.
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Analysis of women’s employment in Lithuania

General employment situation

Women’s employment growth was generally corresponding to the rate of total employment

growth during the analysed period. The growth of women’s employment has outperformed

total employment in 2005 and 2006, and while there was a negative growth of total employ-

ment starting from 2008 to 2010, women’s employment has decreased at a slower pace than

total employment (Figure 1).

Figure 1. Employment growth18

While analysing the employment level in the EU context (Table 1), it is important to mention

that employment of men in Lithuania is almost 10% lower than EU average, however, the

women’s employment level is practically adequate to the EU average. This can be treated as a

result of the economic structure, as present workplaces require less physical work, and for

such jobs women because of their higher level of education have an advantage on the labour

market. The notion that women have a higher education level that men can be accounted for

by numbers: in 2009 the percent of women with higher level education was 36% among

18 Source: own elaboration based on Eurostat data
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women of 25-64 years, and 25.5% of men of the same age, while 7.7% of women and 9.7% of

men had a low level of education.

Women earn less than men, even though legally there is no discrimination, and this in turn

increases the demand for female employees.

Considering the structure of total employment, the percentage of self-employed women is

generally lower than the corresponding ratio for total population. However, the percentage of

women working in services varies from 64.3% in 2003 to 77.5% in 2011, during all the ana-

lysed period it has been higher than the ratio of total population employed in service sector,

though both ratios are increasing. The percentage of women working in the industry sector is

lower than generally in the population, and in recent years it has dropped below the 20% line.

Figure 2. Unemployment rate, annual average (%)19

The unemployment rates both of the total population and of women move in the similar

direction (Figure 2), but since 2008 the level of women’s unemployment was lower than the

level of total unemployment, and considerably lower than the level of men’s unemployment.

The peak of unemployment was in 2010, when the level of men’s unemployment was 21.6%,

total unemployment was 18% and women’s unemployment 14.4%. During the two following

19 Source: own elaboration based on Eurostat data
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years the unemployment level of all groups of the population was decreasing, but still wom-

en’s unemployment was lower than men’s unemployment. From one point of view it could be

considered a positive trend stating that demand for women in the labour market is high, but

on the other hand it can be concluded that the fact that men’s unemployment rate is higher

than that of women in the country shows that there is an economic downturn because when

the economic recovers, men’s unemployment rate reduces first of all (Jakstiene et al. 2013).

Considering long-term unemployment, the situation for unemployed women is similar to the

total unemployed population, while in recent years (from 2009) the percentage of women’s

long-term unemployment (with regard to the active population) is slightly lower than in the

total population.

Employment by occupation

Figure 3. Total managers and female managers in Lithuania20

Women’s employment statistics by different occupations has been analysed, comparing to the

total employment statistics in that area of occupation. The share of women in manager posi-

tions was lower than the share of men, ranging from 38% to 44% (Figure 3). However, the

20 Source: own elaboration based on Eurostat data
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work in service and sales positions was generally assigned to women (68% to 74% of posi-

tions), and the trend was quite stable during the decade (Figure 4). Jobs in the crafts and relat-

ed trades sector were dominated by men, with women’s employment not reaching 30% and

slightly decreasing during the last few years.

Figure 4. Total employees in services and sales and female employees in the sectors21

Also, while analysing the trends of women’s employment percentage in some fields of occupa-

tion (Figuer 5), some generalisations can be made. The highest level of women’s employment

is noticed in the field of clerical support (around 80%). However, the employment in this field

for women started decreasing in 2009 and in 2012 accounted for 73.43% of total employment.

Presenting the trend in the number of employees it accounts for 36.2 thousands of women,

thus it is considered to be not a very great number.

The employment of women in the position of professionals gained a strong positive trend

since 2005 and has grown from 66.45% to 72.14% of total employment. As the number of

employees in this sector is generally high enough (277,500 in 2012), the level of women’s

employment here being 200,200, is considered a substantial number.

21 Source: own elaboration based on Eurostat data
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Figure. 5. Share of women in Lithuania in the positions of professionals, technicians

and associated workers, clerical and related trades and elementary occupations22

Women’s employment in the field of technicians and associate professionals is decreasing,

though still being on a medium level exceeding 60%. An assumption can be made that some

women working in this field after improving their qualification have passed to a higher level of

professionals. The trend of women’s employment in elementary occupations in 2003-2012 is

not stable, but a certain increase can be noticed. Also, still more women are occupying ele-

mentary positions (50,100 in 2012) than managerial, clerical support and craft and related

trades, and also in Fig. 3 it can be seen that more women than men are working in these posi-

tions. This fact can imply that still a certain part of women lack necessary qualifications for

higher-level employment.

Part-time employment

According Eurostat data, in 2012 total employment in Lithuania was 1,244,400 employees,

among them 641,900 women. The majority of the population (91.14%) are employed in a full-

22 Source: own elaboration based on Eurostat data



Women Employment Trends and Related Factors in Lithuania

44

time position. The percentage of women working full-time accounts for 89.33% in the same

year.

A certain part of employees work under time-limited (temporary) agreement or have a part-

time job. It is quite important for the increase of women’s employment, because it allows

having flexible time and combining commitments to a family and professional activity.

The percentage of citizens of EU-27 having a part-time job have been continuously increasing

from 16.2% in 2001 to 19.5% in 2011. The greatest amount of such workers was in the Neth-

erlands (49.1% in 2011), a little bit less in the UK, Germany, Sweden, Denmark and Austria.

In these countries more than one fourth of the labour force (25-27%) was employed in part-

time jobs. On the contrary, in Bulgaria and Slovakia part-time is a rare situation (2.4% and

4.1%, respectively)(see Table 2).

The trends of men’s and women’s employment regarding working time differs a lot. In 2011

in EU-27 almost one third of the women were employed part-time (32.1%), while there was a

substantially lower number of men working in a part-time positions (9%). Surprisingly, in

2011 in the Netherlands a great number (76.7%) of women had a part-time job – such ratio is

substantially higher than in other EU countries.

In EU-27 the number of citizens having temporary job agreements in 2009 has decreased to

13.6%, but in 2010 it increased again to 13.9%, and in 2011 accounted for 14%. In 2011 more

than one fourth of employees in Poland and Spain were working under temporary agree-

ments. Portugal had a similar situation (22.2%). In the rest of the EU the percentage of citi-

zens working part-time was ranging from 18.2% in the Netherlands to 2.8% in Lithuania and

1.5% in Romania. The diverse level of temporary job agreements in the EU countries proba-

bly partly depends on national practise, supply and demand of the work force, employer fore-

casts on possible growth or decrease, as well as on recruiting and decruiting procedures.
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Table 2. Percentage of people working part time and having a second job23

23 Source: Eurostat.
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Conclusions

As women are still considered to be a vulnerable group on the labour market, and women’s

employment level strongly reacts to changes in the economy, a great attention is given to the

issues of women’s employment in the scientific literature. Also, the leading EU documents

point out a great number of advantages of women’s employment promotion, as well as rea-

sons for gender equality.

The performed analysis of the employment level in Lithuania allows making a conclusion that

employment of men in Lithuania is almost 10% lower than the EU average, however, the

women’s employment level practically equals the EU average. Legally there is no discrimina-

tion regarding the salary, but in practise women‘s jobs usually earn less than men’s jobs.

The percentage of self-employed women is generally lower than for self-employed men. The

majority of women are working in the service sector in service and sales positions.

Different EU countries have their own experience in using temporary job agreements. It part-

ly depends on the national practise, supply and demand of the work force, employer forecasts

on possible growth or decrease, as well as on the procedure of recruiting and decruiting.
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The Lithuanian Labour Market –

the Situation of Elderly People

Romualdas Ginevičius, Vytas Navickas 

Introduction

The labour markets of Lithuania and other European countries have been shrinking due to

various reasons. This has been conditioned by demographic changes, increasing emigration,

the number of people of retirement age and other factors. Thus, the problem of shortage of

labour force has been encountered. This results in a new approach towards the structure of

the labour force and requires a new evaluation of the role of individuals from different age

groups in the labour market.

The population structure in Lithuania is divided into three most typical categories: the minors,

i.e. children under 15 years old; individuals of working age, i.e. persons aged from 16 to the

pension age set by the Law on State Social Insurance Pensions of the Republic of Lithuania;

and retired people, i.e. persons of the established retirement age and older. Thus, namely

individuals from the latter category of the population may serve as a reserve for supplementa-

tion of the workforce in the labour market. The number of individuals belonging to these

categories of population may be affected by flows of emigration or immigration. The flows of

emigrants (immigrants) to a great extent depend on the situation of the national economy in

the country (expanding or shrinking) as well as on the level of welfare achieved by the popula-

tion.Various methods of including school learners and students in the labour market may be

foreseen, such as seasonal jobs, i.e. jobs during holidays, between term times, etc.

Fuller use of the potential of working age people refers to the promotion of activity of the

labour force. The economic activity rate is the ratio between the labour force and the overall

size of their cohort. The labour force is determined as the population of 15 years of age and

older, who were employed or jobless in the last week before the census. The group of elderly

people is perceived as the most important source for supplementation of the labour market.

To make appropriate strategic decisions regarding the stabilisation of the situation in the la-

bour market and its expansion, it is important to comprehensively analyse it: the current situa-

tion, its structure and the dynamics of change in particular.
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Structural changes in the age of the Lithuanian population

Such analysis requires data on the dynamics of change in the numbers of population by age

groups (Table 1).

Years Total Of which Percentage of the total population

0 –

15

years

Work-

ing-age

Retirement

age

Emigrants 0 – 15

years

Work-

ing-age

Retirement

age

Emigrants

2000 3512.1 765..
3

2018.0 728.8 6.4 21.8 57.4 20.8 0.18

2001 3487.0 742.8 2019.4 724.8 7.2 21.3 57.9 20.8 0.21

2002 3475.6 717.1 2046.8 711.7 8.3 20.6 58.9 20.5 0.24

2003 3462.5 688.8 2076.0 697.7 13.2 19.9 60.0 20.1 0.38

2004 3445.9 662.2 2097.3 686.4 14.1 19.2 60.9 19.9 0.41

2005 3425.3 637.4 2112.3 675.6 15.6 18.6 61.7 19.7 0.46

2006 3403.3 613.7 2121.5 668.1 12.6 18.0 62.4 19.6 0.37

2007 3384.9 590.2 2136.6 658.1 13.9 17.4 63.1 19.5 0.41

2008 3366.4 568.8 2140.2 657.4 17.0 16.9 63.6 19.4 0.51

2009 3349.9 550.3 2154.0 645.6 22.0 16.4 64.3 19.3 0.66

2010 3329.0 539.5 2162.5 627.1 83.2 16.2 65.0 18.8 2.50

2011 3052.6 492.2 1890.4 670.0 53.9 16.1 61.9 22.0 1.77

2012 3007.7 484.0 1850.7 673.0 41.0 16.1 61.5 22.4 1.36

Table 1. Lithuanian population by the main age groups24

The changes that occurred over the period of ten years shown in Table 1 are graphically rep-

resented in Figures 1 to 4.

24 Source: Statistics Lithuania. Social Protection in Lithuania, 2000-2012
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Figure 1. Dynamics of changes in population under 15 years of age

Figure 2. Dynamics of changes in working age population (16 years to retirement age)
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Figure 3. Dynamics of changes in numbers of retired people

Figure 4. Dynamics of changes in the numbers of emigrants
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Figures 1 to 4 show that 2010 was the most fatal to Lithuania from the analysed perspective,

i.e. the year when the impact of the economic crisis was mostly felt. This was observed in the

following indicators (compared to the total number of people):

 a decrease in the total number of population;

 a fall in the number of persons under 15 years of age;

 a decrease in the number of persons of working age;

 a rise in the number of retired people;

 a considerable increase in the number of emigrants.

The main reason of such downward tendency in the first group of population (0-15 year-olds)

includes demographic changes that have occurred due to irresponsible policy on families

implemented by politicians.

The number of the persons of the second group (working age) decreased for several reasons:

firstly, a fall in the total number of population in the country; secondly, a relatively intensive

rise in the number of retirement age people and rising rates of emigration.

The increase in the number of persons belonging to the third group (retirement age) and in

the number of children under 15 years proportionally decreases the number of the working

age population.

The increase in the number of individuals in the fourth group (emigrants) was mainly condi-

tioned by the economic recession which hit the county.

The situation of elderly people in the labour market

The numbers of retired people and its dynamics presented in Table 1, to a great extent are

dependent on the social policy in the country. Table 2 presents data on the dynamics of re-

tirement age persons.

The situation of the elderly people in the labour market is mainly reflected by the following

indicators:

 the number of retired people per 1000 individuals of working age;
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 the indicator of labour force;

 the employment rate;

 the unemployment rate.

Year Males Females

2000

2001

2002

2003

2004

2005

2006

2007

2008

2009

2010

2011

2012

61 years

61 years and 6 months

62 years

62 years and 6 months

62 years and 6 months

62 years and 6 months

62 years and 6 months

62 years and 6 months

62 years and 6 months

62 years and 6 months

62 years and 6 months

62 years and 6 months

62 years and 6 months

57 years

57 years and 6 months

58 years

57 years and 6 months

59 years

59 years and 6 months

60 years

60 years

60 years

60 years

60 years

60 years

60 years and 4 months

Table 2. Dynamics of change in retirement age25

The number of retired people per 1000 people of working age is important because it reveals

the extent of the social burden on the working-age population. Figure 5 shows a considerable

increase in this indicator since 2009.

The labour force refers to the total number of employed and jobless people. Employed popu-

lation includes individuals of 15 years and over, who do any kind of work for which they are

remunerated in cash or in kind or have an income from or make a profit with.

25 Source: Statistics Lithuania. Counties of Lithuania, 2012
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Figure 5. The number of retired people per 1000 people of working-age

The dynamics of the labour force are presented in Table 3 and Figure 6.

Age 2000 2005 2006 2007 2008 2009 2010 2011 2012

55-64 45.2 52.8 52.9 55.5 55.6 57.6 56.8 58.0 58.7

65+ 7.5 3.9 4.5 5.4 5.7 5.4 4.6 5.2 5.8

Table 3. Economic activity rate of the labour force (%)
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Figure 6. Dynamics of the labour force of 55 years of age and over

Figure 6 shows that the economic activity rate of this age group fluctuated.

The dynamics of employment is reflected in Table 4 and Figure 8.

Age 2000 2005 2006 2007 2008 2009 2010 2011 2012

55-64 40.3 49.2 49.6 53.4 53.1 51.6 48.6 50.2 51.7

64+ 7.3 3.9 4.4 5.4 5.6 5.3 4.5 5.1 5.7

Table 4. Employed population by age group (% of all employed persons)26

26 Source: Statistics Lithuania. Counties of Lithuania, 2012
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Figure 7. Employed population (55-64 years old; 64+ years)

Table 3 and Figure 7 reveal similar dynamics of the employment rate in this age group and

labour force.

Unemployment is the main characteristic describing the situation of elderly people in the

labour market (Table 5, Figure 8.). It is expressed as the proportion between labour force and

the unemployed.

Age 2000 2005 2006 2007 2008 2009 2010 2011 2012

55–74 9,7 6,2 5,7 3,4 4,2 9,5 13,2 12,0 10,6

Table 5. Unemployment rate (%)27

27 Source: Statistics Lithuania. Counties of Lithuania, 2012
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Figure 8. Unemployment rate among people 55-74 years of age

The data in Table 4 and Figure 8 show that the highest rate of unemployment among persons

55-74 years of age was observed in 2010, i.e. during the year of economic downturn. Currently

it has been gradually decreasing.

The generalised view of the situation in the labour market and its dynamics are presented in

the figures that present the national population according to separate categories (Figures 10

and 11.). They are designed on the basis of data in Tables 1 and 6.
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No Indicator
Measure-
ment unit

Symbol
Meaning

2000 2012

1. Total number of population
Thousand,

persons
P1 3512 3008

2. Number of persons under 15 years of age
Thousand,

persons
P2 2747 2524

3.
Population (excluding children under 15 and
economically inactive individuals)

Thousand,
persons

P3 2127 1949

4.
Population (excluding children under 15 and
economically inactive and retired individuals)

Thousand,
persons

P4 1398 1276

5. Use of potential of population in the country % - 40.0 42.4

Table 6. Changes in labour market size related to the population in the country

Figure 9. Labour force by separate categories in 2012
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Figure 10. Labour force by separate categories in 2000

Table 6 and Figures 9 and 10 show that the labour market in the country shrank by almost

10% during the analysed period.

Conclusions

The dynamics of the number of population according to their main groups over the last ten

years has shown a decrease in the total number of population as well as a decline in the num-

bers of children under 15 years and of working-age people. On the other hand, the number of

retired people and of emigrants have gone up.

People of retirement age are the main source for supplementation of the labour market. This

is confirmed by the fact that the number of such people per people of working-age has been

constantly rising.
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The analysis reveals that the system of including elderly people into the labour market has not

been developed yet; this is confirmed by the fluctuating rate of their activity.

The employment rate of elderly people (55 years and older) is low and equals 50%, whereas

that of 64-year-old individuals is only 5%.

Only 40% of working-age persons were active in the labour market in 2000, whereas in 2012

this indicator equalled 42.4%. During the period of 10 years the number of people in this

group decreased by 10%.
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Economic Development of the Provinces in Poland and the

Level of Women’s Entrepreneurship

Marzena Grzesiak

Introduction

It cannot be denied that entrepreneurship is an important factor of economic growth and

contributes to the creation of new jobs, particularly in the SME sector. It is entrepreneurship

that makes the economy more innovative and competitive. The level of entrepreneurship in

European countries is very diverse. First of all, it depends on the environment, e.g. the level of

education for entrepreneurship, culture, access to funding or administrative procedures.

The European Commission proposed an action plan (European Commission 2013, COM

795) aimed at unlocking the potential of entrepreneurship, the elimination of obstacles and

changing the culture of entrepreneurship. As a result, in a more favourable environment, more

new enterprises should be formed. The Commission proposes three areas of intervention

(COM 795: p. 5):

1. “Entrepreneurial education and training to support growth and business creation.

2. Strengthening framework conditions for entrepreneurs by removing existing struc-

tural barriers and supporting them in crucial phases of the business lifecycle.

3. Dynamising the culture of entrepreneurship in Europe: nurturing the new generation

of entrepreneurs.”

As part of the activities conducted within the framework of Action 3 the need to reach wom-

en, as one of the social groups that are not sufficiently represented in the business community,

is emphasised. As the statistics show (Franco 2007), despite the fact that women constitute

more than half the population of Europe, only one third of them engage in business or self-

employment.

In Poland, research conducted by recruitment companies shows that the number of recruited

men and women is the same. Their subsequent careers are, however, quite different. In Po-

land, these disparities are not as significant as in other countries – there are approximately
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40% women in managerial positions, however far fewer of them serve on the enterprise

boards (Deloitte 2012). This does not mean that women are less entrepreneurial. Women are

the owners of 37% of enterprises, mostly small ones. It is true that on average Polish women

tend to become managers more frequently than in the EU, however their participation is

slowly approaching the low average EU level (in the past few years the number of female

managers fell by 3%).

1. Women’s entrepreneurship in BSR countries

One of the objectives of the Europe 2020 strategy is to increase the employment rate (also in

the case of women) to 75%. Achieving this depends also on the more effective use of policies

and instruments of the European Union.

In a report on the level of innovativeness and entrepreneurship of women, three types of

barriers were identified (Technopolis 2008: p. 3-4]:

1. Contextual: educational choices, traditional views about the role of women in socie-

ty, stereotypes about women, science and innovation;

2. Economic: limited access to financing;

3. Soft: lack of access to technical, scientific and general business networks, lack of

business training, role models and entrepreneurship skills.

At the same time, research conducted and presented within the framework of the Global

Entrepreneurship Monitor (Kelley/Brush/Greene 2013) indicates that women engaging in

entrepreneurial activities try to exploit opportunities, as opposed to being driven by necessity,

much more frequently. It can also be noted that among the Nordic countries and the Baltic

Sea Region, Sweden, Norway and Denmark have the highest rates of entrepreneurship in the

area of exploiting opportunities both in the case of women and in the case of men. In Poland,

the motivations related to the necessity of establishing business are the highest (regardless of

gender) among all the analysed countries (see Table 1).

Research also confirms much greater (about twice as much) activity of men than women in

setting up and running businesses. In Estonia, Lithuania, Latvia and Poland, the entrepreneur-

ship indicators are the highest among the countries of the region. It is related i.a. to the trans-

formation of the economies of these countries and the elimination of barriers to conducting

business activities (see: Chart 1). The biggest difference between male and female early-stage

entrepreneurship was observed in Latvia. In Poland and Estonia the gender gap was relatively
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high, too. The same situation occurs in established enterprises (see: Tarnawa et al. 2013: p. 20;

Kelley/Brush/Greene 2013).

Necessity Motives (% TEA) Opportunity Motives (% TEA)
Female Male Female Male

Denmark 9 8 88 91
Estonia 18 18 79 79
Finland 21 15 69 76
Germany 22 22 78 76
Latvia 27 25 71 73
Lithuania 19 27 77 70
Poland 34 44 63 48
Sweden 7 7 88 85
Norway 11 6 80 92

Table 1. Necessity/Opportunity Motives for Female and Male Entrepreneurs (TEA)

Figure 1. Total Entrepreneurship Activity (TEA) - % of adult population

The European Commission undertakes various initiatives aimed at encouraging women’s

entrepreneurship. In 2009, a network of Female Entrepreneurship Ambassadors was inaugu-

rated, and in 2011, the European Network of Mentors for Women Entrepreneurs was estab-

lished. These organisations are to serve women wishing to take up economic activities and

serve as a positive example of successful ventures. It is further believed that the effective
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implementation of the existing legislation on gender equality, notably Directive

2010/41/EC[74], should further stimulate female entrepreneurship.

2. Determinants and barriers of entrepreneurship and/or profes-

sional activity of Polish women

As shown by the results of studies (Tarnawa et al. 2013: p. 21), in Poland, as in other coun-

tries, there are large differences in entrepreneurial activity between men and women. Although

in the period 2011-2012 the gender gap was reduced at early stages of entrepreneurship, it

increased in the case of established enterprises (Tarnawa et al. 2012: p. 29; Tarnawa et al.

2013: p. 21).

Figure 2. Entrepreneurial Attitudes and Perceptions and cultural determinants of

entrepreneurship (%)

In addition, changes in approach and perception of entrepreneurship were observed (see:

Figure 2). In Poland, the status of an entrepreneur is rated slightly lower than the average for

the efficiency-driven economies group, which may be caused by factors of both economic and

legal nature. In addition, it can be seen that in 2012 the rating of the entrepreneur status de-

creased – a smaller proportion of individuals aged 18-64 intend to set up an enterprise in the

next three years and there are fewer perceived opportunities for conducting business. The
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increase in the percentage of individuals who are afraid of failure further reinforces this barrier

to engaging in business activity. In Poland, this factor is indicated by nearly 60% of respond-

ents (in the other countries of the Baltic Sea Region the fear of failure is indicated by 38.1% in

Latvia to 49% in Germany).

2.1 Motives of starting a businesses

The Polish women’s motivations for taking up business activity is basically the same as in the

case of Polish men. Both pull and push factors were mentioned here (Balcerzak-Paradowska

et al. 2011: p 30-31):

 willingness to exploit opportunities,

 need to take over the family business,

 aspiration for independence and self-reliance in making decisions,

 urge to gain higher income (financial independence),

 possibility of professional development,

 negative experiences being employed,

 conditions prevailing in the labour market,

 lack of other possibilities of employment,

 unemployment threat, greater assurance of self-employment.

Special attention should be paid to factors that are important barriers to taking up business

activity. Both the unemployed/economically inactive and the working women identified lack

of funds as a major obstacle. Administrative procedures, lack of ideas for activities for busi-

ness or fear of failure were ranked next. However, for the working women the issue of in-

compatibility of family responsibilities with work was not as important as in the case of the

unemployed. This is probably a result of their experience in this area (Balcerzak-Paradowska

et al. 2011: p. 69-71).
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2.2 Social and cultural conditions of women’s entrepreneurship

Entrepreneurship studies often pay attention to the psychological or socio-cultural conditions

[(see e.g. Balcerzak-Paradowska et al. 2011; Tarnawa et al. 2012, 2013). The changes that have

occurred over the years in Polish society, especially in households increasingly adopting a

partnership-oriented model that promotes entrepreneurial attitudes, are emphasised. Another

change is related to the perception of women’s career. Thus, a more important factor influ-

encing the choice of employment form are personality traits, such as willingness to take risk or

striving to achieve a pre-determined goal. Studies conducted among entrepreneurs have

shown that the desired traits of an entrepreneur are above all diligence, patience, courage and

creativity. Women are slightly more likely than men to indicate the soft traits, e.g. the ease of

making contacts and having a wide range of contacts in the environment. In contrast,

knowledge of enterprise management is not seen as a significant factor in taking up business

activity.

2.3 Barriers limiting the development of women’s entrepreneurship

The main barriers to increasing the participation of women in the labour market in Poland

include (Kałążna 2006):  

 internal barriers and constraints (low self-esteem, lack of self-confidence, lack of

ability to articulate problems),

 assignment of women to traditional roles and social pressure to choose between

family and work,

 external barriers related to discriminatory attitudes or rules of political and profes-

sional environment.

Women who have been successful have pointed out that the main barrier they met was their

different position (usually related to the family duties) and unequal treatment in the workplace

(due to gender stereotypes)(Bilińska et al. 2012: p. 12).  

Among the many factors that can promote or inhibit the development of entrepreneurship,

the institutional conditions and barriers are often mentioned. Female entrepreneurs stated that

they consider non-wage labour costs and cumbersome administration to be most burden-

some. In contrast, the most frequently cited barrier independent from state policy is finding

new customers (see: Figure 3).
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Figure 3. Barriers to conducting business activity in the opinion of female

entrepreneurs.

The opinions of entrepreneurs (both female and male) regarding the factors that may help in

the development of entrepreneurship are also important. Regardless of gender, the following

factors were pointed out (Balcerzak-Paradowska et al. 2011: p 97):

 greater access to capital (preferential loans and their increased accessibility for

SMEs),

 business-friendly fiscal policy (lower taxes and compulsory social insurance contribu-

tions),

 promotion of R&D activities,

 easier access to technical infrastructure,

 development of child care services (more and cheaper facilities),

 simplifying the procedures related to the establishment of an enterprise,

 better public perception of the entrepreneurs.

2.4 Professional activity of Polish women

Economic activity depends on many factors. They include demographic, family, cultural, so-

cial, personality or economic characteristics. In the earlier part of this chapter, the results of
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seem to condition entrepreneurial activity equally. A statistical analysis of the influence of

selected factors on women’s economic activity in Poland shall be performed below.

As can be seen (Table 2), the economic activity of women from different provinces is very

diverse. In the period 2005-2012 the share of active women in the entire population fluctuated

by a few percentage points. In most provinces a decline of this variable was noted in the be-

ginning, however it started to rise as of 2007. The primary factor influencing the observed

differences was the economic situation of the country, including the beneficial – in compari-

son with other European countries – rate of economic growth.

Region 2005 2006 2007 2008 2009 2010 2011 2012

 ŁÓDZKIE 25.34% 24.88% 25.43% 24.58% 24.16% 24.30% 24.68% 25.72%

MAZOWIECKIE 24.75% 25.46% 26.21% 26.80% 27.42% 26.32% 26.96% 26.96%

 MAŁOPOLSKIE  25.73% 25.42% 24.64% 23.82% 23.23% 24.76% 25.20% 24.54%

 ŚLĄSKIE  24.56% 23.10% 22.53% 22.79% 23.62% 23.93% 23.72% 23.71%

LUBELSKIE 24.36% 23.85% 25.26% 25.09% 25.22% 25.25% 24.56% 24.39%

PODKARPACKIE 24.18% 23.71% 23.48% 24.16% 24.70% 24.60% 24.86% 24.98%

PODLASKIE 24.18% 23.76% 24.31% 24.76% 24.90% 24.20% 24.79% 24.56%

 ŚWIĘTOKRZYSKIE 23.68% 24.37% 24.57% 25.36% 25.90% 24.01% 23.96% 24.55%

LUBUSKIE 24.01% 24.63% 23.97% 22.97% 25.13% 23.84% 23.25% 23.86%

WIELKOPOLSKIE 24.62% 24.50% 23.59% 24.07% 25.63% 25.38% 24.52% 24.81%

ACHODNIOPOMOR-
SKIE

23.88% 22.19% 21.65% 23.50% 23.98% 22.83% 22.42% 22.85%

 DOLNOŚLĄSKIE 25.27% 23.64% 22.26% 23.71% 23.92% 23.92% 24.35% 23.90%

OPOLSKIE 23.69% 22.54% 22.03% 21.72% 22.49% 22.24% 22.98% 23.01%

KUJAWSKO-
POMORSKIE

24.58% 24.20% 22.32% 22.71% 24.25% 24.12% 24.07% 25.17%

POMORSKIE 23.65% 22.13% 23.39% 23.53% 22.92% 24.42% 25.08% 26.39%

WARMIŃSKO-
MAZURSKIE

23.36% 23.49% 23.34% 22.64% 22.97% 22.99% 22.15% 22.32%

Table 2. Economic activity of women in Polish provinces – % of total population

The analysis of the Pearson correlation coefficient between the index of fertility (see Table 3)

and women’s economic activities did not show a strong relationship between the analysed

variables. In 2005, a weak negative correlation was observed, whereas in subsequent years, the

coefficient gradually increased to 2011 to reach a value of 0.467, reflecting the not very strong

positive correlation (the higher the fertility rate, the higher the relative economic activity)(see

Appendix). It may reflect the growing importance of push factors determining business crea-

tion – the need to ensure greater income for one’s family.
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However, in studies conducted by PARP (Balcerzak-Paradowska et al. 2011: p. 85) it was

demonstrated that having children under seven years of age significantly reduces women’s

chances of change in labour relations (in the sense of creating one’s own business or to taking

paid employment). Also, a negative correlation was observed between the economic activity

and the number of children in the family. The most important demographic characteristics

affecting taking up business activity by women proved to be: age, marital status and level of

education. In the latter case, a surprising result was obtained: the higher the education a wom-

an had, the lower was the probability of her starting a business.

Region 2005 2006 2007 2008 2009 2010 2011

 ŁÓDZKIE 1.181 1.219 1.243 1.331 1.363 1.353 1.279 

MAZOWIECKIE 1.261 1.314 1.359 1.434 1.454 1.453 1.366

 MAŁOPOLSKIE  1.286 1.279 1.322 1.417 1.426 1.396 1.332 

 ŚLĄSKIE  1.130 1.173 1.211 1.298 1.326 1.341 1.265 

LUBELSKIE 1.329 1.330 1.343 1.412 1.405 1.367 1.297

PODKARPACKIE 1.271 1.243 1.275 1.341 1.340 1.314 1.265

PODLASKIE 1.245 1.244 1.253 1.327 1.346 1.309 1.227

 ŚWIĘTOKRZYSKIE 1.209 1.191 1.254 1.331 1.328 1.306 1.227 

LUBUSKIE 1.243 1.299 1.333 1.400 1.419 1.352 1.298

WIELKOPOLSKIE 1.316 1.344 1.393 1.488 1.481 1.478 1.376

ZACHODNIOPOMORSKIE 1.232 1.251 1.301 1.381 1.360 1.308 1.215

 DOLNOŚLĄSKIE 1.148 1.179 1.222 1.316 1.316 1.288 1.210 

OPOLSKIE 1.044 1.039 1.042 1.132 1.147 1.155 1.102

KUJAWSKO-POMORSKIE 1.271 1.308 1.348 1.433 1.419 1.388 1.297

POMORSKIE 1.359 1.394 1.455 1.558 1.548 1.490 1.392

 WARMIŃSKO-MAZURSKIE 1.335 1.358 1.398 1.457 1.474 1.387 1.305 

Table 3. Fertility rate Polish provinces

In turn, the analysis of the correlation between the economic activity of the population and

the level of GDP per capita (Table 4) allowed for noticing a very strong correlation between

the variables (see Appendix). The value of the Pearson correlation coefficient in 2005 was

0.77, and in subsequent years it was gradually increasing. The analysis of the relationship be-

tween GDP per capita and the economic activity of women and men also led to the observa-

tion of fairly strong positive correlation. In the case of men, the value of the Pearson correla-

tion coefficient increases from 0.773 in 2005 to 0.822 in 2011, whereas in the case of women

the coefficient reached 0.76 in 2005 to grow up to the level of 0.83 in 2011.
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Region 2005 2006 2007 2008 2009 2010 2011

 ŁÓDZKIE 92.1 92.1 92.5 92.8 91.9 92.6 92.6

MAZOWIECKIE 157.6 159.7 159.9 158.4 160.6 163.3 163.3

 MAŁOPOLSKIE  85.8 87.1 86.0 86.5 85.9 85.0 86.0

 ŚLĄSKIE  108.2 106.3 106.3 107.9 108.2 107.9 108.0

LUBELSKIE 68.4 67.6 68.0 69.5 67.0 67.4 67.9

PODKARPACKIE 69.5 68.6 67.7 69.0 68.4 67.1 67.6

PODLASKIE 74.2 73.3 74.1 72.9 73.5 72.5 71.8

 ŚWIĘTOKRZYSKIE 74.9 75.9 77.1 79.9 77.3 75.5 74.5

LUBUSKIE 90.0 88.8 88.2 85.6 85.2 84.2 82.7

WIELKOPOLSKIE 107.2 105.3 104.4 104.4 106.4 104.2 104.1

ZACHODNIOPOMORSKIE 91.9 90.3 89.0 90.1 87.1 86.2 84.4

 DOLNOŚLĄSKIE 103.1 106.8 108.4 107.4 108.5 112.0 113.4

OPOLSKIE 82.7 80.2 82.5 84.4 83.3 81.0 80.1

KUJAWSKO-POMORSKIE 87.1 87.2 86.9 86.2 84.3 83.4 82.2

POMORSKIE 98.6 98.7 98.3 94.9 96.7 95.3 95.4

 WARMIŃSKO-MAZURSKIE 76.4 75.2 74.2 73.8 73.2 72.7 72.2

Table 4. Gross Domestic Product per capita (%, Poland = 100)

The performed statistical analyses allow for concluding that there is a strong positive correla-

tion between the economic activity of the population (men and women) and the economic

development measured as GDP per capita.

Summary and conclusions

Based on the analysis of differences in taking up business activity by women and men in Po-

land [e.g. Tarnawa et al. in 2012, 2013; Balcerzak-Pardowska et al. 2011), it can be stated that:

 women are more likely than men to see the prevalent possibilities;

 women are more likely than men to assess their knowledge and skills as poor;

 women are more likely than men to fear failure and treat it as a disincentive to under-

taking entrepreneurial activities;
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 the gender gap in both emerging and stable companies is quite high, however it

gradually decreases in the case of new enterprises, whereas in the case of stable com-

panies it is growing;

 men more are likely than women to want to grow their enterprises, while applying

more aggressive strategies;

 the only barrier to conducting business activity indicated more frequently by women

in qualitative research is the need to balance work and care of children and the per-

ceived lack of adequate access to universal and affordable institutional childcare.

It can therefore be concluded that there is a high potential for women entrepreneurship,

which in many respects remains untapped. Women, through the use of their personal charac-

teristics, may be more effective in influencing their environment. The effectiveness of men

and women in managerial positions is similar. The problem lies in the use of appropriate tools

to utilise this potential well. Women should not identify with the male domination of power

but rather to exert influence through inspiring. Such actions can also change the perception of

the business as a platform for cooperation and collaboration, not a battlefield. Also the pre-

sent crisis can be perceived as an opportunity to increase the participation of women in busi-

ness, as studies have shown that women choose management tactics that provide long-term

effects and cause permanent changes in attitudes. Enterprises managed by women will be able,

therefore, to build their position in the market systematically, in accordance with the principle

of sustainable development (see e.g.: Deloitte 2012).
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Appendix

Pearson correlation coefficients for different Polish provinces — calculations

performed using the Statistica package

Year Pearson correlation
coefficients
for GDP per person

and the
economic activity of
the population

Pearson correlation
coefficients
for GDP per

person and the
economic activity of
women

Pearson correlation
coefficients
for GDP per

person and the
economic activity of
men

Pearson correlation coeffi-
cients for the
fertility rate and the eco-
nomic activity of women

2005 0.771138 0.766028 0.773860 -0.034814
2006 0.793685 0.789381 0.796426 0.111604
2007 0.804942 0.800612 0.807313 0.156784
2008 0.820369 0.816489 0.822865 0.168101
2009 0.818470 0.822212 0.814628 0.226677
2010 0.820425 0.818178 0.821659 0.467888
2011 0.826869 0.830305 0.822354 0.467434
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Personal Entrepreneurial Potential in the Opinion of Young

Women Entering the Labour Market

Katarzyna Stankiewicz

Introduction

The concept of entrepreneurship is a quite complex and variously understood term. In a nar-

row sense it is most commonly used to define the actions aimed directly at the creation of new

or the expansion of an existing organisation, including self-employment in order to make a

profit (Gartner 1989; Kamerschen et al. 1991; GEM Polska 2012). In a broader approach

derived from a psychological perspective, entrepreneurship is understood as activities of indi-

viduals leading, often in a manner going beyond clichés, to pursue their own purposes (Kurat-

ko 2008; Strykowska 2012). At the core of such activities lie the characteristics of individuals,

conditioned by personality (Perwin 2002), as well as cultural and social factors (Georg/Zahara

2002) predisposing them to entrepreneurial behaviour. These behaviours can be taken up in

favourable circumstances, i.e. those in which the assessment of one’s capabilities is adequate

to external challenges. Of course, this assessment is vitiated by an error of subjectivity, but it is

believed that self-assessment of one’s strengths and a sense of a high level of individual self-

efficacy play an extremely important role in entrepreneurial activity. This broadly understood

entrepreneurship concept is based on the awareness of ownership of one’s strengths forming

personal entrepreneurial potential, the skills related to managing them, as well as their devel-

opment (Dubiel 2012).

Attempts at accurately defining the notion of personal entrepreneurial potential have not led

to the creation of a uniform concept of the individual characteristics conditioning the taking

up entrepreneurial activity yet. Some authors pay attention to personality traits (Perwin 2002),

while others speak of abilities, skills, competencies possessed, knowledge and experience

(Mitchelmore/Rowler 2010). At the same time, upon careful analysis it appears that these

terms are often used interchangeably without detailed defining and distinguishing.28 Perwin

(2002) points to such characteristics of entrepreneurs as ingenuity, agility, resourcefulness and

enterprise. Becker (1993), on the other hand, points to the personal resources of individuals,

28 This is evident also in the GEM Polska reports (2013), where the concepts of entrepreneurial
aptitudes and entrepreneurial skills are used interchangeably.
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referred to as “human capital”, being a result of investments in education and work experi-

ence. Other authors mention such entrepreneurship components as: efficiency, useful creativi-

ty, the ability to anticipate opportunities and assess risk, consideration, openness to change,

transgression, perseverance and reliability (Studenski/Studenska 2012), or flexibility, creativity,

problem solving, ability to work hard and resilience to stress (Strykowska 2012). Giunipero et

al. (2005) list a set of 17 entrepreneurial skills, whereas Mitchelmore and Rowler (2010) enu-

merate over 40 competencies, grouped in four areas – entrepreneurial, business and manage-

ment, human relation, conceptual and relationship – designed to create the Entrepreneurial

Competency Framework.

Regardless of attempts to create a detailed description of the characteristics forming personal

entrepreneurial potential allowing for taking up appropriate actions, the assessment of such

entrepreneurial skills among the Polish is one of the highest in Europe. According to the

GEM Polska report (2013), 54% of all respondents aged 18-64 stated that they have them at a

level sufficient to run their own business. On the other hand, the difference in the assessment

made by men and women was one of the highest in Europe, too. Among men, 65% of re-

spondents evaluated their knowledge and skills positively, as opposed to 43% of women.

Poland is, however, a country where the difference in favour of women in the recognition of

entrepreneurial opportunities is the greatest in Europe. Among men, the figure is 18%, where-

as among women it is 23%. According to the above-mentioned GEM report, comprehensive

studies of entrepreneurship conducted in Poland indicate a significant potential for entrepre-

neurship among women, which remains unused, however.

The answer to the question related to the reasons of such situation is not too difficult. It is

true that a sense of ownership of one’s strengths forming personal entrepreneurial potential is

a factor shaping a sense of entrepreneurship, and as a result one’s value in the labour market,

but it is not the only factor. The presented study takes into account first of all the situation of

young women who are entering the labour market as college and university graduates. Their

first experience after graduation is the encounter with the difficult situation in the labour

market. The graduates of some faculties are called simply “the future unemployed” (Je-

lonek/Szklarczyk 2012). The unemployment rate in Poland, according to the Central Statisti-

cal Office (GUS 2013) in November 2013 amounted to 13.2%, but in the group of university

graduates it reached 20.1%. The significant difference between the general unemployment rate

and the unemployment rate of university graduates is due i.a. to the fact that employers seek

employees corresponding to their requirements not only as far as the level of education and

speciality attained is concerned but also with regards to their professional experience

(Auleytner 2007). Although the unemployment rate of college and university graduates in

Poland is lower than the unemployment rate in the group of school graduates as a whole
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(30.1%) and decreases with the level of education, it should be emphasised that the difficulties

experienced by graduates entering the labour market concern females even more (Auleytner

2007; GUS 2013b; Jelonek/Szklarczyk 2012). This happens despite the fact that according to

statistical data they are better educated and more likely to participate in lifelong learning than

men (Kupczyk 2009).

Results of the author’s own research

The main goal of the present study was examining the self-esteem of young educated Polish

women entering the labour market, in terms of their possession of the key skills and compe-

tencies that shape their personal entrepreneurial potential. The study also aimed at verifying

the statement that high self-esteem of given competences as strengths of an individual is

linked to one’s perception of oneself as an entrepreneurial person prepared to professional

activity, and therefore to a sense of self-worth in the labour market.

The study was conducted among students of the Faculty of Management and Economics of

the Technical University of Gdansk. The study group consisted of 80 women aged 19-25 years

(the average age was 21.5). The selection of the study group was a deliberate choice dictated

by both the purpose of the study and the objectives and mission of the faculty at which the

surveyed women studied. The students acquire during this course of study the knowledge and

skills necessary to prepare them for the role of high-class managers who can adapt to the

changing requirements of European markets.29 Therefore, it could be expected that those

students have certain predispositions which upon further development in the course of study

may form their strong personal entrepreneurial potential.

The respondents were asked to fill in a survey questionnaire and respond to the questions and

statements contained therein.

The first survey question concerned the self-assessment of their skills and competencies which

may constitute strengths (strong sides) used in the labour market and read: “Your strengths

that you can use in the job market are ...“. The answers were given on a scale from 1 (definite-

ly not) to 5 (definitely yes) for each of the strengths listed in the survey. The list presented to

the respondents consisted of 18 alphabetically listed characteristics likely to provide ad-

vantages in the labour market while building personal entrepreneurial potential.

29 http://www.zie.pg.gda.pl/misja
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The graphical representation of the results for responses “definitely yes” and “rather yes” is

shown in Figure 1.

Figure 1. Results of the answers “definitely yes” and “rather yes” to the question:

”Your strengths that you can use in the job market are ...” (%)

The most frequent strengths indicated by the surveyed women were: the ability to work in a

team, the energy for action, as well as flexibility (defined as the ability to adapt to changing

conditions) and industriousness. In contrast, the least frequent, although still quite often cho-

sen answers were having expertise and specialist skills, work experience and resilience to

stress. The exact percentages of the answers most and least frequently chosen by the surveyed

women are presented in Table 1.

It is worth drawing attention to the characteristic, strong asymmetry of results for the most

frequently chosen strengths. The surveyed women are strongly convinced of their possession

of competencies and skills that may be their strengths in the labour market. Only about 1-2%

of the respondents admit their absence (“definitely not” or “rather not”). The women as-

sessed themselves slightly more critically in terms of experience, expertise and specialist skills,
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i.e. the strengths characteristic for individuals who have already been economically active for

some time. 35% of the respondents admit their lack of professional experience (aggregated

results “definitely not” and “rather not”), although at the same time 42% claim that this char-

acteristic can be their advantage (aggregated results “rather yes” and “definitely yes”). It is

worth noting that in the above case (work experience) the answer “definitely not” was chosen

more frequently than in any other question (15%).

Definitely not
Rather

not
Neither yes

nor not
Rather

yes
Definitely yes

Ability to work in
team

0% 1% 7% 44% 48%

Energy for action 0% 1% 6% 49% 43%

Flexibility 0% 1% 9% 52% 38%

Industriousness 1% 1% 9% 37% 52%

Professional
experience

15% 20% 23% 29% 13%

Expertise 1% 20% 46% 27% 6%
Specialist skills 1% 19% 45% 28% 7%
Resilience to
stress

3% 13% 42% 31% 11%

Table 1. Most and least frequently selected characteristics of the surveyed women (%)

21% of the respondents admit their lack of expertise (aggregated results “definitely not” and

“rather not”), whereas 33% indicated having such knowledge as their strength. The results are

similar in the case of specialist skills. 20% of respondents believe that they cannot identify

such skills as their strength, while 35% of respondents are convinced that they have such an

asset. In both cases, nearly half of the respondents (46% for expertise and 45% for specialist

skills) selected the answer “neither yes nor not”.

The answers related to the resilience to stress seem to be quite interesting, too. This character-

istic belongs to the group with the lowest amount of indications, although it does not seem to

be directly linked with the rest of the skills acquired in the course of professional work.

The graphical representation of the results for responses “definitely not” and “rather not” is

shown in Figure 2.
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Figure 2. Results of the answers “definitely not” and “rather not” to the question:

“Your strengths that you can use in the job market are ...” (%)

As stated above, the results obtained are characterised by a strong asymmetry. In the opinion

of the vast majority of the surveyed students they have the skills and competencies that may

be their strong assets in the labour market. It would seem that the results are very encourag-

ing. The self-assessment of possession of assets necessary in the labour market is high. At the

same time, the respondents partially admit to not having the skills and competencies the at-

tainment of which is related to the economic activity. It is difficult to resist the impression

that the resulting image can be an expression of a desire to present oneself in a positive light

or a consequence of the respondents’ knowledge of the current market expectations in rela-

tion to job seekers. If the surveyed women had all the indicated strengths constituting the

entrepreneurial capacity of individuals, one would expect equally high opinion of themselves

as entrepreneurs.

To check this assumption, the answers to the question “Do you consider yourself an enter-

prising person?” were verified. The respondents could answer this question using, as in the

previous question, the scale from 1 (definitely not) to 5 (definitely yes).

The response rates results are presented in Table 2.
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Definitely not Rather not
Neither yes

nor not
Rather yes Definitely yes

Do you con-
sider yourself
an enterprising
person?

1% 5% 41% 48% 5%

Table 2. Answers to the question: “Do you consider yourself an enterprising person?”

More than half of the surveyed women (53%) consider themselves entrepreneurial persons

(aggregate results “rather yes” and “yes”), and at the same time not many respondents (6%)

indicate the answer “rather not” and “definitely not”. In addition, a fairly large group of re-

spondents is not able to assess this trait in relation to oneself (48%) clearly.

In order to verify if identifying the surveyed women’s own strengths is associated with the

perception of themselves as entrepreneurial, a U Mann-Whitney test was conducted – a non-

parametric alternative of the t-test for independent samples. It was found that there is a statis-

tically significant difference in the surveyed women’s assessment of their professional experi-

ence (Z = 1.9, p <0.05) and creativity (Z = 1.9, p <0.05) as an asset, depending on the degree

of rating oneself as an entrepreneurial person. In the case of other strengths indicated there

was no evidence of such relationships.

In the course of further analysis the R - Spearman rank order correlation was used, which

showed a linear correlation dependence between the assessment of one’s professional experi-

ence (R = 0.37, P <0.001) and creativity (R = 0.28, P <0.02) and the self-perception as an

entrepreneurial person. It means that with the increase in the assessment of one’s professional

experience and perception of creativity the rating related to perceiving oneself as enterprising

also increased among the surveyed women. In the case of other indicated strengths there was

no such relationship.

Very low Low Average High Very high

Self-esteem in
the labour
market

1% 16% 56% 23% 4%

Table 3. Answers to the question: “Rate your value in the job market”

It also seems that high ratings of one’s own strengths should result in a positive, high assess-

ment of one’s value in the labour market. In order to verify this assumption, the respondents

were asked to assess their value in the labour market. The responses were marked on a scale
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from 1 (very low self-esteem) to 5 (very high self-esteem). The percentages of responses are

presented in Table 3.

Despite admitting to having numerous advantages that may be used in the labour market, the

same surveyed women judge their value in the labour market as far lower. Only 4% of re-

spondents identified it as very high, 23% as high (aggregate score of 27%), more than half

(56%) as average, while 17% as low and 1% as very low.

In order to verify whether identifying one's strengths by the surveyed women is associated

with the self-assessment of their market value, the Mann - Whitney U test was conducted, on

the basis of which it was found that there exists a statistically significant difference in the

surveyed women’s self-assessment of their resilience to stress (Z = 2.1; p <0.05) and inde-

pendence (Z = 2.1; p <0.05) as assets, depending on their assessment of their value in the

labour market. However, using the Spearman rank order correlation did not demonstrate the

existence of a linear correlation between the results obtained. This means that there is no

simple linear relationship between the indication of resilience to stress and independence as

the respondents' asset and their self-assessment of their value in the labour market.

Simultaneously, a linear relationship was demonstrated between the assessment of one’s mar-

ket value and indicating as one’s strengths such characteristics as: communication skills (R =

0.3, p <0.01), industriousness (R = 0.2, p <0.05), knowledge of a foreign language (R = 0.2, p

<0.05) and orientation for success (R = 0.2, p <0.05). It means that with the increase in the

self-assessment of one’s communication skills, industriousness, as well as knowledge of a

foreign language and orientation for success as assets in the labour market, the self-assessment

of one’s market value also increases.

Of course, the self-assessment of one’s value in the labour market is not always dependent

only on the assessment of one’s own strengths, as it is a result of interaction of several factors.

In addition to opinion on one’s skills and competences the assessment of the situation of the

relevant age group in the labour market is also important. Despite the graduates’ education

and skills the market demand for them may be limited. In this case, an assessment of one’s

value in the labour market may decrease. To verify this assumption, the respondents were

asked to answer the question: “In your opinion, the situation of college and university gradu-

ates in the labour market is now ... “. The responses were marked on a scale from 1 (definitely

bad) to 5 (definitely good). The percentages of responses are presented in Table 4.

Slightly more than half of surveyed women described the current situation of graduates in the

labour market as poor (aggregated results “definitely bad” 15% and “rather bad” 36%). 38%

of respondents indicated the answer “neither good nor bad” and only 10% rate it as good,
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whereas 1% consider it to be very good. Interestingly, conducting the Spearman rank order

correlation revealed a linear relationship between indicating flexibility, understood as the abil-

ity to adapt oneself, as one's strength, and the assessment of the college and university gradu-

ates situation in the labour market (R = 0.2, p <0.05). This means that the higher a surveyed

woman assesses her ability to adapt to the changing situation, the more positively she assesses

the situation in the labour market.

Definitely bad
Rather

bad

Neither
good nor

bad

Rather
good

Definitely
good

The situation
of the college
and university
graduates in
the labour
market

15% 36% 38% 10% 1%

Table 4. Answers to the question: “In your opinion, the situation of college and

university graduates in the labour market is now ...”

At the same time, correlations between their perception of themselves as entrepreneurial and

their assessment of their value in the labour market (R = 0.2, p <0.02), as well as between

their assessment of their value in the labour market and their assessment of the college and

university graduates situation in the market (R = 0.35, p <0.001) were demonstrated. This

means that the higher the surveyed young women rate themselves as entrepreneurial, the

higher they assess their value in the labour market – moreover, the higher they assess their

value in the labour market, the more positively they assess the current situation in this market.

Conclusion

The conducted study allows us to conclude that the vast majority (up to 90% of surveyed

young women) highly appreciate their skills and competencies forming their personal entre-

preneurial potential and having a potential to be a strength in the labour market. The most

frequently mentioned characteristics are the ability to work in a team, the energy to act, flexi-

bility and industriousness. Given the faculty of the surveyed women, it could be assumed that

such high, positive results are a consequence of both the earlier possession of certain predis-

positions and of acquiring during studies the knowledge and skills which shape their personal

entrepreneurial potential further. However, the results obtained in this regard do not directly

translate into equally high self-esteem of the respondents as enterprising individuals. Slightly
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more than half of the surveyed women consider themselves entrepreneurial, and apart from

this most of them assess their own value in the labour market as average. At the same time, it

is worth noting that these results are higher than the results presented in the GEM – Polska

reports. It should be kept in mind, however, that respondents of the GEM report are women

aged 19-64 years, while the presented study covered young women aged 19-25 years.

It also seems that the lack of direct translation of high evaluation of one’s personal entrepre-

neurial potential to equally high scores of one’s own entrepreneurship and one’s value in the

labour market can be a result of the negative evaluation of the current situation of the college

and university graduates in the labour market. Even more noteworthy is the fact that the sur-

veyed young women who indicate flexibility, understood as the ability to adapt to changing

conditions, as their strength, evaluate the current situation in the labour market for university

graduates positively.

The study results also showed that the more surveyed young women consider themselves to

be entrepreneurs, the higher they estimate their value in the labour market, as well as that at

the same time there is a correlation between the indication of professional experience and

creativity as one's strength and the assessment of oneself as an entrepreneurial person.

In contrast, a greater sense of self-worth in the labour market is correlated with a more posi-

tive assessment of opportunities for the college and university graduates in this market. At the

same time, a greater sense of value in the labour market was observed among those women

who indicated as their strengths their communication skills, diligence, knowledge of a foreign

language and orientation for success.
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Women’s Role in Succession Processes in Polish

Family Enterprises

Krzysztof Safin

1. Introduction – the genesis of the problem

For several years now, women’s active participation in economic life has also been in Poland a

topic of interest for politicians, practitioners of management and an issue to be considered by

researchers. According to statistics and research conducted in this field, women’s economic

activity is growing and so is the importance of businesses led by them. Many of these busi-

nesses have become a brand name and won international reputation.

“According to the analysis of Eurostat, Poland is one of the leaders among the EU countries

(6th position) as for the female participation among company owners (nearly 35%). This rate

fluctuates around the average rate for the EU-27 countries and includes the self-employed and

employers altogether. The situation is even better if we take female participation among only

employers into consideration. Although the rates are lower, as they are reduced by the rates of

the self-employed, Poland takes the first place in the European Union as for female participa-

tion among employers (29.4%)” (Balcerzak-Paradowska et al. 2011: p. 27).

There are many reasons for this phenomenon of female entrepreneurship in Poland. Howev-

er, two main reasons should be considered:

“On the one hand, Polish women feel greatly responsible for the financial well-being of their

families, which leads to starting a business activity. This approach is characteristic of countries

with lower economic development. Here, ‘pushing-to’ self-employment factor would be dom-

inant. On the other hand, after 1990, especially among young, well-educated women, there

appeared motivations characteristic of highly-developed countries, where women seek high

income and self-development in business” (Balcerzak-Paradowska et al. 2011: p. 28).

These statistics are an encouraging sign for yet another reason. Female activity and willingness

to meet challenges are being considered a potential reserve for succession processes within

family enterprises. Like many European countries, Poland faces a serious problem due to lack

of successors in family-owned businesses. The businesses founded in the late 80s and early



Krzysztof Safin

87

90s (that is at the beginning of Poland’s transformation) are in a moment of generational

transition. It is estimated that a 100,000 Polish enterprises are ready to be transferred or are

being transferred each year (that being the number of entrepreneurs above 60 years of age).

Only some of them find successors within their families, few pass to outside persons (sale,

management), yet majority of them is being shut down. One therefore expects that this de-

creasing willingness (ability) to take over family business may be compensated for by women’s

greater involvement. According to IfM research from Mannheim (IfM Mannheim 2000), this

kind of development is currently being observed in Germany. However, so far, no such re-

search has been carried out in Poland.

From a theoretical and cognitive point of view, attempting to fill this cognitive gap and identi-

fying directions in which to use the results for the purpose of facilitating succession processes

appears to be important .

2. Goal and scope of research

The analyses and conclusions presented in the paper are the result of the research conducted

within the framework of the project „Codes of Values” commissioned by PARP [Polish

Agency for Enterprise Development] (Safin et al. 2013). The situation of women in succession

processes was only an indirect goal of this project (with its primary objective focused on

providing succession tools to various groups of stakeholders); yet the empirical material thus

collected proved to be large enough to allow for investigating further issues.

The main hypothesis the authors verified in the course of the study referred to the validity of

the stereotype that the first position in the succession hierarchy is usually occupied by the

eldest male descendant, regardless of his competences and intellectual abilities.

While undertaking the research there was a belief that the upcoming results regarding Poland

would not confirm this stereotype. The reason for that was attributed to the short history of

the majority of Polish family businesses (there is no common rule of male primogeniture),

which seems to foster equality; nevertheless, the traditional family model that still persists in

the country is a strong determinant consolidating this stereotype. Therefore, not only was the

state diagnosis of importance here, but also the analysis of conditions, trends and consequenc-

es with respect to succession processes and family enterprises.

The logic underlying the research process has been based on the concept by Le Breton-Miller

et al. (Le Breton-Miller et al. 2004 ). It is one of few publications providing a comprehensive

basis for further work. The model presented there allows for the integration of various aspects
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and contexts within one research framework. The issues concerned with the formal definition

of a family enterprise have been narrowed down to a situation where an owner employs (for-

mally or not) at least one more person who is member of the family. Further characteristics

such as organisational form, size of enterprise are considered to be secondary with businesses’

operating sector and activity scale being consciously omitted. Thus, key in the proposed re-

search approach is playing the role of an owner and, in consequence, of a manager and the

overlapping of family and business interests with at least one person employed in the enter-

prise, apart from the owner. Also, having a successor in the next family generation is of par-

ticular significance. All this constituted the essential enterprise selection criteria adopted in the

study. The sampling frame applied in the survey took these criteria into account. The study

was conducted based on an electronic survey. After having previously sent an invitation to the

interview, respondents, by clicking a special link, reached the site of the survey where they

provided their responses.

The main characteristics of the enterprise sample refer to family firms considered a homoge-

nous set of 330 enterprises. The size of the random sampling is typical for a vast body of

survey research carried out on family businesses and was thus collected so as to constitute the

equivalent of simple random sampling with the level of significance 0,05 and sampling error

of 5,5%. The entire research was conducted in the first half of 2013.

There were 330 people participating in the quantitative survey, most of whom were owners

(seniors) – 248 persons, with 82 of the surveyed representing successors. The important dif-

ferential feature among respondents was their division into women and men – 28% women

and 72% men. Micro-enterprises accounted for 54%, small for 28% and medium for 15%,

with big companies making up about 3% of all of the enterprises.

In accordance with the adopted succession model, a succession process encompasses several

basic stages – preparing successors, selecting and choosing candidates, transferring ownership

and management. The process takes place in a specific legal, social and cultural environment

as well as in a specific family situation. The principal actors involved in this process are own-

ers, family and successor. Moreover, the process is accompanied by specific motivations and

expectations of its main participants, along with the rest of stakeholders.

These core elements of succession were taken into account when preparing the tools (survey)

and conducting the research, including the results analysis. As already mentioned, the analysis

of women’s behaviour in succession processes was not the sole objective of the study, so

consequently the questions were posed to both male and female successors and owners. A

relatively complex picture was thus obtained of the attitudes of the participants in the succes-

sion process. A comparative analysis was carried out to provide answers to the questions
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concerning women’s attitudes, roles and behaviours – women’s attitudes were analysed against

the behaviour of the rest of succession participants.

A parallel analysis of women’s and men’s behaviour in the main areas of succession process

allowed for assessing the role of the female in this process. Moreover, it enabled us to show

the extent to which women’s attitudes and behaviour differ from those of men, providing

further assessment as to what extent it is possible to strengthen female involvement in succes-

sion processes.

3.Succession process

The nature of succession

The situation of succession and its process are complex.30 Apart from distinguishing individu-

al stages of succession as an objective indicator of family business situation and a significant

moment of its development, one should also consider the fact that the phase or state of suc-

cession is most frequently the result of specific decisions being made or not made by actors

who are affected by their own attitudes and beliefs and by those of other successors and by

their evaluation of objective opportunities in terms of action taking. While analysing succes-

sion process, it is important to note how it is perceived by the principal persons engaged in it

– the successor and senior (owner) representing two generations of family business.

The question concerning the essence of the succession process – whether it is a natural pro-

cess with no need of regulation or a management process requiring a rational approach – was

posed as the first one, initiating the discussion with the respondents. Their response was of

consequence to further conclusions. On a declaratory level, both successors and owners be-

lieved the succession to be so important that it should not be left to itself, but should instead

be planned and steered. The analysis of the different ways owners and successors perceive

succession shows that it depends strongly on the size of company. In successor firms31 there

is a distinctive interdependency between the increase in the company’s size and the increase in

the belief that succession is an important process that has to be planned. On the other hand,

30 The notion of succession in relevant European literature – German and English language – is under-
stood as a dynamic process occurring between two principal groups (the transferring group and taking-
over group) with the aim to transfer both ownership and management to the next generation.
31 a successor firm is a firm in which the respondent was a successor representing the next generation in
relation to the founder of the firm and who, in most cases, was the real owner (co-owner); in the owner
firm the respondent was the owner of the firm, the senior.
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in owner firms the level of education differentiates considerably the view with respect to the

planned nature of succession. The higher the education (from vocational, over secondary to

higher education), the higher proportion of respondents sharing the view that succession

should be planned.

Gender combined with the type of family business appears to be a relatively significant differ-

entiating factor when forming an opinion about the nature of succession. The results indicate

that in owner firms women owners are more likely to identify succession as a planned process

requiring a professional management than men owners. Interestingly, successors’ views are

opposite, i.e. men successors compared with their female counterparts more often see the

need to plan and manage succession process. This might be the result of women showing

greater concern compared to men over their destiny after having handed over the business

and dismissing (ignoring) the issue.

Nevertheless, this positive picture emerging from the above statements declaring the signifi-

cance of succession is not further confirmed by the actions actually undertaken. Thus, the

intuitive presumptions have been confirmed; in Polish family enterprises succession is spon-

taneous and/or forced, with the work devoted to succession planning performed only due to

strong external stimuli – death, the owner’s illness, “blackmail” by a potential successor. The

prevailing state (70% of the cases) is a planning phase (in general understood as the phase

when first approaches to the problem are being made), which most frequently involves no

concrete succession actions. This may seem surprising insofar as over 80% of surveyed own-

ers were over 45 and 40% over 55 years of age. It is commonly accepted that at this age start-

ing to undertake concrete actions towards succession is considered to be relatively late.

Factors affecting succession process

Enterprise size and respondent’s age have the greatest impact on the succession phase a family

business is in, both in owner and successor firms. A common response to the succession issue

is to postpone it, which finds its reflection in the age of successors. Advanced succession

phases are the domain of owners over 65 years old as they are three times more likely than

their 20 years younger colleagues to declare their entering the transferring phase. As men-

tioned before, the second most important differentiation factor for both of the sets of enter-

prises is their very size. According to the intuitive assumption, the bigger the firm, the more

advanced the succession stage.

A comparatively significant differential in terms of succession phases in both of the firm cate-

gories is successors’ and owners’ gender. In family businesses of the first generation (owner

firms) and the next one (successor firms) there were fewer men than women admitting that
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the company was in the initial phase of succession. In their assessment of the level of succes-

sion advancement women turn out to be more sceptical, irrespective of whether they are a

successor or owner. They are significantly more likely than men to admit that the process is

only in its initiative phase – the difference is above 14 p.p. if the respondent is an owner, and

up to 10 p.p. if successor. This sort of scepticism and restraint women evince may further be

observed in many aspects described below (e.g. assessment of successors’ preparadness).

It is worth emphasising that when assessing succession either as a planned or natural process,

it is influenced by the time horizon in which succession is perceived. The research shows that

respondents believe the time horizon should be relatively short, and this opinion is shared by

either of the generations. More than 80% of the surveyed, including successors as well as

owners, suggest that the process should not last longer than 5 years, with 18% of successors

and 20.6% of owners believing that it should take no longer than a year. It is interesting to

observe that as many as 47% of women owners think the succession process should not be

planned at all, or if so, than for no more than a year. 28% of men were of a similar opinion.

Succession relevance

The importance (relevance) of succession issue for owners and their families was measured by

the frequency of their discussions about it (Table 1).

How often is/was the subject of succession raised
in family discussions

Successors Owners

Very often, even once a week 17.1 % 11.3%

Often, even once a month 15.9% 16.9%

Occasionally, during family meetings 30.5% 26.6%

A few times a year or fewer than that 24.4% 24.2%

We do not talk about it at all 12.2% 21.0%

Table 1. The frequency of discussions about succession in family enterprises32

The findings reveal that in family businesses there is a low rate of discussions about succes-

sion. It is mainly the subject of conversations taking place occasionally. The issue is frequently

32 Source: Own study based on research, N = 330.
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discussed (even once a week – once a month) by seniors in about 25% of family firms. The

answers, “very often” and “often” were given in total by 33% of successors and 28% of own-

ers. 12% of successors declare not having raised the subject at all compared to 21 % of own-

ers.

In general terms, the results obtained show that while in successor firms the subject of discus-

sions becomes the subject to be acted upon, in owner firms, there is yet no action taking be-

hind the “thinking” or “discussing”, and not infrequently the issue is not addressed at all

there.

These results appear consistent with the trend of postponing the succession process until a

later unspecified date as well as with the belief, represented by many owners, that succession is

a natural process (after owner’s death children inherit the firm).

4. Selection of successor and mode of succession

Selection criteria

Selecting and preparing a successor are frequently regarded as a critical moment in the succes-

sion process. Based on the research results (Table 2), one can suggest that in family enterprises

the prevailing succession model is the model based on intra- family succession, with gender

and seniority being the leading factors. Seniority, as the selection criterion, is identified by 32%

of successors and is put on a par with good professional training. Owners identify other crite-

ria. From their point of view, the candidate’s good professional training is the crucial factor

when choosing the future owner from members of their family.

In this way the selection of a successor focuses on owners’ closest family circle with their

actually narrowing the selection down to their own children. In 40% of cases owners favour

the eldest son while 16% the eldest daughter.

What affects the weight of the selection criteria, as identified by successors, is first of all the

issue of professional training. A tendency may be observed here between the growing signifi-

cance of this criterion and the growing size of enterprise. In other words , in successors’ view

the weight of the professional training criterion increases in big enterprises. In addition, it has

a greater importance for successors who are over 35. Gender, in successors’ opinion, is

strongly linked to the professional training criterion, yet it represents a negative – a biased

context. It is most frequently identified by women, whereas men most often point out that

they are the eldest in the family.
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Why was this choice made
Successors Seniors

Women Men Women Men

I am the eldest in the family 24.0% 36.4% 24.6% 16.9%

I am the only child - - 20.0% 10.7%

I have a very good professional
training

40.0% 29.1% 26.2% 41.0%

I have a flair for business 24.0 % 25.5% 13.8% 19.1%

Others did not want to take
over the business

12.0% 9.1% 15.4% 12.4%

Table 2. Criteria for selecting a successor in family enterprises33

According to owners, the shift in the weight of the criteria when choosing a successor has

slightly a different dimension. What can be seen here is the interdependency between the

decrease in the significance of children’s age or the fact that “it is the only child” and the

increase in the size of firm. In middle and big enterprises such criteria are practically of no

importance. Moreover, male owners highlighted above all the significance of the candidate’s

professional training, with the emphasis being put on it much more frequently than on any

other criteria. And finally, the importance of professional training appeared to be greater for

owners with higher education than for those with secondary or vocational education.

33 Source: Own study based on research, N = 330.
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Who is the successor

Who was taken into consideration as a successor

Successors Seniors

I do not know 59.8% The eldest son 40.3%

My siblings 32.9% The eldest daughter 16.1%
Outside manager 2.4% Other children 27.0%
Manager employed in the
enterprise

4.9% Other family members 8.9%

- Outside manager 4.8%

-
Manager employed in
the enterprise

2.8%

Total
82

Total
248

100.0 100.0

Table 3. Candidates for successors in family-owned businesses34

Who do/did you consider to be successor to your enterprise
owner

man woman

The eldest son 45.5% 27.7%

The eldest daughter 13.5% 23.1%

Other children 22.5% 38.5%

Other members of family 10.7% 4.6%

Outside manager 5.1% 4.6%

Manager employed in the enterprise 2.8% 1.5%

Table 4. Owners’ successor preferences by owners’ gender35

34 Source: Own study based on research.
35 Source: Own study based on research; N = 248.
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A significant problem, as revealed by successors (the next generation in family businesses), is

the fact that the appointment of a successor is accompanied by a significant lack of knowledge

as to the choice their parents faced (Table 3). It is worth pointing out that as many as 60% of

successors had no idea whether the owner had considered somebody else for this position.

Seniors, as mentioned before, prefer their children to be their successors (Table 4), with the

eldest son being the most favoured (40%). Further analyses of this issue on the part of seniors

show an interesting interplay introduced by gender. While men decidedly prefer the eldest son,

women, when having to select their successor, broaden their choice considerably (up to sever-

al options), most frequently favouring other children, thereby undermining the seniority rule.

Succession preparadness

From the perspective of the main problem related to succession – lack of candidates to carry

on the business - it is important to analyse the extent to which potential successors are pre-

pared to take over family business.

Being prepared for succession means that the candidate agrees to be actively involved in the

succession process – taking over the enterprise and having to assume a new role, including the

responsibility for the family business. Both the owner and successor must be then prepared to

make special efforts arising from the new situation, as, for example, acquiring education, train-

ing, practice, changing their life style and scope of duties, etc.

From successors’ perspective, being involved in succession process in most cases is a natural

thing. As they point out, their choice has always been obvious (51%), which at the same time

means accepting the role prescribed to them. Clear disparities are observed between female

and male successors regarding the assessment of readiness to perform successor role. The

indecision on the part of female successors as to whether accept the succession or the lack of

the final consent given to female succession by owner appear with greater frequency among

women than men. Successor selection as a self-evident issue is above 10 p.p lower for women

than for men (Table 5); a spontaneous consent to the proposal of succession is twice less

likely to happen in the case of women than men, with no consent granted occurring twice as

often with respect to women than men! A slightly different picture emerges on owners’ side.

In the case of seniors, an unconditional identification of a successor is no longer so self-

evident (38%), as it competes against a clearly marked strategy of waiting-out the issue. As

many as 30% of seniors postpone the decision as to who should be their successor, with 23%

of them seeing no need to make this decision. Interestingly, this kind of decision is decidedly

more likely to be postponed by female than by male owners. About 66% of female owners

have not made up their mind, nor do they see the need for that, or they have agreed to succes-
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sion but only conditionally, whereas only 55% of men declare having acted similarly. This kind

of a play-safe strategy is particularly characteristic of neither big nor small family enterprises.

A certain regularity, however, is to be detected when taking into account owners’ age. The

proportion of respondents who admit either to not making any decision or to not seeing any

need to make it diminishes naturally as owners age.

Table 5. Succession preparadness by successor’s gender36

As regards the assessment and self-assessment of candidates’ readiness for succession, succes-

sors’ views correspond to those provided by owners. The prevailing belief is that successors

are prepared for succession both mentally and managerially. The opinion that successors are

not prepared at all, either mentally or managerially, was shared by 22% of successors com-

pared to 27% of owners. Looking at the distribution of owners’ assessment, there is a positive

relation between the growing size of company, seniors’ age and the greater belief that the

candidate is well prepared; at the same time the proportion of the surveyed admitting that the

candidate is not ready at all diminishes. The research results further indicate that female own-

ers are much more critical when it comes to assessing successor’s readiness – respectively 57%

of men compared to 40% of women confirm that successors are prepared both mentally and

managerially. On the other hand, about 58% of female owners think that either the successor

is not ready at all or is lacking sufficient experience, with 42% of men expressing the same

opinion.

The distribution of successors’ self-assessment seems to reveal a rather disturbing fact that

women are considerably more likely than men to point out that they are completely unpre-

pared to take over the business (28% of women and 18% of men), which may be the result of

36 Source: Own study based on research; N = 82.

How long did it take to convince you to take over the
family business?

Successor

woman man

It has always been obvious 44.0% 54.5%

I agreed right away 8.0% 16.4%

I agreed conditionally 12.0% 1.8%

I am still undecided 16.0% 18.2%

There is still no decision on the part of the owner 20.0% 9.1%
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the encoded patterns and “priority rule”, as well as the effects of the bias against selecting a

woman as a successor to a family–owned business of the next generation. On top of that,

women much more frequently emphasised the lack of management experience (28% women

compared to 18% of men). The reason for that may be the fact that women choose other than

a family business oriented educational path, which has often been highlighted here. Moreover,

this can be traced back to lack of hope ever to become a successor and consequently embark-

ing on a “female” career path.

5. Succession attitudes

Family business as a value

There is a unanimous belief among successors and owners that a family business has a posi-

tive value. Of six statements describing family enterprise as a value five included a positive

context with only one statement providing a negative one. The claim that a family-owned

business is a source of frustration and quarrel was given the least importance in comparison

with the remaining characteristics. This assessment shows no fundamental differences be-

tween women and men. A certain disparity, however, appears in the views expressed by suc-

cessors and owners.

While for owners family business is first of all a place to make a living, the essence of their

professional life, for successors it is above all “the source of satisfaction and the value I would

like to carry on as well as a place to gain professional experience.” Another important aspect

in which to consider family enterprise arises when analysing statements made by women (in-

cluding both successors and owners) since they perceive it as a rofessional career path. Con-

sidering the barriers faced by women when unning their own business, a family-owned enter-

prise not infrequently appears as a quiet haven and a serious alternative for the founding pro-

cess. In addition, this kind of perception offers some hope for if there are fewer men ready to

take over with women facing many more obstacles when establishing their own business, then

succession appears to be an optimal solution.

In a more general understanding, there is hardly any doubt that next generation looks positive-

ly on the existence of family business as a some form of achievement which should be contin-

ued, offering them a chance for their own positive professional development. Nevertheless,

the analysis of the sources of motivation in succession process does not give reasons for op-

timism.
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Motivation

The motivation for succession is a key element of the entire process, being essential for the

commitment to family business and for undertaking measures directed at its development,

while further ensuring that the next generation takes interest in the issues related to the family

enterprise.

The motivation analysis (in this case the response given to the question: “What is the source

of your motivation for taking over the business/transferring the business?”) allows for the

identification of respondents as having positive and negative attitudes towards succession. The

negative attitude (succession destimulant) is demonstrated when selecting the answer “There

is no need for that”. Consistent with the obtained results, one may suggest that although there

is no general agreement with this statement, owners appear relatively more reluctant to suc-

cession than their children. The lowest level of motivation for succession (indeed its rejection,

since they assume that “there is no need for that”) was observed among owners with voca-

tional education, women (owners) and the group of owners of up to 55 years of age (age 24-

45).

Lack of motivation among potential successors for staying in the family business is revealed

by the responses they provide to the issue of alternative paths of professional career. Succes-

sors’ professional career seen outside the family firm should be considered the most serious

threat to the family-owned enterprise succession. The research shows that children of parents

who own businesses represent a very high level of entrepreneurial potential. It is not only their

education and experience, even passive participation in business life, but often their very name

that encourage these young people to look for professional alternatives other than their par-

ents’ firm. One does not observe here the sort of professional paralysis triggering thinking

that it is either my parents’ business or unemployment, since it rather appears as the wish to

act on their own.

It appears that that the most serious alternative to succession is establishing one’s own eco-

nomic activity, which is perhaps a positive effect of the “learning to be enterprising” which

takes place in family businesses. Such a conclusion stemming from the survey should be per-

ceived as a significant confirmation of this kind of socialisation occurring in family enterprises.

There is a vast body of research showing that children of owners of family enterprises are not

afraid to be an independent economic entity taking market operation risk, including the labour

market. A distinguishing feature here is that either academic or public service work, which in a

broader context may be perceived as “a safe haven”, are by no means an attractive alternative

for them. Young successors rather face the choice between something “of their own” or

working for (other) family business in their present position.
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It becomes apparent that this working life model, which they have known since the early

childhood as the evidence of their parents’ work is most frequently chosen as valuable and

which can certainly be performed effectively also on their way to succession. This becomes

particularly clear with successors getting older and apparently being less influenced by other

alternatives. The hierarchy of professional aspirations is shaped slightly different among

youngest successors (age 18-25), who remain enchanted with working in a corporation. This

work perspective narrowly wins against the work in another family-owned business. The gen-

der criterion does not introduce significant shifts to the importance of the alternatives ana-

lysed here, although women, more often than men, stress the significance of the opportunity

to establish one’s own company, work in a corporation or public service, yet these alternatives

have no qualitative importance.

It is worth highlighting the factors related to pressures coming from the environment – mainly

the family. The analysis of these factors seemed important insofar as it could confirm the

extent to which the decisions concerning a career path were made by successors independent-

ly and to what degree the succession process was the result of seniors’ planning or whether it

was forced, and if so then to what extent. In general, the pressure exerted by the family and

the environment is rather an insignificant factor in motivating for the benefit of succession – a

stimulant that has hardly any importance when assessing the entire group of owners and suc-

cessors. Nevertheless, the pressure can be felt more acutely in particular categories of re-

spondents. Especially female successors and successors (both women and men) to big com-

panies feel a considerably greater pressure in this respect. As far as female successors are con-

cerned, this seems understandable in the light that women are “the second choice” and their

hesitation may cause anxiety in seniors. For big companies, on the other hand, the scale of

relations (stakeholders) and economic interests is so big that the state of uncertainty triggers

main actors’ reaction (this very pressure).

A much more significant motivation factor than the direct pressure exerted by family is a

sense of duty which to some extent is a form of pressure but of the emotional nature. It is

worth noticing, given the context, that while family pressure can be founded on emotions –

based on family ties, or be of economic nature, the sense of duty is to a much greater degree a

consequence of being prepared for the role of a successor and it is part of one’s beliefs. It is

therefore a more permanent, stable and deeper motivation factor.

Moreover, the strongest emotional factor related to succession appears to be the concern

about its future success. In this respect, the worries demonstrated by female and male owners

are similar, yet a much higher level of fear is to be observed among female successors than the

male ones. It may have its roots in the fact that women enter business at a later stage and/or
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that the succession decision in their favour is made later or, in general, because they are less

prepared (no experience) to run family business.

With no doubt the greatest emotional barrier, according to successors, is between them and

owners. It refers to the difference between their declared willingness to transfer power and the

actual actions taken. It creates a problem especially in the opinion of successors from micro-

enterprises.

Risks associated with succession

Both owners and successors see a significant risk to their business and to owners, including

their employees. Successors representing big companies are characterised by a strong belief

that succession means worse results and nothing short of “an earthquake”. On top of that,

they tend to point with similar intensity to potential “greater mistrust of the banks”.

For owners of big enterprises a greater issue of concern is “employees’ resistance” along with

the possibility that some of the experienced stuff may leave and also laxity in discipline. For

successors the prevailing expectations and feelings associated with succession are: security and

stabilisation, satisfaction derived from the opportunity to carry on the family’s achievements,

gratitude for the chance given. In the distribution of responses, positive feelings clearly domi-

nate over the negative sense of fear or feeling crushed and overburdened. These kind of feel-

ings are distinctly less marked as being of little significance.

Nonetheless, one cannot fail but observe clear differences between female and male succes-

sors with respect to the way they perceive their fears. Women stress predominantly the fear

related to their decision making capabilities, emphasising significantly more frequently com-

pared to men that the final decision will anyway belong to the senior, be it male or female.

Additionally, women fear that they will not be as good a boss as their predecessors, with fur-

ther worries about possible family conflicts arising out the succession process. Men are much

more likely than women to feel anxious about losing further opportunities for development,

considering the family business as a form of being professionally “stuck”. The satisfaction

derived from taking over the family business seems in case of successors inversely correlated

with the level of education – it achieves the highest level among respondents with vocational

education. In certain terms, this category of successors appears to be particular; against the

rest of respondents, they show hardly any considertion for not being as good as their parents,

also demonstrating the least loss in terms of their development opportunities. Thus a clear

picture emerges showing that a successful taking over of business is equivalent with satisfying

many aspirations of successors, which is the condition most desired. Quite clearly succession

is not a burden that would crush them.
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Owners’ fear associated with succession is related particularly closely to the post-succession

phase (transferring the enterprise). Apart from strictly business fears - losing clients, employ-

ees’ resistance to change, successor’s lacking experience; they particularly often emphasise that

they worry about their future. A distinctive feature here is the fact that the future causes anxie-

ty especially among women. When asked about their future, male owners are much more

likely than women to answer – “another position in the transferred company”, with women

replying significantly more often, “I don’t know”.

6. Conclusion

It appears that the research has, to a great extent, confirmed the prevailing stereotypes and

patterns in the practice of the family enterprises management with respect to owners’ actions

and successors’ behaviour. The choice of a woman for a successor continues to be perceived

as a lesser evil (in the place of choosing an outsider). The first choice candidate is usually a

man (often son-in-law), even if the daughter is an equally good candidate in terms of qualifica-

tions and/or professional training. The reasoning behind this choice gleaned from the qualita-

tive research varies; it refers, among others, to women’s having to retire to maternal duties,

fear that she might be controlled by her husband, low professional and managerial qualifica-

tions or lack of skilled education and to ‘protect” her from being involved in the so called

“male” activities. Some doubt may be expressed as to whether one can actually talk about

succession planning in a situation when the business is transferred automatically, regardless of

competences. In fact it remains unclear what this planning involves since the most crucial

decisions are obvious anyway.

Women are considered potential successors (hidden or a reserve) not only by owners since

they themselves very often consider succession as a fall-back solution in the creation of their

professional career path. Their entrepreneurial potential, although similar to that of men,

makes them believe more frequently compared to men that establishing their own business

may offer equally attractive and realistic opportunity. It appears that this potential is founded

on being part of a family business life while simultaneously being aware of a small chance of

ever taking over the family firm. It is also for these reasons that when the opportunity of

taking over actually arises their hesitation and fear seem greater than what men experience.

One might thus say that female successors perform a sort of stand-by-function, waiting and

being prepared for the situation which would prove their usefulness.

This courage along with realistically facing the challenges inherent in the business foundation

process will make women’s participation in succession processes grow. The research shows

that female owners when selecting their successors use more objective criteria than men and
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their choices are more rational and less emotional than those made by men. According to the

study, gender distribution among respondents reveal a clear over-representation of men,

which is a common feature of the Polish entrepreneurship model. In owner firms women

running business made up less than 28% of respondents while female successors reach a

slightly higher result of 31%. This might lead to the assumption that the generational transi-

tion is likely to reduce this adverse disproportion, however, very modestly.

The qualitative research, that has not been discussed here, yet is worth citing, shows a few

distinctive changes in behaviour of female successors compared to female owners. One of

them is that the young generation tends to display flexibility of behaviour and ability to per-

form various tasks in a family-owned business. While female seniors have been well estab-

lished in their roles – a mother at home, employer or employee at a company, their junior

female have proven themselves in many roles, including emergency situations – performing

tasks that need to be done (Erdmann 2011) and for which there are no executors (death, ill-

ness, long-term absence of the owner).

The behaviour of both women and men is in many respects similar when approaching succes-

sion process. In the case of owners, there are significantly more similarities found than is the

case with successors. The fundamental difference concerns the rate and the time of imple-

menting changes. One might go as far as to suggest that women owners make the succession

process slower, being unable to find (even imagine) a new role for themselves after succes-

sion.

The findings lead to the conclusion that the stereotype regarding the selection of a successor

in family enterprises continues to be strong with female successors being usually the candi-

dates of “the second choice”. A further conclusion is that there is a slow process of change

which finds its confirmation in attitudes and behaviour of not only female successors but also

female owners. The successor selection criteria, as displayed by the latter, differ significantly

from those of men in that they are much more open not only to daughters as successors but

also to outside managers. This research along with other studies show that there is no ra-

tionale behind the belief that women are less capable successors, in fact quite contrary to that

there is overwhelming evidence that in many situations women fare better.

Moreover, this biased approach to the succession by women in its essence does not differ

from the bias against women in economic and social life. The barriers encountered by them

when running business considerably affect their situation in family enterprises, therefore re-

ducing these barriers (mainly the mental ones) will lead to the improvement of their succes-

sion chances.
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SMEs and Gender in the Republic of Belarus

Natallia Chetyrbock, Andrei Prarouski

The importance of small and medium business in the Republic of Belarus is admitted on the

highest level. Thus, according to the Programme of small and medium entrepreneurship sup-

port in the Republic of Belarus for 2013-2015, it is planned to increase the share of SMEs in

GDP up to 30% in 2015 (today it is 23.6%), and to 50% in 2020.

In Belarusian official statistics as part of small and medium entrepreneurship are being re-

ferred to:

 private entrepreneurs, registered in the Republic of Belarus;

 micro organisations, registered in the Republic of Belarus’ commercial organisations

with up to 15 employees;

 small organisations, registered in the Republic of Belarus’ commercial organisations

with 16 to 100 employees;

 medium organisations, registered in the Republic of Belarus’ commercial organisa-

tions with 101 to 250 employees.

The number of registered private entrepreneurs in the Republic of Belarus has decreased in

2011,37 but has totally restored in 2012 (table 1), and in 2013 the tendency of growth pre-

served.

Factor 2010 2011 2012

Quantity of PE 232,851 219,285 231,834

Earnings, billion rub. 10,305 13,808.2 35,411.5

External turnover, million USD 222.2 587.3 567.3

Table 1. Private entrepreneurship in the Republic of Belarus in 2010-201238

37 Small and medium entrepreneurship in the Republic of Belarus. Statistical review: National Statistics
Committee of the Republic of Belarus (2013), p. 329.



Natallia Chetyrbock, Andrei Prarouski

105

According to data of the National Statistics Committee of the Republic of Belarus, in 2012 the

number of SMEs continued to increase, reaching 85,154 (excluding private entrepreneurs).

Thus, the increase accounted for 6.2% in comparison to the results of 2011. Yet there has

been a 3-year decrease in the number of medium enterprises. As a result the share of medium

enterprises in the total quantity of small and medium enterprises declined to 3.0%, while the

share of micro organisations increased by 1.1 points to 83.3%. Although the number of small

organisations grew, their share declined as well to 13.7% (table 2).

2009 2010 2011 2012

Number % Number % Number % Number %

Micro
organisations

56597 79.1 62633 81.3 65959 82.2 70904 83.3

Small
organisations

12144 17.0 11613 15.1 11646 14.5 11708 13.7

Medium
organisations

2773 3.9 2753 3.6 2604 3.2 2542 3.0

In total 71514 100 76999 100 80209 100 85154 100

Table 2. Number of enterprises, providing economic activity 2009 to 201239

2009 2010 2011 2012

Number % Number % Number % Number %

Micro organisations 309.9 24.9 336.1 26.9 347.1 28.4 354.2 29.3

Small organisations 463.4 37.3 448.9 36.0 447.6 36.6 452.4 37.4

Medium organisations 469.6 37.8 462.4 37.1 428.8 35.0 403.3 33.3

In total 1243.0 100 1247.4 100 1223.6 100 1209.9 100.0

Table 3. Average number of employed 2009 to 2012 (ths. of people)40

During the last three years the average number of SMEs employees decreases. Thus, in 2012

in these enterprises there were employed 1.21 million people – 13,700 less than in 2011. The

38 Source: National Statistics Committee of the Republic of Belarus.
39 Source: National Statistics Committee of the Republic of Belarus.
40 Source: National Statistics Committee of the Republic of Belarus.
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majority of workers is employed in small enterprises (37.4%). In the medium enterprises

33.3% of workers are employed, and this share had a persistent tendency to reduction in 2009-

2011. Micro organisations account for 29.3% of the employees (table 3).

In 2012 the share of small and medium entrepreneurship in the GDP of the Republic of Bela-

rus continued to increase. Thus, as compared with 2011 the share in GDP grew by 2.4 points

to 23.6% (the highest index among the Customs Union countries). However the share yields

significantly to the developed economies of Western Europe and the USA. In the regional

section Minsk and Minsk oblast contribute most to the Republic GDP.

Micro

organisations

Small

organisations

Medium

organisations

Total of small and

medium
entrepreneurship

2009 3.9 7.5 7.4 18.8

2010 4.3 8.0 7.5 19.8

2011 5.0 9.5 6.7 21.2

2012 6.1 9.0 8.5 23.6

Including in 2012:

Brest oblast 0.4 0.7 1.1 2.2

Vitebsk oblast 0.3 0.8 1.2 2.3

Gomel oblast 0.3 0.5 0.8 1.6

Grodno oblast 0.3 0.7 0.7 1.7

Minsk 3.6 4.2 2.2 10.0

Minsk oblast 0.9 1.6 1.6 4.1

Mogilev oblast 0.3 0.5 0.9 1.7

Table 4. Share of small and medium enterprises in gross domestic product (% of total

republican indicator)41

The share of small and medium entrepreneurship in revenues of sales of products, goods and

services is even more significant. Despite the fact that in 2012 this indicator has declined (by

1.8%), the share of Belarusian SMEs was 37.7% (table 4). The share of Minsk enterprises is

41 Source: National Statistics Committee of the Republic of Belarus.
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the greatest there as well – 22% of republican indicator.42 Inspite of the reduction of small

enterprises’ share in revenues, their contribution remains the greatest – 20.5% of the total

country indicator.

Micro and small
organisations

Medium
organisations

2011 2012 2011 2012

Agriculture, hunting and forestry 3.4 3.2 29.1 28.4

Manufacturing industry 15.5 15.2 22.6 23.3

Civil engineering 9.3 9.1 15.7 16.6

Trade, auto service, repair of household goods and
items of personal use

41.5 41.2 11.1 11.3

Transport and communications 9.2 9.6 4.9 4.5

Real estate operations, lease and rendering of other

services to customers
12.3 12.7 8.4 7.7

Rendering of public, social and personal

services
4.3 4.3 3.3 3.1

Other 4.5 4.7 4.9 5.1

In total 100.0 100.0 100.0 100.0

Table 5. Share of small and medium enterprises in gross domestic product (% of total

republican indicator)43

The greatest number of micro and small organisations is engaged in the sector “trade, auto

service, repair of household goods and items of personal use” – 41.2% (table 5). Than follow

42 Small and medium entrepreneurship in the Republic of Belarus. Statistical review: National Statistics
Committee of the Republic of Belarus (2013), p. 329.
43 Source: National Statistics Committee of the Republic of Belarus
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manufacturing industry (15.2%), real estate operations, lease and rendering of other services to

customers (12.7%), transport and communications (9.6%). Among the medium enterprises

the greatest number is engaged in agriculture, hunting and forestry (28.4%) and manufacturing

industry (23.3%). Than follow such spheres as civil engineering (16.6%) and trade (11.3%).

2010 2011 2012

Number % Number % Number %

Micro and small organisations

Private form of ownership 70509 95.0 73549 94.8 78365 94.9

State form of ownership 1378 1.9 1296 1.7 1247 1.5

Foreign form of ownership 2359 3.2 2760 3.6 3000 3.6

In total 74246 100.0 77605 100.0 82612 100.0

Medium organisations

Private form of ownership 1824 66.3 1765 67.8 1762 69.3

State form of ownership 842 30.6 759 29.1 693 27.3

Foreign form of ownership 87 3.2 80 3.1 87 3.4

In total 2753 100.0 2604 100.0 2542 100.0

Table 6. Number of organisations by forms of ownership44

According to the data of official statistics the greatest number of SMEs belongs to private

owners (table 6). Among small and medium enterprises the share of private organisations is

almost 95%, while the share of state ownership is 1.5%. Among the medium enterprises the

share of private firms is highest as well, but it is significantly lower – 69.3%. 27.3% of organi-

sations are state owned, and only 3.4% by foreign entities. In all cases (among micro, small

and medium organisations) the share of private enterprises in 2012 grew.

Today small and medium enterprises of the Republic of Belarus do not play such a role in the

national economy as they do in the countries of the Baltic region. Their total share in social-

economic indicators of the country is a bit more than 20% (by the share in GDP, volumes of

production, investment and other general indicators). On their way of development small and

medium enterprises of the Republic of Belarus face a number of problems. Among them:

 insufficient development of appropriate infrastructure;

44 Source: National Statistics Committee of the Republic of Belarus
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 resource limitation;

 low qualification level of specialists;

 lack of personnel;

 difficulties in getting information about business environment;

 imperfection of legal framework;

 lack of financing.

From the above factors, one of the solutions of the current problems in the sphere of SME

activity may become labor resources engagement, specifically women and senior citizens.

As statistic shows, women prevail in the economy of Belarus, that stipulates women engage-

ment into the sphere of SME activity. Moreover there is a tendency of population ageing,

which raises the question of age limit prolongation and engagement of retired people in the

economy. Let us look at the statistics confirming the actuality of this position.

Women are an active labour resource for small enterprises of the Republic of Belarus

In Belarus there are more women than men. The share of women in the total population is

53.4%. In other words, for each 1000 of men there are on an average 1151 women.

Maximum gender misbalance is among senior people. The quantity of women aged 60-69

years per 1000 men in cities and urban settlements is 1430, in non-urban areas it is 1359, and

at the age of 70 years and older the quantity of women is 2.2 that of men in urban areas, and

2.4 in non-urban. For comparison, per 1000 men aged 30-34 there are 1010 women.

It should be noted that women in Belarus are better educated. The formation of female entre-

preneurship has taken place along with market reform processes and the development of the

private sector of the economy. This has created the conditions for the realisation of the crea-

tive potential and abilities of Belarusian women and opened new opportunities for the imple-

mentation of their leader qualities in business. According to expert data, women head 65% of

small enterprises of the trade and foodservice industry, more than 70% of enterprises of arts

and humanities, more than 90% of organisations of healthcare, physical culture and social

services. At the end of 2008 the average number of employees of small “woman” enterprises

varies depending on industry between six and twelve.
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Figure 1. Gender structure of the population (2011)

Another “female” business sector is private entrepreneurship. According to expert judgment,

the share of women in the structure of individual proprietorship is 80-85%. In this group

there are two main categories of business representatives. The first are entrepreneurs, con-

ducting business at their own risk, based on their own strengths and opportunities. Usually

these are high-qualified accountants, financial experts, architects, educators, etc., self-

employed as auditors, designers, consultants, tutors, etc. The second category are entrepre-

neurs, working in consumer goods and product markets, in stalls and pavilions, selling of

somebody else’s goods and earning a certain amount from each production unit sold.

The development of small entrepreneurship, including female entrepreneurship, in the regions

of Belarus is characterised by non-uniformity, which is explained by such factors as geograph-

ical position, availability of primary and labor resources, population income level, attitude and

support of local authorities.

Herewith small enterprises are predominantly located in the capital and the oblast centers. In

Minsk there more than 40% of the country’s small enterprises, in each oblast city there are

about 45-55% of each region’s small enterprises.

In so-called “female” sectors the share of “city” enterprises is even higher: in the trade and

foodservice industry it is 66%; 65% in healthcare, physical culture and social services; 71% in
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arts and humanities. This indicates that private female business in the form of small enterpris-

es is more typical for the capital and large oblast centers.

Studying the characterisitcs of female managers’ behavior allows contradicting the traditional

conception of female managers having limited possibilities and being efficient due to “mild”

management as compared with the “strict” male model of organisation. Many exampes have

shown that women are capable of strict management methods. Research shows that women

have distinct advantages, which define their favourable opportunities in management activi-

ty:45

1. Motivation of women labour activity has certain distinctions.

2. In personnel management female leaders pay serious attention to the relationship

among collective members, and interpersonal relations affect them more than male

leaders.

3. When interrelating with the environment women’s management style is remarkable

by its flexibility, situatedness, and ability to adapt to the cirkumstances. Women can

combine and switch operatively between different social roles.

4. Female leaders’ style of management is characterised by its democratic character,

readiness to cooperation and collegial decision-making.

5. In extreme situations female managers do not demonstrate fear and avoidance be-

haviour, but active withstanding. Internal feelings help them to act successfully in

crisis situations.

Persons of retirement age – potential labour resource for SMEs in Belarus

In Belarus, like in the greater part of the world, the population is ageing, which is reflected in

the increasing number of senior people along with the decreasing number of children and

correspondingly the decreasing share of the working-age population. It is expected that in 40

years the number of senior people in the world will be higher than the number of children,

but in some countries, including Belarus, the number of senior people has already increased

above the number of children ten years ago. The average age of the population of Belarus has

increased during the last 50 years from 27 to 37 years.

45 Лапина, С.В. Социология управления: Курс лекций / С.В. Лапина, Г.Ф. Бедулина. – Минск.: 
Акад.упр.при ПрезидентеРесп. Беларусь,2006. – 201 с. 
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In the next decade the share of senior people in Belarus will increase rapidly since the birth

rate is by an order lower than that of 1948-1958 – the time when those were born who enlarge

the number of senior people in near decade.

Figure 2. Population of Belarus, 1950 to 2010 (thousand people)46

For the first time mortality increased above the birth rate in 1993, and the country entered a

radically new phase of its development – depopulation. For the last 20 years the annual num-

ber of deceased has been above the number of born, and despite the remaining positive mi-

gration balance, the population of the country constantly decreases (Figure 2).

Statistics confirm the rapid ageing of the population. In 1985 the share of the population older

than 65 years was 10%, in 2007 it was 15%. Today in Belarus there are 2.6 million pensioners

(26% of the population), and the pension payment accounts for 11% of the GDP, which is

the highest share among the CIS and Baltic countries.

46 Men and women of the Republic of Belaru. Statistical review: National Statistics Committee of the
Republic of Belarus (2013), p. 216.
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Figure 3. Age pyramid of Belarus 2013.[2]

There is a well-observed gap in the quantity of men and woman aged 65 to 70. That’s the

result of a sharp decrease in children born in the years of war. Then the significant increase in

the population which lasts to the age from 40 to 55 years is observed, these were born in the

1950s and the beginning of the 1960s. The increase in the number of born children in post-

war years is a result of the so called “compensation wave”. The next population gap is ob-

served at the age of 25-40 years. It is a result of the steep decline of women of child-bearing
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age. This age was entered by those who were born in the years of war when birth rate was low

(there were children of those parents who were born in military years).

Today the question of age limit prolongation is becoming more actual. During the last ten

years in the country there was an increase in the population of employable age (it increased by

200,000 people), but from this year and at least to 2015 a reduction of people of employable

age is predicted as people will reach this age who were born in the first half of the 1990s (the

period of sharp decrease in birth rate), and numerous generations of post-war years will start

retiring.

Figure 4. Life expectancy at birth in EU countries and Belarus

World experience confirms that the economically active part of the population may contain

elderly people, if the ratio between working people and pensioners is 3:1. During the last

decade employment in Belarus has reduced, and the number of the unemployable grew, and

now for 4.5 million of workers there are 2.6 million of pensioners (1.7:1). Children of the

post-war demographic boom will soon retire, but they do not have full replacement.
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Thus, active involvement of people of retirement age in the labour market along with the

extension of retirement age will promote the prevention of a social crisis in Belarus in the

future. Accordingly it should be noted that the Belarusian women retire at the age of 55 years,

and men at the age of 60. While in the majority of the European countries men and women

become pensioners only at age 65. The life expectancy of women in Belarus is much higher

than that of men, on the average almost by 10 years (figure 4).

Thus, for a solution of the problem of labour resources for small and medium enterprises in

the future it is already necessary to engage actively people of retirement age to work taking

into account that among these people the main share will be women. And it is necessary to

stimulate the involvement of women in the activity of small and medium enterprises, especial-

ly taking into account the gender and age structure of the population of Belarus. To achieve

these purposes it is necessary:

1. to create conditions for women to realise their potential in small and medium busi-

ness;

2. to render consulting services on a preferential basis for seniors and women;

3. to grant soft loans to seniors and women for business development.
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Past, Present, and Future: The Evolution of Female

Entrepreneurship in Russia

Ekaterina Lashkova

Introduction

The integration of Russia into global economic processes demands a more active participation

of women in the economic life of the country. Business becomes an independent factor of

gender emancipation of women in the economic sphere. Development of entrepreneurship

appears to be the main resource for the development of real economy in the country.

There are special prerequisites for female entrepreneurship in a post-industrial society. The

transition from the production of goods to the production of services is typical for this type

of society. It leads to the formation of the client-service model of relations in the labour

sphere, where services become a leading type of labour and relations between “the seller of

services and the client” become a leading type of interaction between people. In these condi-

tions the role of the woman in business becomes more and more noticeable. It is provided by

such social and psychological women’s qualities, as ability to model new ideas in non-standard

conditions, intuition, and flexibility, ability to provoke trust, to motivate and support col-

leagues.

Issues of gender economy in modern Russia are topical both in the scientific and the practical

environment. According to the majority of experts, the competent solution of these issues can

provide for the new resources in future economic development of Russia. Furthermore, these

issues are also important for Russian bodies of government at all levels, and they have to

realise that economic growth is provided by real-life economic entities, which have their own

behaviour strategy, their own motives, values and cultural standards.

According to international statistics, 30% of entrepreneurs are female. However, women

generally run smaller-size companies as compared to men. While women hold 13.7% of senior

positions in the top management of the largest companies of the European Union, for Russia

this figure is only 7% (Verkhovskaya 2011: p. 31).
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The Russian society is gradually becoming more loyal to women who hold senior positions in

business and power structures. It is a natural process.

Opportunities for women in the sphere of economy and business are most consistently stud-

ied by American economists, sociologists and social psychologists. Yet, in Russia the problems

of female entrepreneurship have not gained the status of socially significant ones, and are

being studied someway chaotically and inconsistently.

1. The past: the origins of female entrepreneurship in Russia

The history of female entrepreneurship is inseparable from the history of mankind. Business

was compelled to adapt to the existing economic system under any political regime, any sys-

tem, or any way of production.

Historically, in Russia, as well as in the majority of other countries, entrepreneurship formed

and developed as a field of men’s activity, and the participation of women was hindered by

many objective and subjective circumstances. Closer links of women with their families, their

traditional social role of a ‘domestic goddess’, the associated lower chances and opportunities

to travel and take serious risks can be named as the most obvious ones. The everlasting social

prejudice that women are not capable to manage and run companies and firms as effectively

as men can be referred to the second group of factors.

As a general rule scientific publications offer inconsistent information related to the role

played by women in the formation of the economy of Russia in the 18th and 19th centuries. In

pre-revolutionary Russia an entrepreneurial career for women was almost impossible. Women

held a dependent position in their families, in production or in any other field of work. And it

was not accidental. No matter how productive or hard their work was, it did not grant them

economic independence from the father or the husband.

In 1871 by the Czar’s edict, women were forbidden to work at offices and hold other posi-

tions in any government or public institutions, except women’s institutions of the Establish-

ment of Empress Maria Fiodorovna (i.e. charitable organisations). The only available posts

that were left for them were those of: teachers in primary schools, midwives and medical

nurses for educated women; also maids, cooks and laundresses for the uneducated.

It was only since 1895 that female doctors acquired the right for free medical practice. The

conservative government policy not only restrained the energy and initiative of thousands of

women, but also foredoomed many of them to the necessity and deprivations.
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The practices of “turning a blind eye” extended not only on the contribution of women em-

ployed for unskilled work, but also on the progress of women who run their own companies

or did charity work (Liborakina 1996: p. 13).

The majority of researchers (Liborakina 1996; Tonchu 1998: Belenkiy 2012) agree that wom-

en’s contribution to the Russian economy, especially to charity, is unfairly passed over in si-

lence.

In spite of the fact that in the 19th century the Russian society paid insufficient attention to

business achievements of women and considered them rather an exception, there were some

magazines of the feministic line in which they discussed women’s workshops, societies, and

cash desks. Among magazines of the female line there were such periodicals, as “The Wom-

en’s Messenger”, “Women’s Business”, “The Women’s Friend” (Zhidkova 1997: p. 90).

The peculiarity of the evolution of female employment in Russia was defined by the accelerat-

ed transition in the Soviet years to the developed industrial type of women’s employment. In

the USSR women were the majority of all the people involved in the national economy and of

the experts with higher education. However, in the sphere of public administration of the

economy they were employed mainly in lower and, much more rarely, mid-range official posi-

tions. A noticeable number of female directors existed only in light and food industry, services

and commerce.

As for own businesses, the trend started to evolve only on the verge of the 1970s and 1980s in

forms of “komsomol” and shadow private business. As employment in both sectors was

connected with high risks, both types of entrepreneurs were represented mainly by men. The

exclusive feature of female employment in Russia during that period was the extremely high

educational level of women. According to the population census of 1979, there were more

working women with higher education than men.

However, during the Soviet period in Russia the high level of education of women did not

become a significant factor of their economic mobility and availability of effective workplaces.

Despite the legislatively consolidated right for equal wages, wage discrimination was bigger

than in many developed countries. On the average, women’s salaries were more than one third

lower than those of men.

From the beginning of the economic reforms there were men who quicker than others be-

came aware of the new norms and rules and succeeded in abruptly raising their status in the

hierarchy of the economy management. During this period many well-educated and well-

qualified women, including those who had had management experience, became redundant in
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the curtailing branches of the economy. Many of them wished and tried to take part in the

division and repartition of state ownership. However, from the very beginning this process

acquired mainly powerful, illegal and even criminal character, therefore, only a few women

could actively participate in it.

To a certain degree the type of female employment that had formed during the Soviet period

corresponded to the new model of employment in the post-industrial period (the level of

involvement of women in social production, the variety of professional kinds of activity, high

level of general and vocational education). However, there was an obvious lack of the neces-

sary level and type of development of the service economy, which was the prerequisite for the

formation of the new model of female employment.

The incompleteness of the transfer from the gender-oriented to the generalised labour inter-

changeability which was typical for the contemporary type of employment was the main pecu-

liarity of female employment in Russia in the 1990s. The everlasting stereotypes according to

which women are more suitable for some and less fit for other kinds of activity remained.

This factor facilitated the discrimination of women.

Market transformations of the 1990s set forth two multidirectional trends in the sphere of

female employment. On the one hand, women, apparently less competitive on a labour mar-

ket, became more vulnerable to redundancy and to the shift towards part-time employment,

i.e. they plunged and found themselves in the secondary labour market. There was a decrease

in the share of female labour force in rather new and quickly developing sectors of the econ-

omy. It occurred not so much by direct dismissal of women and their replacement by men,

but by the formation of new private companies and organisations focused on the attraction of

male labour force. Women were forced out of various fields of activity which were formerly

traditionally female, like banking and insurance. All of this led to that fact when women were

often compelled to take the jobs not corresponding to their education, were content with a

lower wage/salary, without the prospects for further growth. Women’s positions on the la-

bour market were less favourable in general. The greatest discrimination against woman lay

first of all in the employment sphere, then in the chances for promotion, and/or keeping their

work position during economic crises, and, last but not least, in wages.

On the other hand, there appeared an opportunity to take up entrepreneurship and run a

business. Some researchers pointed out the following spheres of female entrepreneurship

activity in Russia in the 1990s: retail trade, public catering, science, culture, and health care,

where the share of female entrepreneurs was approximately 40 to 60 percent. There was an

obvious expansion of female entrepreneurship as compared to their former employment.



Past, Present, and Future: The Evolution of Female Entrepreneurship in Russia

120

In the 1990s the representation of women in the top echelons of power did not correspond to

their actual contribution to statehood strengthening.

In this connection, the Decree which was published on June 30, 1996 by the President of the

Russian Federation under No. 1005 “On Enhancement of the role of women in the system of

federal public authorities and public authorities of the subjects of the Russian Federation” was

of major state and political value.

The measures provided for in the Decree, were directed at the expansion of women’s partici-

pation in all spheres of life of the society, and, first of all, in the management and administra-

tion of the state affairs and in decision-making processes.

The adoption of the Decree emphasised the recognition of the positive role of women in

social development and was a logical continuation of the measures undertaken by the Presi-

dent and the Government aimed at improving the position of Russian women and at increas-

ing their status in society.

At the same time, despite the significant progress made in the change of women’s role in

society as a whole, and their increased political and civil potential, the problem of advance-

ment of women in Russia in the public authorities, and their impact on the level of decision-

making remained unresolved.

After the crisis of 1998 the gradual legitimisation of Russian business was started and that

eased and facilitated the entry of women into top management: In the beginning of the 2000s

their share of top positions was 15% and had a tendency to grow. Women tried to preserve

leading positions in the branches of the economy which were traditionally considered as their

“domain”, i.e. retail, public catering, science, culture, health care, etc. The share of female

managers in retail was 39% and up to 46% in science. Besides, there was “a female layer” in

the management of the companies where crisis management was required: women coped well

with such work tasks. Finally, hundreds of thousands if not millions of women became en-

gaged in individual work, first of all in shuttle trade and the provision of a variety of services.

Until the mid-2000s the tendency of the previous years was still preserved, i.e. men showed

bigger activity in setting up new businesses (Verkhovskaya 2011: p. 31).

2. The Present: Female entrepreneurship in modern Russia

In the last decade the issue of female entrepreneurship in Russia is becoming more and more

popular and is getting a special sound. More and more articles about business women, owners

of companies, successful managers and outstanding entrepreneurs appear in Russian maga-
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zines. Organisations uniting women in business and women in top corporate management

appeared. Within the framework of various social events business meetings and lectures for

women wishing to be engaged in business are being held. It is hard to dispute the fact that the

initial positions and the starting points for a man and a woman in business are not similar.

Figure 1. Early entrepreneurial activity of men and women in Russia47

At the transition stage to the market economy the participation of women in business in Rus-

sia increased considerably. Female entrepreneurship is concentrated generally in branches

where technology does not demand a large number of workers. First of all, it is the services

sector (non-productive types of consumer services, public catering, retail, education, medi-

cine). Specific features of the Russian economic life and business culture serve the restrictive

factors for the expansion of female entrepreneurship.

The gender structure of entrepreneurship in Russia is typical for the majority of countries:

Men show keener involvement in business activity in all entrepreneurial groups.

The level of entrepreneur aspirations48 is 5.9%. The share of men planning to start a business

in the next three years, is 55.6%, the women’s share is 44,4%. 6.8% of all men and 5.1% of all

women intend to become entrepreneurs.

47 Source: Verkhovskaya 2011: p. 30.
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5% of men and 3.8% of women (Fig. 1) are involved in early entrepreneurial activities; their

ratio is 55.3% and 44.7% respectively. Among the owners of a newly set up business nearly

60% are men whereas the gender structure among the arising business people is almost identi-

cal.

The ratio of men and women among the settled/experienced business people also is distribut-

ed evenly – 53% of men and 47% of women.

The activity of the settled business people among men in 2011 was slightly higher than among

women – 2.9% and 2.4% respectively (Fig. 2). One can easily figure out that if the activity of

early male entrepreneurs exceeds the activity of women by 1,3 times, among the settled busi-

ness people the difference is not that considerable. This can mean that men are more inclined

to enterprise start, but are less successful at the survival stage of the company.

Figure 2. Activity of the settled business people among men and women in Russia49

In 2011 the tendency of previous years continued: Men showed bigger activity in setting up

new businesses. Besides, it is possible to assume that among the factors which are significant

to start a business, major differences will be observed in individual characteristics, rather than

in the national character of business development.

48 The level of entrepreneur aspirations is measured as the percent of those who are planning to open
their own business in the next three years.
49 Source: Verkhovskaya 2011: p. 30.
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According to research, there are great changes in the causes that make women open new

businesses nowadays in comparison with the 1990s (Fig. 3).

Figure 3. Motivational scale of female business in Russia at the beginning of the 1990s

and currently

The data of the conducted research showed that nowadays for the majority of women setting

up their own business was a result of long, deep, psychological motivations and requirements,

i.e. a desire to acquire a new image, and to acquire a more sophisticated circle of contacts.

Even those who named adverse factors (unemployment, divorce, loss of money, threat from

criminal gangs, etc.) among their causes, nevertheless, were psychologically prepared for this

activity by their previous life experience or, family upbringing. Their professional scenario

included leaning against the certain tradition; on events and achievements of the past.

From the most generalised point of view, the reasons attracting women to business can be

conventionally divided into three groups (Sukovataya 2002: p. 74):
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 Opportunity-driven entrepreneurship: at the heart of motivation there is interest in

activities which give great opportunities; deliberate intention to achieve success, and

to make a career;

 Accidental entrepreneurship: the choice of this field of activity was made

spontaneously, or under some influence;

 Necessity-driven entrepreneurship: setting up the business resulted from various

causes, outwardly adverse, but otherwise actually stimulating the business activity of

a person.

Nowadays the female population in the Russian Federation makes 54% of the total population

in the country (Federal State Statistics 2013). Also, in terms of the economically active

population, the same tendency is observed: the share of economically active women in the

overall economically active population of the country slightly exceeds the share of

economically active men (Fig. 4).

Figure 4. Economically active population

The ratio shown in Figure 4, is connected with the demographic factor, namely, the

characteristic age structure of the population in Russia, i.e. the exceeding female population

over the male population and the lower life expectancy of men.

If we have a look at the CEOs in the management of Russian companies, we can see that

almost half of them are women. This is the highest value in the world.50 The positions of

Russian business women in the top management are distributed as follows (Fig. 5).

50 According to research conducted by Grant Thornton International (GTI) when 11500 people in 40
countries were interviewed. From eleven top-managers of medium and big enterprises five are women
(46%). It is the highest value among the countries observed. In the top-3 after Russia are Georgia (38%)
and Italy (36%). The average value all over the world is 21%.
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Figure 5. Positions of women in the top management of the companies in Russia

The age structure of female top-managers is distributed as follows (Figure 6).

Figure 6. Age structure of female top-managers
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Thus, it is possible to say that the shift towards female entrepreneurship in Russia is just

steadily gaining momentum.

3. The Future: Prospects for the development of female entrepre-

neurship in Russia

Successful development of female entrepreneurship in Russia is preconditioned by two most

important reasons: personal and professional characteristics of the women, and also state

programmes for the support of small and medium business, also including the support of

female entrepreneurship.

The peculiarities of the female style of leadership and management are considered by many

specialists an important factor for the active entry of women into the sphere of entrepreneuri-

al management. Men’s business management has a more strategic and innovative character, it

is remarkable for their readiness to take a serious risk and personal responsibility, rigidity of

implementation of the decisions made. The advantages of female corporate management

include inclination to the styles characterised by shorter spacing between the authority and a

subordinate (the leader or the coordinator rather than the owner or the chief), an ability to

organise team work, to listen attentively, motivate and support workers, and use technologies

of “distinctions”. More than that, smaller ambition and higher predictability of behaviour,

refusal from too risky strategies, skills to build more relations more carefully with partners are

more typical of women.

These qualities of female management are especially important and effective both in a crisis

situation, still characteristic of many branches of the Russian economy, and in corporate man-

agement of the post-industrial type, which required a high creative component. This gives us

an opportunity to believe that in the long term the demand for female managers as well as

female entrepreneurs will increase rather than decrease. But the best result can be reached

when female and male business develop harmoniously, mutually supplementing each other.

This is why it is not accidental that in many countries the effective measures of social policy

promoting the development of female entrepreneurship are applied; therefore, its formation

goes on rather dynamically. According to experts, this process will spread across the whole

country in some time but nowadays social policy of Russia obviously lacks sufficient measures

to promote this process.

According to latest research, the best manager of the new generation is able to listen (and

hear), motivate and support the colleagues as well. It is women who have huge advantages in

implementing these new requirements. The distinctive feature of a female leader is the ability
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to conduct negotiations tactfully and carefully, without the feeling of defeat for herself and the

partners.

Certainly, female entrepreneurship has the indisputable advantages connected with the fact

that female technologies of management are more adapted to modern conditions of instability

and uncertainty, characteristic of Russia in the transition period.

Experience of countries with market economies shows that entrepreneurship is a profitable

and available occupation for millions of people. Encouragement and support of small enter-

prises in all the developed countries is explained by an important place and a special role of

small businesses in the development and formation of the market economy.

Nowadays in Russia the number of small enterprises is lower in comparison with the devel-

oped countries: There are about 30 small enterprises per 1000 people in the countries with a

developed economy, in Russia there are only six. The level of Western Europe is reached only

in Moscow and St. Petersburg: 21 small enterprises and 24 small enterprises per 1000 people

respectively, and 11 on average in the whole Northwest region. This value puts the Northwest

region in the first position, followed by the Central region (8.2); the Southern region finds

itself at the bottom of the table with 3.8 enterprises per 1000 inhabitants (Open Sky 2011).

Today a lot of things tell us about huge reserves of development of small business in our

country as a whole, and the Northwest federal district in particular: among these the enor-

mous market capacity of goods and services, the developed domestic market, changes in

structure, character and organisation of employment, a wide layer of potentially enterprising

population, including women, the existence of considerable personnel potential, various infra-

structure, proximity of economically developed countries, etc.

Female and family small business is the environment for the development of the competitive

market of domestic goods and services. However, despite the high educational and business

potential of Russian women, success in development of mass female entrepreneurship will not

be possible without state support.

In Russia state support of female business at present is extremely limited in scale and type:

 there are no lax credits and guarantees on credits, and insurance of risks;

 very few financed training programmes for businesswomen, generally these pro-

grammes are compelled to be limited by training in management, etc. and do not

provide practical help in the organisation of own business;
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 there are few business incubators outside international programmes;

 no centres of support of small business which could provide the necessary infra-

structure (automated systems of accounting, information exchange, consultations on

taxation, marketing, etc., social and psychological support).

Nowadays approximately in half of the subjects of the Russian Federation there are specialised

executive authorities focused on the purposes and problemssof support of small and medium

business.

For example, in St. Petersburg until 2015 the “Program of development of small and medium

business” will be implemented within which attention is paid to the realisation of the special

direction “Support of Female Business”. The main objective of the programme of female

business support is the development of the personnel potential of small and medium business

subjects in St. Petersburg, the support of women in carrying out business and entrepreneurial

activity without the formation of a legal entity (individual entrepreneurs), and the support of

small and medium business in St. Petersburg led by women.

This programme already produced some positive results: During the last two years the share

of women who have created a small business made 62.3% of all participants (80% of them

became individual entrepreneurs, 20% created small enterprises). Besides, programmes of

training in the basis of business activity for commercial directors, management, etc. were

highly demanded among women (Territorial Office of Federal State Statistics Service in Saint-

Petersburg 2011).

In recent years besides state programmes of small business support specific organisations

supporting female entrepreneurship began to appear in Russia.

One of the best known is the Association of women-entrepreneurs of Russia. The Association

includes directors of small and large enterprises both in the private and the public sector,

including typically non-female sectors like the chemical industries, wood-processing, construc-

tion, extracting pits. Members of the Association actively solve social problems, carry out

charity work and other public work.

The Association also promotes the support of civil initiatives directed at the protection of the

rights and legitimate interests of female entrepreneurs, and also develops and carries out re-

training programmes for women who want to start their own business, and supports the pro-

fessional development of established businesswomen.
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Besides that there is the Association “Women and Business in Russia” which is part of the

World Association of Women-Entrepreneurs (FCEM). Main objective of this organisation is

the protection of rights of female entrepreneurs and the creation of a favourable atmosphere

in business.

Besides federal, there are also regional associations supporting female entrepreneurship in

Russia.

For example, with support of the government of Moscow “The female business centre” was

created which offers legal and educational support to women who want to open their busi-

ness, and also helps to find partners or employees for the business. Specialists of the centre

offer psychological consultations, master classes, help to make competitive business plans to

receive subsidies, and offer training in legal issues of running a business. It is possible to get

there according to the direction of the Moscow Centre of employment. All services of “Fe-

male Business Centre” are free of charge.

Since 1996 the non-state and non-profit organisation “Regional fund for the help of female

entrepreneurship” is operating in Yekaterinburg.

The Fund offers free legal consultation small business enterprises of the Sverdlovsk region

within the joint project with the Ural Legal Academy. There is a business school and psycho-

logical and marketing centres in this organisation.

Besides, there is “The global fund for women”. It does not specialise only in female business,

but gives financial help in the form of grants to enterprises that operate in the field of the

rights of women’s protection.

Beginning businesswomen can apply for state support in the form of repayable funding and

irrevocable governmental subsidies. For this purpose it is necessary to register in the nearest

Centre of entrepreneurial support or in the Centre of employment and also to monitor state

programmes which are constantly updated. However only those entrepreneurs can count on

financial help in opening or developing their business if their activity belongs to the priority

directions. First of all, these are social projects, innovations, production, workmanship, culture

and education. Activities like wholesale, retail, or fast food are excluded from subsidies. One

of the main conditions of receiving subsidies, especially larger sums, is the creation of jobs.

There are categories of women for which there are more attractive conditions of receiving

subsidies, for example, mothers having many children. But it is important to understand that

any subsidy is targeted and is given under the project estimate for which it is necessary to

report in.
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In the long term female entrepreneurship will be able to make a significant contribution to the

realisation of new priorities of social and economic development, in particular, when carrying

out housing-and-municipal reform and urban governance reform. Nowadays for this purpose

special educational programmes are necessary for women who will engage in business projects

in the introduction of the new ecological and economic technologies in water supply, heating,

cleaning of waste, preservation and renovation of the housing stock.

Business development in Russia including female entrepreneurship, the increase in a number

of small enterprises and the expansion of their range are powerful economic forces promoting

social and economic development of the country, with a real possibility to increase gross na-

tional product and the quantity of employed people, and to improve quality of life of the

population.

Summary

The Russian society is gradually becoming more and more loyal to women who hold senior

positions in business and power structures. However the issue of female entrepreneurship

remains topical for Russia – a country where, in spite of more than a seventy-year period of

declared gender equality, women remain in captivity of a traditional stereotype based on the

secondary role of a business career and its limitations.

The woman has mastered many spheres of professional business activity, but it is business and

its agility that are capable to disclose an ability or inability of the manager to lead the company

to success in a fairly short time. This may also mean that the entry of the woman into business

and entrepreneurship will show her business potential, install confidence and with that will

help to overcome the outdated representations and test her abilities and skills in new spheres.

Familiarisation with “the female entrepreneurship world” in Russia allows to say that female

business gains momentum. For its further development it requires not only the change of

stereotypes of the mass consciousness dominating in society, but also the readiness of women

to participate in the economic changes in Russia. Active adoption of social programmes of

supporting female entrepreneurship in some Russian regions makes it possible to look for-

ward with optimism.
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Craft – Women’s Time

Krzysztof Bondyra, Dorota Dolata, Anna Świdurska 

Introduction

“Many of the most recognizable brands in the world are simply the name of a very talented

craftsmen, [...] as Coco Chanel (dressmaker)” (Nawrocki 2012). Such a statement can start an

article devoted to women in the craft. But let’s give voice to the women working here and

now with the craft professionalism. And this is from 23 November 2013, Deputy Prime Min-

ister and Minister of Infrastructure and Development of the Government of the Republic of

Poland, Elizabeth Bieńkowska: “These plans we have developed over the last years, which we 

intend to realise to 2020, are very precise, and I always say, that with the craft accuracy, preci-

sion, honesty and professionalism we will realize them”51. Also women in politics, at the high-

est level, try to be as solid as crafts. Such words strengthen the belief in the slogan: The Craft

– women’s time, and it has a solid foundation.

But let’s also hear the opinion of women who work in crafts with success. Elżbieta Kwaśny, 

hairdresser, says: “Selecting a career, which in my case was hairdressing, hairdressing as the

craft, was the beginning of what I achieved at this time. I’m the manager of professional per-

sonnel and I represented Poland repeatedly at the world championships. I started as a student

practicing the basics, then I needed to develop, I tried to spy on the ones on the top. Each of

you should try it, I did it and you should be able to do it”.52

On the other hand, Marlena Szymaś, a confectioner, tells about her trade: “Even ten years ago

the profession confectioner was not appreciated. Today we can test ourselves on the interna-

tional stage and take part in various competitions. People who have grown to love this profes-

sion and treat it as a passion can find work in renowned pastry shops, and what is connected

with it, make very good earnings”.53

51 http://zawodowcy-24.pl/index.php/rzemieslnicza-precyzja-minister-bienkowskiej-w-czasie-
wystapienia (accessed 10.01.2014).
52 http://zawodowcy-24.pl/index.php/twarze-rzemiosla/elzbieta-kwasny-fryzjerka (accessed
10.01.2014)
53 http://zawodowcy-24.pl/index.php/twarze-rzemiosla/marlena-szymas (accessed 10.01.2014)
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The Craft Image Campaign slogan in Germany says: That’s right, apprenticeships are not just

for men. In the end, we educate more than 100,000 women a year.54 In Poland, the Polish

Craft Association statement for the year 2012 shows that the Polish crafts educate approxi-

mately 26,000 women, that is close to 30% of all juvenile workers in the craft workshops.

Complex social and economic processes put many challenges for the crafts, not only in Po-

land. At the same time Polish crafts have many reasons to be proud. This was pointed out by

the Ambassador of Germany to Poland, Rüdiger Freiherr von Fritsch, in his speech during the

conference organised in February 2013 on “Vocational training in the dual system, as an in-

vestment in economic development”: “Poland and Germany have much in common, includ-

ing the fact that both countries can be proud of their crafts. Firstly, because they play an im-

portant role in the national economy and, secondly, (...) because it occupies a key place in the

vocational training of young people in both our countries”.55

The role of this sector in the effective development of human capital – especially in relation to

social crisis, which is reflected in the high level of unemployment among young people – is

also indicated in the statement of the Minister of Labour and Social Policy, Władysław Kosin-

iak-Kamysz, from the movie “I choose Craft”: “I say hallo to all young people who are con-

sidering career choice. This is an extremely important moment, on this choice your life and

your family’ life will depend on. It is important that you come to that choice responsibly. You

have nowadays an offer for vocational education and it is worth to bet in crafts (...) there are

professions that provide safety and these are worth to be selected”.56

The promotion of crafts and vocational training among women, and ultimately increasing the

chances of young people on the labour market, are the targets of a growing number of pro-

jects co-financed by the European Union under the European Social Fund. In reference to

this type of promotional activities, the objective of this article includes:

1. The presentation of assumptions of the innovative project “Professional woman”

carried out between September 2013 and December 2014 by the National Forum

for Lifelong Guidance in partnership with Social and Economic Consulting com-

pany.

54 http://www.handwerk.de/kampagne/motive-downloads.html (accessed 10.01.2014)
55 www.warschau.diplo.de/Vertretung/warschau/pl/08/Arbeit/DualeAusbildung-Rede.html
56 The movie “I choose Craft” is available at www.irpoznan.com.pl/film/; the piece of film containing
the quoted statement is available on www.zawodowcy-24.pl.
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2. The presentation of selected research results and analyses carried out in the pro-

ject “Craft and vocational training in the region”, realised in the period May 2010

to June 2011 by the Chamber of Crafts in the Wielkopolska Region in partnership

with Social and Economic Consulting company (Bondyra 2011; Dolata 2011).

The innovative project “Professional woman”

Referring to trends in the economy, the project being realised is “Professional woman”. The

main objective of the project is to increase the level of knowledge on the importance of voca-

tional training in the craft skills of women returning to work after a break due to the

birth/upbringing of a child, through the identification of best practices and to conduct a na-

tionwide information campaign during the period from 01.09.2013 to 31.12.2014.

In order to identify best practices relating to the functioning of women in the labour market

segment based on vocational education, particularly in the crafts, there will be used the case

study method. A proper conduction of the research process with this approach allows, among

others, to learn the circumstances and complexity of the phenomenon and reveals many sub-

tle differences in the attitudes, opinions and preferences of the surveyed. Research involving

chambers of craft operating in Poland, were directed at the solution of nine problems that

were formulated in the form of the following cognitive questions:

1. What are the motivations of women to start vocational training?

2. What are the deciding factors for starting vocational training?

3. What are the motivations of women to choose a career in crafts?

4. What are typical career paths of women in crafts?

5. How are women working in the trades are perceived?

6. How women working in crafts reconcile family and working life?

7. Do women working in crafts face discrimination in the labour market?

8. What are the opportunities and barriers to increase the presence of women in

crafts?

9. What are the benefits to women who own craft skills?
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It is assumed that the implementation of the project will contribute to the promotion of (Fig.

1):

1. vocational education among women based on craft patterns;

2. craft skills as a solution to an imbalance in the labour market in terms of skill

mismatches to the needs of employers;

3. professional and business models as means to reconcile family and professional

life;

4. employment of women with vocational education.

Figure 1. “Professional woman” project - actions57

Social perception of crafts and vocational training

As research conducted with locals in the project “Craft and vocational training in the region”

shows, craftsmen are perceived by the Wielkopolanie (natives of Wielkopolska Region) largely

through the prism of the profession.

57 Source: Own elaboration.
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The respondents understand this word mainly as general nature and do not associate it, most

of the times, with any particular professions. In other words, a craftsman is a person with a

profession. “It should be understood, as activities, requiring an employee to have appropriate

knowledge and skills systematically repeated and being a source of income” (Orna-

towski/Figurski 2000: p. 26, Nowacki 1979: p. 10).

Another category of indications, associated with the word craft, were those related to the per-

ception of a skilled person as craftsman, so the employee knowledgeable in their profession or

occupation. For residents of the Wielkopolska Region the term skilled person is associated

with terms such as reliable, honest, conscientious.

Craft also recalls the work, of which two thirds of indications in this category (194 people) drew

attention to its hard nature, using such expressions as difficult, hard, physical. In the opinions of

Wielkopolanie also appeared positive descriptions, referring mainly to values such as fair and

robust.

The respondents association with crafts does not have substantially the nature of extreme

opinions – neither positive nor negative. Crafts do not arouse extreme emotions, its image in

the minds of the inhabitants of the region can be considered quite superficial, static, concrete,

and in some respects, sometimes even a little “coarse”58 but positive.

Crafts, however, generally does not work in the social consciousness of Wielkopolanie in

institutional terms, as economic self-government or organisation. One third of Wielkopolanie

could not even indicate whether the features and chambers are all helpful in educating young

people in the profession, which seems to be a worrying sign for craft organisations, which to a

very limited extent, operate in the public consciousness.

Something that has a big impact on the assessment of crafts is the place of living. It turns out

that rural inhabitants formulate more favourable terms of craftsmanship and qualified assess-

ment of physical work than residents of urban areas. This demonstrates the huge potential of

vocational training and the development of crafts is among rural communities. Social respect

for the skilled person is also strongly associated with perceiving the demand for their services,

and appreciation of the quality of service/craft products.

58 Connotations associated with the difficult, tedious and hard physical work, which confirm the
opinions of students of vocational schools on the logo of Polish Craft Association.
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The Brand “Craft”

The main attribute of the brand is a graphic sign. Unfortunately, as shown by the results of

studies conducted with students of vocational schools, the present logo of the Polish Craft

Association is not associated with a good brand. Although being in use for many years, the

graphic symbol refers to the idea of work, occupation, profession – this is a narrow and un-

representative appeal.

Most frequently the logo is associated with the so-called “masculine” profession: “carpenter,

mechanic, a person who hammers”. It also induces no sense of identification with other pro-

fessional crafts, such as representatives of the profession of hairdressing. It seems, therefore,

that changes are necessary, which will on the one hand grasp the figurative mark, a wide range

of the conceptual word “craft”, on the other hand would start to speak not only for young

people, candidates for the artisans. It would also allow to root the brand “craft” in the minds

of customers and buyers of craft.

But what is valued in the same craftsman? The key elements such as “experience, precision

and perseverance”. Undoubtedly, the situation of crafts in the previous regime strongly influ-

enced the present perception of artisans in the economy and society.

Some respondents are of the opinion that the concept of craftsmanship very strongly bound

to the past economic and political regime and today totally does not fit with the reality of

today’s market.

As it turns out, a large impact on the current perception of crafts in Poland is the era of PRL,

where large-scale plants workers and peasant-workers were celebrated, bypassing in the ethos

of professions a craftsman, as a “private entrepreneur”. This resulted in the erosion of the

current understanding of the importance of crafts, and also a lack of broad and mass infor-

mation campaigns about the ethos of work in crafts and their role in the development of the

economy after 1989.

Interestingly, students who had identified the old crafts as a non-existent world, something

distant, archaic, and even medieval, took part in the studies. All this, despite generally positive

associations, highlights the urgent need to further improve of the image of the crafts in the

social consciousness.
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Media image of crafts and vocational training

The concept of craftsmanship gives much more positive associations among the residents of

Wielkopolska than the basic vocational school. The unfavourable image of vocational schools

is the result of many factors, among which the most important undoubtedly include the recent

reform of the education system with its aims and objectives, according to which 80% of

young people should be educated in secondary schools allowing them to pass the maturity

exam.

The result is a significantly lower level of education compared with secondary schools and

techniques, which results in vocational schools being treated as third preference schools.

An additional problem is the fact that the education programme, which vocational schools

offer, is not adapted to the requirements of the labour market, to the real needs of employers

and that students often learn from textbooks that are several years old, and a workshop

equipment strongly differs from the contemporary realities.

Undoubtedly, this is due to too high costs, far beyond the financial capacity of the school (and

the authority conducting, usually the county, but also, among others like craft organisations),

which would have to be spent on the refurbishment of workshops and adaptation to the re-

quirements of future employers.

The analysis of the media image of vocational education and crafts in Wielkopolska, conduct-

ed within the project “Craft and vocational training in the region”, shows that press releases

regarding education are dominated by the themes addressed to students of schools, students

and graduates. But it has to be admitted that the problems of vocational education and crafts

are being recognised and discussed more often.

Initiating a nationwide media campaign is a necessary step on the long road of modernisation

of the education system, as well as to adapt it to the current and anticipated future needs of

the labour market.

A positive phenomenon is the fact of conducting studies to diagnose major problems and

then developing solutions on this basis, to improve the situation, including the image of crafts

and vocational education.

Therefore it is necessary that organisations representing the crafts in a coherent and consistent

manner, begun to promote its mission and its main objectives. A broad-based marketing cam-

paign on what crafts are and what benefits they bring to the economy should start permanent,

structured and image-oriented activities to build a strong brand. Such activities will build sus-
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tained communication with the business environment and ensure raising the prestige of the

profession of craftsmen, which should result in the successful recruitment of personnel for

vocational schools.

In this context, attention should be paid to the need for greater use in promoting the image of

crafts and vocational education, tools such as the Internet and modern communication tech-

nologies. For these measures to be effective and consistent, it is recommended to establish a

common unit, responsible, among others, for internet marketing. A craft environment using a

centralised marketing, are able to operate much more efficiently and effectively representing

all parties belonging to the craft.

Results of research conducted with managers of vocational

education and vocational students in Wielkopolska

What is craft? Who is the craftsman? What is the position in society? The clash of views of

students and practical training supervisors in vocational schools in Wielkopolska, emphasise

the complexity of the issues related to vocational education.59

Is it better to learn in a vocational school and have the opportunity of apprenticeship with an

employer? How to advertise crafts, to increase its popularity?

How do we teach the crafts to go with the times, participate in and benefit from the socio-

economic transformation? Let us listen to the kind of polyphony, subjective beliefs and kind

remarks of young students of hairdressing, bricklaying, carpentry, mechanics, future sellers

and installers and managers of practical training in schools. It sounds both, naive, inexperi-

enced, as well as professional, prepared to describe the situation of vocational education.

Researcher: Who is artisan?

Students: Male. Foreman. Head

Craftsmanship was identified by respondents with the fact of work, mostly manual. That work

is often associated with technical things, practice. The Polish Craft Association logo reminded the

students who participated in the study of hard, masculine work. The logo perception issue will

be described later in the article. However, the opinions as to whether it is really hard work, are

59 The article uses the results of qualitative research conducted with managers of vocational education
(ten in-depth interviews) and with pupils of vocational schools in Wielkopolska (eight focus group
interviews), conducted in the project “Craft and vocational training in the region”.
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varied: One student stated during the group interview that artisans do not work hard, and fast

riposte came second: What do you mean? You have to work really hard! In addition to com-

ments on the severe nature of the work of a craftsman it is also said that this is a dirty but

robust job. Toil and drudgery are the hallmarks of craftsmanship in the eyes of many of its

young students.

Occupations, with which the most students and supervisors of practical training in vocational

schools in Wielkopolska associated trade and craftsmen, were varied. It was often a compila-

tion of professions, such as a plumber, tinsmith, auto mechanic, electrician, hairdresser, pastry

chef, baker, and was about what craft is of the essence. Interestingly, there were students who

identified crafts with an old, non-existent world: the Craft call old blacksmith-type games.

Many students however indicated that practicing crafts associates with the acquisition of a

specific competences and skills: It’s a profession or direction or any ability, what we can learn.

Generally craft is, in the opinion of respondents, something that is done with your hands.

Students argued that it is not a simple job, but one that has a strong impact on the functioning

of society: “Carpenter, as we need a table, he produces it, artisans satisfy our needs: Without a

carpenter, this table would not have happened, if there was no cook, there would not be din-

ner. At the same time, with all the specifics of craft work – which will be explained later in the

article – young people perceive the rules applicable also in the world of crafts, even those

expressed in the simplest way: “You have to be sought”.

Craftsmanship Logo

A student: I would add some scissors and sharp colours to get the attention.

What is the logo of Polish Craft Association? This question often caused confusion among

students. Exceptionally single students timidly suggested: Is it not the hand with a hammer?

Something was there. Cogwheel. Callipers – are some sample answers.

When asked about the logo, the young adepts of the craft also exchanged their other associa-

tions: an axe, and even, in the opinion of more witty ones, it was a sickle. After seeing the

official sign of the Association, they reacted with surprise: “This is something new”, or

claimed that that is what they thought about.

Actions that came to their mind while looking at the logo, were associated with hard work and

goods. The impression of heaviness, effort and toil, spoil, in the eyes of the young people, a

chance for the Assosiation’s logo to succeed as a promotion element.
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The issue of colour was often put forward at the first plan. Many students agreeably stressed:

“Colour is bad” or “There are few colours, poor such”. Some have proposed their own solu-

tions in this field: red, turquoise, orange, aquamarine. This would help the recovery and renewal of

the image of the entire craft: “Jolly, it should be, have a vivid shade that is associated with a

lighter, more pleasant work”.

The conclusion summarising the discussion of the Polish craftsmanship logo is not optimistic:

It does not associate with a good brand. Though it refers to the idea of work, occupation,

profession, this is a narrow and unrepresentative appeal.

The logo is most frequently associated with one profession: carpenter, mechanic, a person

who hammers. It does not invoke a sense of even insignificant identification of representa-

tives of the profession such as hairdressing: There is nothing related to hairdressing.

Perhaps, after a little tuning, which suggested the interviewees, the logo would start to speak

not only for young people, candidates for the artisans, but also to root in minds of customers

and buyers of craft.

Tradition or technology?

Researcher: Who had an impact on the profession you chose?

Students: Dad. Brother. A colleague.

Supervisors of practical training in vocational schools in Wielkopolska include typical craft

professions: baker, confectioner, upholsterer, car mechanic. When it comes to professions

with the best regards in Wielkopolska, (...), at a very high level there are especially professions

such as electrician, locksmith, painter. It is also worthy to ask about the reality that more and

more rarely refers to the actual craft, following current trends: the so-called vanishing profes-

sions. According to the supervisors, there are the dying trades like shoemaker, roofer “... for

example, we launched a last roofer ten, fifteen years ago, and there are three shoemakers in

the city”.

How is it possible, that some traditional spheres of activity go into social oblivion? The causes

can be purely practical: an oven builder “dies” a natural death, or economic: “people claim

that shoes bought for ten zlotych are not worth repairing”.

Among the students talking about their experience with crafts there were people who had

been trained from generation to generation in one type of profession. More often, young

people perceive this kind of heritage as aggravating and limiting their development.
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The need for new technologies is also necessary to update the material resources in employers’

workshops. It was emphasised, that the equipment often is outdated, that they are not going

forward, but backward. The fact that other peers can work on newer machines often caused

frustration. Thus, there were strong statements that if they had the chance, they would change

the employer if he does not invest in new equipment.

The modernisation, according to students, should also cover the sphere of education. Espe-

cially textbooks for young students of the profession. With indignation they pointed to the

compulsion of learning from textbooks dating back to 2001 or 2002, and sometimes even in

the nineties of the twentieth century and earlier.

Where else do students see the advantage of upgrading a work place to “maintain the status

quo? The more technology, the bigger is the possibility of novelty. We as hairdressers give

people the image. Additionally, this technology or equipment even makes the work easier”.

Social recognition?

Researcher: Is the work of a craftsman better than of a non-craftsman?

Students: It should.

Are craftsmen valued today? Many students complained about the negative image of the pro-

fession, which is associated with the depreciation of the very concept of trade. The negative

character of their “story” is a white-collar worker who took over craftmen’s prestige and social

recognition.

But what is cherished in craftsmen? According to representatives of various professions cru-

cial are elements like experience, precision and perseverance. Which professions are respected

in the opinion of supervisors of vocational education? Educators mention in this category

shoemakers, goldsmiths and watchmakers. This is due to the fact that there is an appreciable

deficiency of good professionals in these occupations. And on the other hand, they are still

very much needed in society.

Which professions are the most popular ones in the opinion of students? The students were

asked this question in an indirect way: “Which profession would be in a clip promoting

crafts?” The most frequent answer referred to occupations such as hairdresser, mechanic,

cook.

The hierarchy within the world of crafts was seen as universally accepted: The master is ap-

preciated because he already has the job in hand and you can call him a professional. Member-
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ship in the guild seemed to play an important role, but there were sometimes contrary voices:

For most it matters, but there are those that do not appreciate the badge.

Is – colloquially speaking – “paper” important? What role in the eyes of students and training

supervisors play diplomas, certificates, and certificates confirming the distance travelled in the

craft? According to the teachers of practical training, documents attesting to the financial

ratio. This is associated with the price. Otherwise, the matter goes to a true craftsman, and

otherwise normal specialist. Even students from the school can do the same thing for half the

price.

In addition to diplomas and certificates, what counts, of course, is how a company is per-

ceived: Some have so much work that they cannot take all potential assignments. They really

care about the reputation and image. Most of the students, on the other hand, admitted that

the diplomas, taking part in exhibitions proofs, put in prominent locations, build confidence

in the company’s craft. As emphasised by education headmasters, obtaining a diploma is a

guarantee of greater knowledge and expertise.

The note that the “paper” is important was repeated like a mantra in the statements of most

students. Some, however, were of the opinion that customers look at the price of the service

and quality, rather than the certificates and diplomas. The common-sense remark about the

fact that people would go to contractors who are cheaper, with or without logo, however, was

relatively rare.

The view prevailing – probably to some extent taken from homes and places of practicing the

craft – was that “paper” improves the image of the man who makes a profession.

Students indicated that the ethos of crafts depends largely on the people who represent it:

People, seeing such a worker who works on a construction site, would not respect him be-

cause they see how he is dressed. Depending on whether he is drinking or not. If he is good,

they look at him positively. Students refrained from equating the craft itself with the position

of individual workshops: “To me it seems that it depends on the company, everyone has their

own company selected and does not look whether there is crafts or not”.

However, there is an interesting note of disagreement on the simplification of the reality of

vocational education. The voice was supported by the heads of vocational training: If a high

school was created here, our school would have to die ... And yet there must be proportions!
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What is good in education of a craftsman?

Researcher: What do you like in school?

Students: It is restored.

Young people rarely see the overall benefits associated with attending a vocational school.

Though they note that those who go to high school have the problem of getting nothing after

the school, they only have secondary school education and will not have a profession. And

here is a profession and you are ready to work. The biggest advantage of school for them,

however, is that you can make new connections.

Sometimes the motivation to study at school is trivial: How close it is to the house; short

learning time; easy level. Sometimes, however, the benefits were more diverse: We have this

profession, knowledge and a school after secondary school, we have a “paper”.

The interesting issue is the comparison with general secondary education. Basically, the sur-

veyed students stand out from their peers in high schools: These are brains, noting the fact

that school choice does not necessarily mean better intellectual predisposition, but only specif-

ically conceived cleverness of life: They do not want to work. They follow the same path

thinking mythologizing simple, hardworking craftsman and lazy “intelligent”.

Vocational training supervisors emphasised that the media have an impact on these percep-

tions: When there are different types of competitions, it is always said that high school stu-

dents have won a prize. Besides, there are now less competitions for crafts, and the media do

not tell about it. Once there were plenty of trophies for the best locksmith, turner. Now they

are just in sports.

Being a craftsman ...

What does it mean to be a craftsman in the modern world? The pupils often pointed out that

the choice of school and the profession in which they train, is their first and final choice. They

can count on admission to the school for the first time, which in the eyes of the young man

certainly is a big advantage. An even greater benefit is the possibility to take immediate em-

ployment after school: After graduating from a vocational school we can immediately proceed

with the normal work and make money.

What are the greatest strengths of the craft profession recognised by supervisors of vocational

training? An opinion appears that our artisans are famous in Poland and abroad. They take

part in various competitions. Our activity is quite large (such task concerns practicing crafts-
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men, not competitions for students). Among the votes “for” the practice of the craft, a re-

markable attention of social benefits appeared: “I can give an image to someone, make some-

one happy”. The respondents – adepts of hairdressing profession – justified their professional

motivation: “We will be very happy with ourselves, because this person came to us and is

happy with our work”. However, before taking up a job in the profession, young people expe-

rience – considered by some respondents for certain – tedious and laborious climbing the

career ladder: “Because we’re cheap labour, especially for the employer at the workshop and

practice time”.

Is it worth it to educate yourself within the structure of vocational education? Yes, because it

gives confidence that this profession will always continue, it does not stop at some point. It is

optimistic that for to the question: “Tell me, if it pays off to be a craftsman today?” many of

the students replied: “Yes. It pays off”. At the same time, students pointed to the need to have

higher qualifications within the profession: Now there is work, if you have a better “paper”.

Recognition of certificates and diplomas does not reflect among young people in the recogni-

tion of the organization’s guild. As noted with sadness by supervisors of vocational training,

young people are not active themselves, and even if they belong to a guild, they do not get

involved. But how to reach these young people, I do not know. The problem is the lack of

awareness among young people, that being alone it will be harder for them to function in the

labour market. Lack of knowledge about the benefits of functioning in the craft organisation

unfortunately causes that there is not significant scale of influx of young people to craft organ-

isations in Poland.

Does it pay to off to be a craftsman?

Researcher: Tell me, if it pays off to be a craftsman today?

Students: Yes. It pays off.

The main problem of the young students was the issue of lack of work and uncertainty of

finding a job: “It is not necessarily guaranteed to find a job after graduation, there may be not

enough work, or employers are not able to give us this job”. Where, in the opinion of stu-

dents, is work missing? Among the unwanted occupations on the labour market were men-

tioned cook and locksmith. Interestingly, students also mentioned the profession of a car

mechanic.

What are the biggest ills of vocational education? The problem is the image of the graduate

schools of this type: “Crafts, despite the fact still being present and needed in society, is seen

as a field of dying”. Extremely strong, in the evaluation of the status of craftsmen, was a topic
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of unfair advantage of those professionals who earn a living by intellectual work: “Someone

that sits at the paperwork will do anything, gets a medal and we work at nights. And they do

not care for us and do not appreciate us, and no one ever said, “Thank you”. There’s an al-

most nineteenth century dislike of one professional group over another: Such a one who sits

behind a desk is complaining that his spine hurts, and what we have to say, as we stand and

carry heavy things all day?”.

As a threat appears the emerging markets and hypermarkets. At first they offer a big range of

products for a lower price, and secondly, competitive working hours. But is this correct about

the danger from the supermarkets? Do the reasons for the unpopularity of the old way of

providing services lie elsewhere? Some headmasters of education recognised that crafts and

generally small and medium-sized companies are able to find a new Polish reality, full of malls

and shopping malls: A great example are small shoemaker establishments or dry cleaners that

arise in supermarkets.

When describing the “dark side” of crafts, you cannot forget about its internal weaknesses.

There are aspects more difficult to identify than the outer barrier, which in the opinion of

many interviewees seem to surround artisans from all sides. Among the identified weaknesses,

it is worth quoting an opinion: “Tardiness, the need to “watch” the execution of the work, use

of low quality materials. Moreover, quite often the situation to perform work on the principle

of “work for the work’s sake”. The downside is the lack of knowledge in technical and legal

areas, the lack of individual commitment from professionals and the inability to make deci-

sions about how to perform the work”.

Future plans

Students see their future in different ways, but their voices have expressed primarily optimism

and enthusiasm in finding the best solutions. Some saw a chance to quickly start work in the

profession they were taught. Others intend to continue studying after school – for example in

supplementary technical schools.

When asked about the willingness to start their own company, essentially, they answered nega-

tively, explaining the lack of funds needed to open their own business.

More than towards their own business, the eyes of future professionals turn to training cours-

es, such as the ones for a beautician or a bricklayer. An important issue is the phenomenon of

emigration. This problem has been recognised by the supervisors of education: young people

leaving recently to the West, particularly after vocational schools. Adepts of crafts seriously
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consider emigration: “In Poland, there is no work. I will go somewhere in the West”. Coun-

tries most often indicated were Germany, the United Kingdom and the Netherlands.

Regardless of the benefits offered by the European labour market, supervisors dampen enthu-

siasm of youth emigration: you must be communicative, willing to work flexible hours. Be-

sides they look for people in professions which our young people do not choose, such as

baker. Determination and diligence, as you can see, are not enough. The question remains, is it

worth it to cool enthusiasm of young people, or let them try living in a different reality and

return to the country with new social skills and a changed view of the world.

The way to summarise this section may be asking the question about the students and super-

visors of vocational education participating in the study. What is craft for them? Certainly the

path of development of their own and other people. School, peers, trainings and meetings

with prospective employers – appoint young people thinking about the profession. This is not

a uniform or systematic thinking. It is, however, endowed with a high degree of consistency.

The image of crafts in the eyes of the supervisors of practical training also varies. However, a

certain type of thinking dominates, that can be described as moderate optimism.

With all the scepticism and knowledge about the necessary changes, supervisors still believe in

the ethos of the craftsman and the demand for his work in society and the economy.

Summary

With reference to the assumptions of the concept of diversity management at the same time in

relation to the contemporary transformations of male career patterns, the new models will be

the easiest career to find for women, in particular through the skills developed by years based

on partnership and social skills (Piekarska 2009).

There still remain important research areas concerning women’s careers in crafts, particularly

the image of women working in crafts, reasons for choosing a career in crafts, opportunities

and barriers to increasing the presence of women in crafts, the benefits of formal qualifica-

tions in crafts. The basis for the study of contemporary women’s living strategy should in

addition analyse the relationship between craft skills and patterns of entrepreneurship and the

reconciliation of work and family life, especially for women returning to work after a break

due to the birth/upbringing of a child. The above-mentioned research problems will be solved

within the project “Professional woman”.

The findings presented in this article indicate a need to restore the concepts of crafts, artisan,

craft qualifications, especially in the context of the current and the projected role of vocational
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and craft occupations in the labour market. Regarding the role of crafts in the effective devel-

opment of human capital – especially in relation to social crisis, which is reflected in the high

level of unemployment among young people – at the end the statement of the Minister of

Labour and Social Policy, Władysław Kosiniak-Kamysz, from the movie “I choose Craft” is 

worth mentioning: “I say hallo to all young people who are considering career choice. This is

an extremely important moment, on this choice your life and your family’s life will depend on.

It is important that you come to this choice responsibly. You have nowadays an offer for

vocational education and it is worth to bet in crafts (...) there are professions that provide

safety and these are worth to be selected”.
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From Quantitative to Qualitative Aspects of Work –

Over-Education and Earnings in Germany60

Christina Boll, Julian Sebastian Leppin

1. Introduction

Demographic and economic change drive the demand for skilled labour. The retirement of

baby boomers will leave the labour market with a foreseeable skill gap since younger cohorts

are too few to fill the overall need (Bundesagentur für Arbeit 2012). In this situation, it will

become more and more important to focus on the full exploitation of resources in terms of a

productive use of acquired qualifications in proper job matches. Apparently, Germany has got

a considerable untapped female workforce potential in three aspects. In terms of employment

rates, firstly, German women – and particularly mothers – exhibit a rather low engagement in

comparison to the Baltic Sea Region. Mothers quit the labour market for quite a long time

when a child is born and sometimes they do not return. In 2011, only four out of five 25- to

54-year-old women with children aged 12 to 24 years were employed. The employment rate of

those mothers was the second lowest in the Baltic Sea Region (only Poland performed worse

than Germany). Secondly, mothers stick to part-time work even when their offspring has

grown up. In 2011, 62% of 25- to 54-year-old working mothers with children aged 12 to 24

years worked part-time.61 Related to this fact, the proportion of German women in leading

positions is comparatively low.

The third dimension of untapped potentials is often overlooked: Over-education occurs if a

person attained a higher level of education than is required to perform his or her current job.

Apart from its macroeconomic drawbacks, over-education entails severe shortcomings on the

individual level as well since it most likely induces earnings disadvantages and job dissatisfac-

tion.

60 The article contains results of the project „Innovative SMEs by Gender and Age“.

This study has been partially funded by the German Ministry of Family Affairs, Senior Citizens, Women
and Youth (BMFSFJ) and the Hans-Böckler-Foundation and refers to the corresponding publications
(Boll/Leppin 2014a; 2014b; 2013a; 2013b).
61 See Biermann et al. 2013. The study deals with women’s labour market integration in the Baltic Sea
Region in many further aspects.
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Various theoretical frameworks deal with the phenomenon of over-education and its earnings

consequences (for an overview see Büchel 2001). Search theories (Stigler 1961; Mortensen

1987) postulate that over-education may temporarily arise due to labour market frictions in the

context of incomplete information. Career mobility theory (Sicherman 1991; Sicher-

man/Galor 1990) considers over-education in the early career to be a rational outcome of

individual lifetime earnings maximisation. Furthermore, over-education may arise in the con-

text of labour market distortions, namely an excess of graduates on the labour market (job

competition theory by Thurow 1975). The same conclusion is drawn from assignment theory

(Tinbergen 1956; Sattinger 1975, 1993) assuming wages being solely determined by job re-

quirements. By contrast, human capital theory (Ben Porath 1967), in its earnings aspects

commonly specified in a Mincerian wage equation (Mincer 1974), postulates that wages are

exclusively determined by the supply side, implying equal returns to each unit of attained

education. The theory of differential over-education (Frank 1978) regards job mismatch as an

outcome of joint decisions of couples. Women may prioritise the optimisation of the male

partners’ job match due to men’s higher earning capacities and/or traditional gender roles. In

this case, female partners behave like “tied movers” and “tied stayers” on the labour market

(Mincer 1978). International empirical evidence suggests that results on the prevalence of

over-education and its earnings consequences heavily depend on the applied model specifica-

tion, namely with respect to unobserved heterogeneity (e.g. Allen/van der Velden 2001; An-

dersson Joona et al. 2012; Bauer 2002; Blázquez Cuesta/Budría 2011; Korpi/Tåhlin 2009;

Leuven/Oosterbeek 2011; McGuinness/Bennett 2007). Moreover, results vary considerably

with the chosen operationalization of over-education (e.g. Bauer 2002; Chiswick/Miller 2009;

Groot/Maassen van den Brink 2000; Mendes de Oliveira et al. 2000; Nielsen 2011), the incor-

porated meta-variables (e.g. Davia et al. 2010; Verhaest/van der Velden 2013) and the sample

composition (e.g. Blázquez Cuesta/Budría 2011).

Aim and outline of this article

To our knowledge, there are no current figures relating to the gender- and education-specific

prevalence and earnings correlation of over-education in East and West Germany. Thus, our

analyses aim at filling these gaps, answering the following two questions: Firstly, what is the

current prevalence and magnitude of over-education in East and West Germany and what was

its development from 1992 up to 2011 (Section 3 of this article)? Secondly, how does over-

education relate to earnings (Section 4)? The preceding Section 2 presents the data and meth-

ods used. The article ends with concluding remarks (Section 5).
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2. Data and methods

Our analyses rely on the Socio-Economic Panel (SOEP) 1992-2011 including all available

subsamples (Wagner et al. 2007). The sample comprises of 94,674 observations. 39,982 of

them (42.2%) relate to men, 54,692 (57.8%) to women. Only persons aged 20 to 55 are con-

sidered, and persons in education, retirement, civil or military service as well as self-employed

persons are excluded. We run separate analyses for men and women, East and West Germans

and medium and highly educated persons (referring to ISCED groups 3-4 and 5-6, respective-

ly). West and East Germany (the latter including Berlin) relates to the current residence of the

person. The information from lowly educated individuals (ISCED 0-2) is solely used to con-

struct the educational standard in the occupational benchmark group since those persons face

low over-education risks per definition. Medium educated persons have completed a voca-

tional training, and the highly educated have successfully completed university studies. Those

studies comprise of six degrees, thereof those with a lower amount of years of education are

rather dominated by women, whereas men have a lead over women in the more prestigious

degrees with more years of education. 57.2% of the male but only 47.9% of the female highly

skilled persons graduated from a university or a technical university, respectively. By contrast,

only 6.1% (7.5%) of male graduates completed an East German professional (technical) col-

lege, whereas this applies to 19.9% of female graduates. On the contrary, years of education

are more equally distributed across genders in the medium education category.

Our analyses focus on formal over-education as a vertical inadequacy of attained formal edu-

cation and job requirements (“over-schooling”).62 Approaches how to measure this type of

mismatch are almost as manifold as those explaining it. For Germany, many empirical studies

rely on the Socio-Economic Panel (SOEP; see Wagner et al. 2007) and on the operationaliza-

tion scheme of individually self-assessed over-education. The method is appealing and widely

used (Büchel 1996; Duncan/Hoffman 1981; McGuinness/Bennett 2007; Rukwid 2012;

Sicherman 1991; Vahey 2000). This may be due to its easy application and since – from a

theoretical point of view – a survey respondent knows his or her individual job requirements

best. The majority of those studies report a higher prevalence of over-education among wom-

en than men (e.g. Büchel 1996, 2001; Büchel/Battu 2002; Daly et al. 2000; Rukwid 2012;

Szillik 1996 for West Germany). However, empirical evidence suggests that self-assessed over-

education is subject to other job features like occupational status and particularly income

(Dolton/Vignoles 2000). Survey respondents may be inclined to exaggerate educational re-

quirements of their job for various reasons (Borghans/de Grip 2000). Furthermore, self-

62 By contrast, over-skilling may be interpreted as horizontal inadequacy in terms of a partial non-use of
attained occupational skills in the actual job (Quintini 2011).
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assessed over-education exhibits a severe gender bias (Leuven/Oosterbeek 2011). By contrast,

realised matches frameworks (Verdugo/Verdugo 1989 relying on the mean value, Kiker et al.

1997 relying on the mode value) represent a pragmatic solution in this context. They refrain

from externally defined standards and instead of this, let market players decide.

In our analyses, we use the Realised Matches framework by Verdugo and Verdugo (1989). We

use the information of education in years and refer to the mean value of education in the

benchmark group. This provides a procedure that is sensitive even to small deviations be-

tween demanded and supplied education. The occupational affiliation of a person is validated

by occupational status information. Furthermore, it is complemented by time period dummies

to control for occupational change over time.63 Accordingly, over-education is defined as a

positive deviation, under-education as a negative deviation and required education as the per-

fect congruence with the standard.

3. Prevalence of over-education in East and West Germany

The following illustrations 1 a)-h) display the percentage of the over-educated among the

employed by gender, education, region, and measurement method from 1992 to 2011.

Weighting factors have been used to adjust the sample to the basic structure of the overall

population. The graph “self-assessed” depicts the percentage of individuals who are over-

educated by self-assessment. By contrast, the graph “Realized matches” (RM) shows the cor-

responding group of individuals who are over-educated referring to their occupational

benchmark group in realised matches. The shaded area (“According to both measures”) dis-

plays the percentage of twofold over-educated individuals, referring to the overlapping group

of persons affected by both measures simultaneously.

Five findings are drawn from the analyses.

Firstly, among individuals with medium education the importance of self-assessed over-

education by far exceeds the level of RM over-education. The same holds true for East Ger-

man female graduates, whereas the opposite applies to West German graduates and East

German male graduates.

63 In detail, we exploit ten main occupational groups provided by 1-digit International Standard Classifi-
cation of Occupations (ISCO) and eleven occupational statuses stored in the SOEP data set. The yielded
job/status combinations (job cells) are kept if they contain at least ten observations. The computation of
the average education in a distinct job cell is repeated at regular intervals of four years to account for an
educational upgrading of occupations.
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Secondly, self-assessed over-education decreases over time among the medium educated

whereas its relevance remains stable or even increases among graduates. By contrast, the prev-

alence of RM over-education persists at a low level among the medium educated but floats at

a high level among the highly educated, with an increasing (decreasing) long-term trend

among women (men).

Thirdly, throughout the first decade after reunification, self-assessed over-education has been

more important in the Eastern than the Western part of Germany. Thereafter, the East Ger-

man figures approached the West German ones (and likewise the East German figures of RM

over-education).

Fourthly, regularly more women than men report being over-educated. Although the gender

gap in self-assessed over-education somewhat diminished over time, it perseveres on a consid-

erable level among graduates. This is more so if they live in East Germany.

Fifthly, graduates are far more affected by twofold over-education than individuals with medi-

um education. This holds true for both regions and genders. From 1992 to 2011, 10-20% of

East German graduates, 5-10% of West German male graduates and roughly 20% of West

German female graduates are over-educated with respect to both realised matches and self-

assessment.

Illustrations 1 a)-h): Over-education amongst all employed individuals (%) from 1992

to 2011, by gender, education, region, and measurement method
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How may the results be interpreted?

The prevalence of over-education is likely to depend on the labour market structure, namely

the supply and demand of skilled labour. From 2002 onwards, the amount of young persons

who graduated from university rapidly increased (Statistisches Bundesamt 2012). Due to a

dynamic and prosperous economy and an increased demand for highly skilled labour, the

labour market was able to absorb the additional supply. Thus, the period from 2003 to 2008

was shaped by a decline in the graduates’ unemployment rate (IAB 2013) and an overall im-

provement of job match quality on the graduate labour market. However and in accordance

with job competition theory, realised matches’ educational adequacy once more worsened in

the course of the recession, resulting in an increase of RM over-education magnitude in

2009/2010.

As illustrated above, individuals with medium education form a more homogeneous group

than highly skilled individuals. Degrees of the highly skilled differ between 12 and 18 years of

education (required to obtain the degree). Thus, over-education among graduates may be the

result of within- as well as between-group over-education. Our finding that graduates are

more severely affected by over-education according to realised matches than to self-assessed

over-education comes as no surprise in this context (result 1), nor does the fact that individu-

als facing twofold over-education are most common among graduates (result 5). The increase

of self-assessed over-education among West German male graduates (result 2) has been con-

firmed in a study by Rukwid (2012). It is aligned with a growing mismatch frequency from the

individuals’ perspective. The lead of women over men, with respect to self-assessed over-

education (result 4), is a rather common finding that has been stated by various former anal-

yses (Büchel 1996, 2001; Büchel/Battu 2002; Rukwid 2012; Szydlik 1996). Leuven and
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Oosterbeek (2011) point to a gender bias in the self-reporting behaviour of individuals. Fur-

thermore, there is manifold evidence of gender specific risk factors. Most of them relate to

employment behaviour which is often female-specific, e.g. interrupted work careers, precari-

ous employment, or restricted working time (see e.g. Boll/Leppin 2014b). 30-40% of German

women who had withdrawn from the workforce for a minimum of three years were formally

over-educated in the job they took up at the time of re-entry (Diener et al. 2013). However,

men are likewise or even more concerned by over-education if realised matches are taken into

account.

The East/West gap in self-assessed over-education (result 3) might be associated with differ-

ent personal traits between East and West Germans. In October 2012, 37% of East Germans

stated that “dissatisfaction” relates more to East than to West Germans, and 51% of the latter

shared this view. By contrast, only 13% of West and (!) East Germans reported the opposite

view (IfD 2012).

Beyond mismatch frequency, the difference in average education with respect to the occupa-

tional benchmark group serves as a further mismatch indicator. It displays the intensity of

mismatch according to the realised matches framework. The educational gap refers to the

difference in attained years of education between over-educated individuals and their respec-

tive occupational benchmark group. Analyses show that this indicator of mismatch intensity is

rather constant over time but that it considerably varies between different kinds of over-

education.
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Illustrations 2 a)-h): Real gross hourly wages 1992 to 2011, by gender,

education, region and over-education status
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Individuals who are over-educated solely according to their subjective assessment hardly ex-

hibit a deviant education (by definition). By contrast, twofold over-educated individuals exhib-

it gaps that are as high as those of over-educated individuals according to RM exclusively (2-

3.5 years). In the case of graduates, the gaps are even higher (4-5 years).

4. Over-education and earnings

Economists are interested in the earnings correlations of over-education. Illustrations 2a)-h)

show real gross hourly wage rates from 1992 to 2011. Deflation of wages refers to 2011 as a

base year. The earnings include prorated fringe benefits like Christmas bonus, vacation bonus

etc., to account for the fact that one-time payments affect men’s and women’s earnings differ-

ently (Frick et al. 2007). Earnings refer to the main employment of a person. The graphs de-

pict the average wages of all employed persons (“all employed”) as well as those of over-

educated persons by different kinds, namely by realised matches, by self-assessment and by

both measures, respectively.

As the figures show, East and West Germany experienced different trends in the period under

observation. While total wages stagnated or even decreased in West Germany, they formed an

upward trend in the East. This particularly applied to the wages of East German graduates.

For West Germany, the increased demand for highly skilled labour did not come with an
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increase in relative prices but has rather been absorbed by quantity adjustments. East Ger-

mans, by contrast, realised an earnings increase during the nineties that has been attended by

high unemployment rates. Only after 2003 did East Germans succeed in reducing unemploy-

ment rates and the quality of job matches improved.

Three findings become apparent.

Firstly, wages of the RM over-educated are quite similar to average wages (although being

more erratic, due to the method of measurement). That is, individuals who bring more than

the required formal education to the job are seldom penalised in terms of below-average wag-

es.64

Secondly, persons who assess themselves as being over-educated but who lack the corre-

sponding result according to the realised matches measure experience below-average wages.

One explanation according to the human capital hypothesis might be that this group exhibits a

rather low average amount of years of education. Furthermore, the subjective evaluation of

mismatch might reflect additional skills and qualifications, like upgrade training courses, that

are not included in the formal educational degree. Last but not least, self-assessed over-

education might be the result rather than the cause of low earnings, entailing a substantial

endogeneity bias (Dolton/Vignoles 2000). This explanation might contribute to our findings

that East Germans more frequently assess themselves as being over-educated than their West

German counterparts and women more often than men (see results 3 and 4 in Section 1).

Thirdly, persons who are twofold over-educated experience the most severe earnings penal-

ties. Their wages lag behind average wages most. The prevalence of twofold over-education is

highest among graduates (see illustration 1). In this group, the wage penalty derived from a

pronounced formal mismatch is reinforced by that of self-reported mismatch.

5. Conclusion

In summary, over-education according to realised matches does not inevitably correspond to

earnings disadvantages but this is likely the case – in terms of average earnings – beyond a

certain mismatch threshold. By contrast, persons who report being over-educated according

to their individual self-perception earn below-average wages. Twofold over-education entails

64 Naturally, this does not necessarily mean that their wages do not differ from those of their adequately
matched exam colleagues. Indeed, own analyses with respect to German graduates (not displayed here)
indicate that excess education comes with a lower return than required education (see Boll/Leppin
2014b, 2013a, 2013b).
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the greatest earnings disadvantage. As the latter coincides with a formal mismatch, the respec-

tive group is considered as being economically most relevant.

Our findings do not necessarily point to labour market imperfections, though. Formal educa-

tion is only part of an individual’s human capital; employment experience and informal skills

also matter. Moreover, human capital might depreciate in the course of labour market with-

drawals (Boll 2011). At the time of re-entry, earnings might reflect productivity but formal

education does not. This holds also true if certificates of qualifications are obtained by the

usage of other resources than incorporated abilities (e.g. networking capital). In the case of

hidden (dis-)abilities, the efficiency of the educational system has to be addressed, rather than

imperfections in labour markets. A similar conclusion has to be drawn from the fact that

people sometimes willingly refrain from exploiting their full earnings capacity by optimising

their job matches, due to other highly valued job characteristics. A vast amount of empirical

findings points to unobserved heterogeneity as a main challenge in the context of over-

education.

With descriptive statistics like these, the causality issue remains unaddressed. However, the

results clearly indicate that measurement error is a further challenging issue in this regard. We

show that women tend to be more affected only if self-assessed over-education is focused.

According to realised matches, men are equally or even more affected. Regional and educa-

tional patterns as well vary with the used measurement method. Thus, we suggest that in order

to get the full picture of over-education, one has to take a wide focus.
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High Added Value of Handicraft in Ethnographical Doll

Production of LATVJU LIETAS

Ieva Dāboliņa 

Latvju Lietas is a micro-enterprise established during the financial crisis using support of the

EU funds for business development, which in Latvia is administered by the Latvijas Hipotēku 

un Zemes bank. My first attempt to establish business in 2009 ended up in bankruptcy due to

lack of professional experience and knowledge of the field. In 2011 we tried again, this time

with two more staff members. We applied for financial support with the program “Lec

Biznesā! (Jump in Business!) and received a 1000 LVL (1423 EUR) support loan and a 1000

LVL prize for business creativity. The funds were spent on packaging, materials and advertis-

ing. It is not a lot to start a business, but it was plenty encourage us to continue at the time.

Currently the company has one full-time employee, but most of the work is done by around

ten craftsmen at their homes. Taking inspiration from the Latvian ethnography and using

traditional Latvian materials as linen, wool, linen seeds and leather we create various types of

dolls. Currently we offer souvenir dolls and children’s toy dolls.

Our production has a high added value. The ratio of material costs and the work costs is ap-

proximately 1:10. All textile doll components are cut, sewn, embroidered and knitted by hand.

This is why the dolls are highly priced and in some cases the duration between first sight and

time of purchase might even take several years. Most of the employed craftsmen are ap-

proaching retirement or are already retired and work besides their regular jobs. Our aim is not

to manufacture, but to create. On the scale between manufacture and art we are leaning to-

wards the art side and we want to keep it this way. Currently the main problem for business

development is the lack of current assets and skilled craftsmen.

The Latvian market is comparably small, that’s why we are trying to sell the dolls worldwide

through ebay and Etsy. Currently we are working on a new website and online-shop develop-

ment. Possibly, in February 2014 we will have moved to a better workshop in the centre of

Old Rīga, although our dream is a small crafts shop on one of the three tourist favoured old 

town streets where we would sell not only our dolls, but other craftsmen goods as well.
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Conditions of Best Practice Transfer –

Results of the Quick IGA Project65

Marzena Grzesiak, Anita Richert-Kaźmierska 

Abstract

Lack of qualified staff is one of the main reasons for SMEs for not being as innovative as

possible. At the same time the available human resources are not fully employed. In the Baltic

Sea Region (BSR) the labour participation of women and elderly people is very low, particular-

ly in the countries south of the Baltic Sea.

The employment rate of women ranges from 53% in Poland to 74% in Norway, the employ-

ment rate of older people from 32% in Poland to 70% in Sweden (see Table 1, Table 2).

Country
1995 2000 2010

Males Females Males Females Males Females
EU 27 70.8 53.7 70.1 58.2

DK 79.9 66.7 80.8 71.6 75.8 71.1
DE 73.7 55.3 72.9 58.1 76 66.1
EE 64.3 56.9 61.5 60.6
LV 61.5 53.8 59.2 59.4
LT 60.5 57.7 56.8 58.7
PL 61.2 48.9 65.6 53
FI 64.2 59 70.1 64.2 69.4 66.9
SE 73.1 68.8 75.1 70.9 75.1 70.3
NO 81.3 73.6 77.3 73.3

Table 2. Employment rate by gender in age group 15-64 (%)66

The Quick IGA project supports the development of working and organisational structures in

SMEs in order to increase the employment rate of women and elderly and concurrently in-

creases innovation capacities. One of the project’s main tasks was to find best practices from

SMEs in Nordic countries in that field (in the first step) and to identify (in the second step)

65 The article was prepared as a part of the project Quick IGA, part-financed by the European Union
(European Regional Development Fund) in the Baltic Sea Region Programme 2007-2013. The Research
paper was financed from the funds for science 2012-2013 for co-financed international projects.
66 Source: Eurostat.
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possibilities and conditions of their implementation in SMEs in other Baltic countries (e.g.

Poland, Latvia, Lithuania, Germany).

Country
1995 2000 2010

Males Females Males Females Males Females
EU 27 47.1 27.4 54.6 38.6

DK 64.7 35.9 64.1 46.6 62.7 52.5
DE 48.5 27.1 46.4 29 65 50.5
EE 55.9 39 52.2 54.9
LV 48.4 26.7 47.6 48.7
LT 50.6 32.6 52.3 45.8
PL 36.7 21.4 45.3 24.2
FI 35.6 33.4 42.9 40.4 55.6 56.9
SE 65.2 59.2 67.8 62.1 74.2 66.7
NO 71.4 58.9 72.2 65

Table 3. Employment rate of older workers by gender (8%)67

The main aim of this article is to present the results of the project: determinants of chosen

practices’ implementation (those focused on prolonging the older persons’ professional activi-

ty in Poland, Germany, Lithuania and Latvia). In the article there have been used results pre-

sented in the project’s internal report The analysis of the conditions for best practices’ transfer (Grze-

siak/Richert-Kaźmierska 2013). 

Introduction – Quick IGA description

The Quick IGA project is realised by 13 partners from around the Baltic Sea (see Table 3). It

aims at boosting the innovation capacity of SMEs by increasing the labour participation of

women and elders. Among the project’s objectives are:

 levelling of equal opportunities for women from south of the Baltic Sea with the

ones from northern countries,

 strengthening the promotion of innovation in SMEs by developing working cultures

and structures, which explicitly improve equal opportunities for women,

67 The employment rate of older workers is calculating by dividing the number of persons aged 55 to 64
in employment by the total population of the same age group. The indicator is based on the EU Labour
Force survey. Data source: Eurostat.
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 supporting the regional development in order to optimally develop the human capital

and competitiveness of SMEs in the regions through gender and education policy.

The project’s activities are realised on four levels: individual (motivation and workability of

women and older persons), enterprise (support and experience/knowledge transfer), organisa-

tion (chambers of commerce and educational institutions assistance) and policy (strategic

programmes and action plans on regional/national level).

Partner
number

Partners name Nationality

PP1 Hanseatic Parliament Germany

PP2 Schwerin Chamber of Skilled Crafts Germany

PP3 Hamburg Institute of International Germany

PP4
Minsk Department of the Belarusian Chamber of
Commerce and Industry

Belarus

PP5 Lithuanian University of Educational Sciences Lithuania

PP6 Education Centre (VISC) Latvia

PP7 Work and Future Germany

PP8
Satakunta University of Applied Sciences, Faculty of Tech-
nology and Maritime Management

Finland

PP9
Brest Department of Belarussian Chamber of Commerce
and Industry

Belarus

PP10 Gdańsk University of Technology Poland 

PP11 Norden Association Norway

PP12 The Nordic Forum of Crafts Norway

PP13 Bialystok Foundation of Professional Training Poland

Table 4. Quick IGA project’s partners68

One of the project’s tasks was to identify best practices in strengthening the economic activity

of women and older people in the context of developing the competitiveness and innovation

of SMEs, as well as to describe the possibilities and conditions of their transfer. Transfer in

this case is understood as the implementation of selected and described solutions in enterpris-

es and public organisations from all Baltic Sea Region (BSR) countries.

The co-ordination of the task and achieving the expected results of the project in this part was

the responsibility of the Gdańsk University of Technology (PP10). Due to the complexity of 

the data analysis process (the data is often available only in the vernaculars) and the need to

68 Source: Project’s official materials.
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define specific conditions for the implementation of individual solutions in different coun-

tries, all project partners participated in performing the task.69

The essence of the transfer of best practices

Best practices are solutions that due to the use of specific materials, technologies, procedures

etc., allow for obtaining better results than in the case of other materials, technologies, proce-

dures, etc. Best practices are behaviour standards and reference points for other entities inter-

ested in the implementation of similar activities. Enterprises and public organisations most

often use best practices to attain satisfactory market positions and to ensure competitiveness

cheaper and faster as compared to the circumstances in which they would have to create spe-

cific solutions on their own. Searching for best practice that could be a model is usually a task

of the concerned entity (enterprise or public organisation) and results from a thorough self-

assessment and benchmarking process (Bogan/English 1994). More and more often, howev-

er, best practices are subject to accreditation and the information about them is publicly avail-

able (Nash/Ehrenfeld 1997).

Transfer of best practices is one of the most difficult processes in the management of organi-

sations. The solutions which proved effective in organization Y cannot be simply copied and

implemented in organization X. It must be taken into account that the effect achieved by

organisation Y is affected by a number of its idiosyncratic circumstances, both dependent and

independent of Y. Due to other circumstances and the internal structure of organisation X,

applying the same solutions and actions as in the case of organisation Y may yield quite differ-

ent results. Caution in the use of best practices results from the situational approach in man-

agement. Representatives of this perspective focus on the description and analysis of a variety

of both internal and external conditions, the nature and interconnectedness of which justify

the application of a given organisational model (Kaczmarek/Sikorski 1998: p. 24). The basic

premise of the situational approach is the relativism of organisational rules and principles, i.e.

assuming that they apply only in relation to certain categories of situations

(Stabryła/Trzcieniecki 1986: p. 183-184). 

As reported by the American Productivity and Quality Centre, the main limitations for effec-

tive implementation of best practices in follower organisations are:70

69 The exceptions were the Minsk and Brest Departments of the Belarusian Chamber of Commerce and
Industry, which remained inactive in the project during the performance of the task due to formal
reasons.
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 insufficient involvement of the management in the process of identifying best prac-

tices and their implementation,

 incorrect choice of the model solution, being unsuitable for a given problem,

 silo thinking and lack of mutual communication between the different departments

of the organisation,

 too short a time for learning the given best practice and the conditions for its suc-

cess, as well as the fast pace of implementation and too high expectations regarding

the quick development of positive effects,

 missing or insufficient experience of employees preventing or slowing down the ef-

fective implementation of a best practice.

Among the critical success factors of best practice transfer in enterprises, the professionals

distinguish i.a. selecting an appropriate model solution, understanding the determinants of its

effective implementation or ensuring favourable conditions for the implementation in the

follower organisation (see Table 4).

Related to the best practice
chosen for implementation

common goal of best practice and the implementing enter-
prise

appropriate choice, aligned with the implementing enterprise
competences

Related to the workforce of the
implementing enterprise

suitable qualifications of the workforce enabling the imple-
mentation

proper selection of the team responsible for the implementa-
tion

Related to the management of
the implementing enterprise

internal communication and promotion of best practice ideas

creating an environment conducive to the best practice being
implemented and willing to share its expertise

providing the infrastructure necessary for the implementa-
tion

management commitment

Table 5. Critical conditions of best practice implementation success71

70 Source: C & K Management Limited.
71 Source: F.Y. Jarrar, M. Zairi (2000), Best practice transfer for future competitiveness: A study of best practices.
“Total Quality Management”, 07/2000.
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Selection of best practices

Due to the Scandinavian enterprises’ considerable experience in area of providing high profes-

sional activity of women and older persons, the best practices were sought among them, hav-

ing in mind the possible future implementation in the remaining BSR countries, mainly in

Lithuania, Latvia, Germany and Poland.

A comprehensive analysis of the solutions used mainly by Scandinavian companies and public

organisations to combine the economic activity of women and seniors with enterprise innova-

tion, as well as complex consultations with other partners of the project, allowed GUT to

select eleven best practices: six related to women’s activity and five based on solutions used in

the case of older workers (see Table 5).

Focused on using the potential of
women

Female future

Women into Technology

Pay Equity Action Plan

Fuuturi: Women entrepreneurs and management future

Women@Work

Ambassadors for Women’s entrepreneurship

Focused on using the potential of
seniors

Senior policy in working life

Senior enterprises – experience never ages

Age management programme

Flexible work practices

Higher Vocational Education

Table 6. Best practices selected for implementation in the Quick IGA project72

A synthetic description of practices selected as model solutions for implementation in the

remaining BSR countries (those focusing on prolonging the work life of older persons) is

presented in the Annex to this article.

72 Source: own work.
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Methodology for assessing the possibilities and conditions of best

practices’ implementation

In order to diagnose the possibilities and conditions of selected best practices implementation

in enterprises from chosen BSR countries, a questionnaire survey was conducted. The ques-

tionnaire consisted of 20 close-ended questions with such answers as: “definitely disagree”,

“rather disagree”, “I have no opinion”, “rather agree”, “definitely agree” and three open-

ended questions. Respondents answering the questions in the questionnaire referred to each

of the best practices separately.

The close-ended questions covered four main areas of conditions influencing the implementa-

tion in the selected countries:

 financial issues, including the availability of aid from the European Union for the

implementation of similar solutions,

 formal and legal issues,

 alignment of the best practice issues (economic activity of women and seniors in the

context of developing innovation and competitiveness of SMEs) with the objectives

and activities of the central, regional and local authorities and enterprises,

 readiness and commitment of public and private partners in the implementation pro-

cess of the outlined best practices.

In the open-ended questions, the respondents could, on the other hand:

 comment on other similar projects/practices implemented in their countries of

origin,

 identify actions which would contribute to the growth of interest in the implementa-

tion of the proposed best practices,

 propose some forms of support that would be necessary in case a decision to im-

plement the proposed best practices is made.

All project partners from Finland, Sweden, Norway, Poland, Lithuania, Latvia, Belarus and

Germany were invited to take part in the research. Responses were received from 10 of them:
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Germany (3), Poland (2), Finland (1), Norway (1), Sweden (1), Latvia (1) and Lithuania (1). No

response was obtained from the Partner from Belarus.

The replies of partners from Poland, Lithuania, Latvia and Germany were particularly valuable

because it is in these countries where some best practices would be implemented. The replies

of partners from the Nordic countries were treated as supplementary information serving to

specify the nature and terms of best practice implementation more accurately.

The main determinants of good practices’ implementation –

the case of older persons’ professional activation practices

There is a great need to implement practices as proposed, focusing on prolonging the profes-

sional activeness of older persons. Most of the partners participating in the evaluation agreed

with that. For the sentence “in our country/region low economic activity of the elderly is not regarded as a

problem” almost all of them answered “definitely disagree”. The same answer was received for

the sentence ”In our country/region there are already similar practices like this one and there is no need to

implement this one”.

There are differences among answers received from partners from Scandinavia and those

from other BSR countries. Partners from Sweden, Finland and Norway have known the prac-

tices very well, they have been already used by different types of organisations in their coun-

tries. Anyway they have considered them as necessary too.

The risk of practices’ implementation was evaluated by the partners as quite low (see Figure

1).

In the partners’ opinion, there are no formal restrictions for practices’ implementation. The

national and regional law allows to implement the propositions. Only in relation to the prac-

tice Flexible work practice, the need of additional permissions, e.g. agreement with trade unions,

was mentioned.
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Figure 1. Responses to the assumption “the risk for failure of the practice is high”73

Two groups of factors limiting the implementation have been highlighted:

 lack of funds;

 insufficient motivation among potential beneficiaries to participate in those practices.

Almost all of the partners evaluating the practices agreed, that companies and public organisa-

tions in their countries do not have enough own financial sources to implement practices

aimed at older persons’ professional activation. They suggested the need of EU funds’ usage.

In some cases the problem with information about EU funds availability and requirements of

application processes was pointed out. Evaluators quite often agreed with the opinion: the

necessity of making a complex formal application for external funding can discourage potentially interested

bodies/organizations/businesses to implement such initiatives.

In the partners’ opinion, regional authorities from BSR countries could be potentially interest-

ed in the practices’ implementation. They can offer necessary support to institutions that

would be responsible for the implementation. In Poland, Germany, Latvia and Lithuania there

are several organisations that have sufficient experience, skills and competences necessary for

implementing this kind of practices. Nevertheless, there can be a problem with the beneficiar-

ies’ motivation for participating in the practices’ activities (see Figure 2).

73 Source: own calculation.
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Figure 2. In our country/region potential beneficiaries of such practice would not

display sufficient motivation to participate in this practice/there are not enough

incentives for participating in this practice74

Conclusions

In Poland, Germany, Latvia and Lithuania actions are needed oriented on rising the profes-

sional activity among women and older persons. That is important for macroeconomic rea-

sons, but also because of companies’ competiveness potential.

There are good practices in those fields. Most of them come from Scandinavian countries,

where the employment rates in both of these groups are the highest in Europe. Nevertheless,

it is not easy to implement any solutions from one country to another. It is a very long and

complicated process. There are several factors that influence its efficiency: history, culture,

financial conditions, economic development level, etc.

In the Quick IGA project possibilities and conditions of the implementation of 11 practices

were analysed. In the article only some of them, related to practices’ of older persons’ activa-

tion, were discussed. They were divided into four groups:

 financial issues, including the availability of EU funds,

 formal and legal issues,

74 Source: own calculations.

0

2

4

6

8

10

12

14

16

definitely
disagree

rather
disagree

I have no
opinion

rather agree definitely
agree

[n
u

m
b

er
o

f
an

sw
er

s]



Conditions of Best Practice Transfer – Results of the Quick IGA Project

186

 alignment of the best practice issues with the objectives and activities of central, re-

gional and local authorities and enterprises,

 readiness and commitment of public and private partners in the implementation pro-

cess.

On the basis of the obtained answers the risk of implementing three of the proposed solu-

tions (related to prolonging the older persons’ professional activity) can been assessed as quite

low. The practices recognised by respondents as burdened with high risks were: “Senior en-

terprises – experience never ages” and “Senior policy in working life”.

As final conclusions it can stated:

 the opportunities and conditions for the implementation of various best practices

vary greatly due to their intrinsic characteristics,

 the efficiency of good practice implementation will be affected by the specificity of

individual countries, and in particular by the level of public awareness — in this

sense, the establishment of uniform guidelines regarding the implementation seems

to be unfounded,

 one of the universal barriers (both in respect of the individual best practices and in

respect of the country of implementation) is the shortage of own financial resources

and low availability of external funds,

 a serious problem in the implementation of the proposed solutions may be related to

the low public awareness of the need of economic activation of seniors, as well as to

linking that activation to building innovation and competitiveness of enterprises,

 although the respondents assessed the implementation of the proposed best practic-

es as relatively poor, they also said that the implementing entities will probably not

be able to count on the support of national and regional authorities,

 a barrier to the authority engagement in the implementation process may be their

lack of experience, knowledge and skills,

 the formal and legal issues should not be an obstacle to the implementation of the

proposed best practices,
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 a key issue related to the implementation seems to be the low motivation of different

types of entities to initiate the introduction of the proposed solutions.
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Annex

Table 7. Practice 1. Senior policy in working life75

Title of initiative Senior policy in working life
Category Socio-economic policy Country Norway
Leader of the initia-
tive

Center for Senior Policy (CSP)

Target group workers from the age of 45-50

Characteristics of
the initiative

Senior policy in working life is based on a strategy of cooperation be-
tween relevant government agencies, major unions and employers’ asso-
ciations and other professionals. The aims, and the most essential means,
are presented in National Initiative for Senior Workers in Norway and The
Tripartite Agreement on a more Inclusive Workplace – a contract signed by the
government and social partners.
CSP is responsible for coordinating the National Initiative. The Initiative
was taken in order to discourage older workers from taking early retire-
ment and promote a longer working career. The target group are work-
ers from the age of 45-50. The Initiative is part of the strategy aimed at
the top management of all the major unions, employers’ associations and
relevant government agencies. In brief, the Initiative consists of the
following:

― Promote awareness of the potentials and resources older em-
ployees hold.

― Provide a better and more inclusive working environment for
all workers.

― Create more cooperation among labour, employer and gov-
ernment organisations and authorities concerning senior poli-
cy.

The Tripartite Agreement on a more Inclusive Workplace is an initiative sup-
ported by the Government and its social partners to encourage people
with different hindrances for employment, such as disability, early re-
tirement pension or sickness benefits, to return to work, at least part
time. The agreement, which lasted from October 2001 to 31 December
2005, had three objectives, which match the intention of the senior
policy:

― Reduce sick leave by at least 20% by the end of the agreement
period.

― Increase employment significantly among those that have mi-
nor disabilities.

― Increase the average age at which seniors choose to retire.
The aim is to achieve these objectives through voluntary agreements
between company-level employers and the National Insurance Authority,
with CSP as an important coordinator. To this end, the Centre has

75 Source: http://www.seniorpolitikk.no/informasjon/english
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worked out a national plan in cooperation with the social partners to
make individuals, companies and politicians aware of the advantages of
hiring and retaining workers over the age of 45.
The majority of the senior policy initiatives are focused on promoting
good personnel policy in general and create a more accommodating
workplace. Senior policy is based upon experiences that show that per-
sonnel policy initiatives and other developing methods must have a life
span perspective. Preventive efforts must therefore begin early in a
person’s career.

Results
http://www.vinnvinn.org/employees.99573.en.html
http://www.vinnvinn.org/representatives.99574.en.html
http://www.vinnvinn.org/employers.99572.en.html

For further infor-
mation

http://www.seniorpolitikk.no/informasjon/english

Table 8. Practice 2. Senior enterprises – experience never ages76

Title of initiative Senior enterprises – experience never ages
Category Entrepreneurship Country Ireland
Leader of the initiative The Mid East Regional Authority
Target group Persons aged 50+: employees, unemployed, economically inactive

Characteristics of the
initiative

The initiative aims at people aged 50+ interested in starting their own
business or those who are willing to provide advisory services to entre-
preneurs aged 50+.
There are four main areas of the initiative:
― providing knowledge and building awareness - mainly training for

people aged 50+ diagnosing and presenting the possibilities of their
professional development, including starting their own business;
distribution of information about tools available for new business
owners – start-up’s supporting system

― substantive and organisational support for those persons 50+ who
decide to start their own business including assistance in finding
partners (training, financial assistance, a database of potential busi-
ness partners)

― maintain the database of individuals aged 50+ interested in invest-
ing their funds in new business (Business Angels)

― cooperation with people 50+: entrepreneurs, professionals in vari-
ous fields of business, interested in providing advisory services
(mentoring) for new entrepreneurs, including those aged 50+
(group and individual meetings with counsellors)

Results http://www.seniorenterprise.ie/role-models/
For further infor-
mation

http://www.seniorenterprise.ie

76 Source: http://www.seniorenterprise.ie
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Table 9. Practice 3. Age management programme – Vattenfall AB77

Title of initiative Age management programme – Vattenfall AB
Category Age management Country Sweden
Leader of the initiative Vattenfall AB
Target group workers aged 57-65

Characteristics of the
initiative

― Organisation of the personnel management – “cooperation coun-
cil” which includes company managers and union representatives.
This group has four main areas of activity:

o youth-related issues;
o age management;
o restructuring;
o skills development.

― The group meets every three months and discusses all major issues
within these categories.

― The programme of age management, which has four overarching
components:

o motivating the ageing workforce (series of ‘57+ semi-
nars’, 80/90/100 programme: employees can apply to
work 80% of the hours for 90% of the wage and 100%
of the pension contributions);

o skills transfer (seminars where participants are presented
with texts illustrating situations and asking the senior
employee to document their knowledge of how to deal
with that situation);

o the establishment of an internal and external labour
market for replacement/outplacement (Resource Man-
agement Center);

o shaping internal opinion positively in favour of older
workers

― Age-conscious team management (composition of teams, where
managers have started considering different mixes of older and
younger workers in groups to make it easier for older workers by
pairing them with younger, stronger workers who can do heavy
lifting).

― Preventative healthcare.

Results

― 740 workers participated in the ‘57+ seminars’ (in 2007)
― 29% of the target group participated in the programme 80/90/100

(in 2007)
― a handbook on ‘age-aware leadership’

For further infor-
mation

http://www.vattenfall.com/en/our-company.htm

77 Source: http://www.vattenfall.com/en/our-company.htm
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Table 10. Practice 4. Flexible work practices78

Title of initiative Flexible work practices
Category Age management Country Sweden
Leader of the initiative Kronoberg County Council
Target group Employees aged 55+

Characteristics of the
initiative

The initiative tries to adopt the age-management approach by improving
the ability of employees aged over 55 years to stay at work. The council
wants to create a positive attitude among management in relation to its
own and other employees’ ageing. The initiative also aims to increase
management’s ability to create individual solutions that took into ac-
count older employees’ strengths and weaknesses, and to develop a more
person-focused leadership approach that would benefit all employees,
irrespective of age.
Initiative includes:
skills training for managers – a plan for manager training is being
prepared to ensure that the original initiative is implemented in everyday
activities;
using pensioners as substitutes–employees at two of the council’s
facilities can continue to work as substitutes after retirement when they
reach 64 years of age;
career planning at 55 years of age;
mentorship – one of the council’s facilities has a structured skills-transfer
programme;
enhancing workers’ employability – the county council aims to keep all
workers’ skills up-to-date to preserve their employability;
learning centre – the council has set up local learning centres that use
modern techniques and where workers can pursue formal education or
other training, flexibly and at their own pace;
validation – the council plans to validate experience-based knowledge so
that workers can more easily move between job categories or employers;
career and advice centre – the council plans to set up a career and advice
centre to facilitate career planning;

For further infor-
mation

Carl Krekola, Personnel manager, email: carl.krekola@ltkronoberg.se

78 Source: http://www.eurofound.europa.eu/areas/populationandsociety/cases/uk003.htm
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Table 11. Practice 5. Higher Vocational Education79

Title of initiative Higher Vocational Education
Category Education Country Sweden
Leader of the initiative Sensus Study Association

Target group
Adults (35+) interested in upgrading their skills (average age of Sensus’
students – 38 years old)

Characteristics of the
initiative

― Type of education addressed to professionals (employees) who are
interested in upgrading their skills and developing their professional
career

― Higher vocational programme may be of 200 vocational credits
(equivalent to one full academic year) or 400 vocational credits, cor-
responding to two full academic years

― Institution responsible for allocation of funds on this type of edu-
cation in Sweden: Swedish National Agency

― Actually 1100 courses like this in Sweden, realised by different
types of educational organizations (Sensus runs only one course –
International Key Account Manager)

― Procedure in preparing the Higher Vocational Education Pro-
gramme:

o steering group (different regional stake holders eg. entre-
preneurs, representatives of local authorities, representa-
tives of trade unions etc.) execute the analysis of regional
labour market’s situation, especially in the field of scarce
occupations;

o teachers, coaches, mentors and trainers in the course –
high level specialists, practitioners from different types of
institutions

o programme aim – formation mainly practical high pro-
fessional skills

o educational organization interested in running such a
course must apply for funds to Swedish National Agency
– one application for two editions of the course

o course group – 30-35 persons
o courses last 2-4 semesters (10 hours of classes per week

+ own projects work + learning in work environment)
― Higher Vocational Education Programmes result: more, needed on

regional labour market, very high qualified specialists, ready to take
over the management responsibility

Results
http://www.studyinsweden.se/How-To-Apply/Higher-Vocational-
Education/

79 Source: http://www.sensus.se/Hjalpsidor1/Alla-sprak/EngelskaOmSensus/
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Promotion of Female and Elderly Entrepreneurship –

Training for Trainers and Advisers80

Sirpa Sandelin

1. Introduction

Business requires inclusive thinking to progress and innovate in today’s complex, fast chang-

ing global environment. The current challenge of ageing populations poses measures to retain

elderly workers in the labour market. Population ageing requires more individuals to work to

an older age to satisfy the demand for labour and to render sustainable social security and

pension systems. In some countries the traditional roles are slowly changing, and women start

to enter the labour market and to establish their own companies, too. The labour markets

need to be developed towards equality between women and men, which is a fundamental

value in the European Union countries.

Training is a key part of strategies to improve small and medium-sized enterprises’ economic

development. Training could be the answer to the promotion of female and elderly entrepre-

neurship as well. Training is a means to enhance the employability of females and older work-

ers and removing barriers to their labour market participation. Well focused training pro-

grammes are also valuable means to increase the well-being, productive capacity and innova-

tiveness of employees.

Train the Trainer and Train the Consultant training and coaching programmes have been

planned in the QUICK-IGA project Innovative SMEs by Gender and Age to respond to the

challenges of integrating female and elderly employees to the labour force. The aim of the

QUICK-IGA training programmes was to improve advisory competences in improving work

structures in SMEs to increase labour participation of women and elders and innovation ca-

pacities.

The Train the Trainer programme is planned for the professional teaching staff of academies,

universities and further education institutions. The Train the Consultant programme is

planned for the professional teaching staff of academies and universities, consultants from

80 The article contains results of the project „Innovative SMEs by Gender and Age“.
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chambers of commerce, crafts, SME promoters, and women organisations and elderly em-

ployee organisations. Both training programmes provide participants with necessary back-

ground information about the current situation of women and elderly employees in the Euro-

pean Union, means to tackle the obstacles of women’s and elderly persons’ employability, best

practices and case studies, and the pedagogical issues related to the organisation of the training

courses.

During the development of the QUICK-IGA training courses several courses have been

implemented. Train the Trainer courses were organised in Lithuania and in Poland. Training

the Consultant courses were held in Belarus, in Poland and in Latvia. The course participants

evaluated the courses, and based on the feedback both courses were refined.

In the future the Train the Trainer course will be transferred to 15 universities from nine

Baltic Sea Region countries, which are members of the Baltic Sea Academy. The Train the

Consultant course will be transferred to 50 Chambers from eleven Baltic Sea Region coun-

tries, which are members of the Hanse-Parlament.

2. Target groups and learning outcomes of the Train the Trainer

and Train the Consultant courses

The Quick-IGA training courses were planned basically for two different target groups. As

mentioned above, the Train the Trainer programme was planned for the professional teaching

staff of academies, universities and further education institutions. Train the Consultant pro-

gramme for advisers was planned for the professional teaching staff of academies and univer-

sities, consultants from chambers of commerce, crafts, SME promoters, and women organiza-

tions and elderly employee organizations. Both the Train the Trainer course and Train the

Consultant courses had similar topics, and topics specific for the target group. If the target

groups and their specific training needs were known before the training, the course contents

might be applied crosswise to respond better to the needs of the actual target group.

The learning outcomes of the Train the Trainer course included that the participants are ready

to train, coach and qualify staff of chambers, associations and other institutions on women’s

and elderly persons’ employment. After the training participants possessed the necessary skills

and knowledge related to planning and organising effective training in empowerment of wom-

en and elderly persons. Core course contents included the key aspects of the European and

country specific demographic trends, employment, job structure, and social situation, tackling

the contextual, economic and soft obstacles of women’s and elderly persons’ innovative em-

ployability, and pedagogical principles of organising effective training courses.
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The learning outcomes of the Train the Consultant course included that the participants are

ready to coach and mentor female entrepreneurs and elderly entrepreneurs. After the training

participants possessed the necessary skills and knowledge to guide females and elderly to run

successful businesses in practice, to increase productivity, and to create the innovation capaci-

ty in SMEs. Core course contents included the key aspects of the Baltic Sea Region and coun-

try specific demographic trends, employment, job structure and social situation, women’s and

elderly persons’ employability, increasing productivity, creation of innovation capacity, special

leadership and management skills needed with women and elderly, organising effective consul-

tations, communication and crises management.

3. Contents of the courses

3.1 Curricula of the Train the Trainer course

The Train the Trainer course consisted of three teaching units, which were taught within one

training day. The first unit concentrated on the key figures of the European demographic

trends, employment, job structure and social situation. The second unit tackled the contextual,

economic and soft obstacles of women’s and elderly persons’ innovative employability, and

the third unit examined pedagogical principles of planning and organising effective training

courses.

The introductory lecture on key figures of the European demographic trends, employment,

job structure and social situation inducted deeper to the course theme. The content of the

lecture included:

 economic, employment and social implications of demographic trends, demographic

revolution,

 labour market and sector challenges, productivity growth, changes in job structures,

patters of employment shift by gender and age,

 enhancing women’s and elderly persons’ involvement in economic growth and

productivity,

 skills supply and demand,

 labour market participation policies, active ageing strategies and measures,
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 entrepreneurship.

The second unit, tackling the contextual, economic and soft obstacles of women’s and elderly

persons’ innovative employability, was divided in the following themes:

 education choices,

 traditional views and stereotypes about women and elderly and innovation,

 women’s and elderly persons’ credibility,

 lack of access to professional networks, lack of business training,

 role models, leadership and management skills,

 promotion of female and elderly employability and entrepreneurship,

 innovation and productivity increase with women and elderly.

The last unit, pedagogical principles of planning and organising effective training courses,

offered tools to:

 principles of organising training courses, target group analysis,

 pedagogical approaches and technical strategies,

 attitude awareness and motivation, involving participants,

 traditional lectures, making lectures more interesting, i.e. inserting visual elements

like examples, illustrations, figures, tables, videos, Internet sites, case methods, dis-

cussions forums, role plays, drama, pedagogy, simulations, coaching, mentoring, in-

dividual and group activities, e-learning,

 use of knowledge bases, learning from best practices and worst cases,

 professional visits,

 course feedback and further development.
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3.2 Curricula of the Train the Consultant course

The Train the Consultant course consisted of four teaching units, which were taught within

one and a half or two training days. The first unit concentrated on the key figures of the Eu-

ropean demographic trends, employment, job structure and social situation. The second unit

reviewed increasing productivity and the creation of innovation capacity in SMEs, the third

unit focused on the consultation needs of women and elderly, and the fourth gave instructions

on organising effective consultations, coaching, and learning from previous best and worst

cases.

The introductory lecture on key figures of the European demographic trends, employment,

job structure and social situation was oriented to the course theme. The content of the lecture

theme was the same as in the Train the Trainer course: The content of the lecture included

employment and social implications of demographic trends, demographic revolution, labour

market and sectoral changes, productivity growth, changes in job structures, patterns of em-

ployment shift by gender and age, enhancing women’s and elderly persons’ involvement in

economic growth and productivity, skills supply and demand, labour market participation

policies, active ageing strategies and measures, and entrepreneurship.

The content of the unit “increasing productivity and creation of innovation capacity in SMEs”

was:

 attracting women and elderly persons in SMEs,

 breaking traditional views and stereotypes about women and elderly,

 SMEs’ expectations of productive employees, increasing SMEs’ innovation and

productivity by employing women and elderly persons,

 leadership and management and organisational development in strengthening the

productivity of SMEs,

 creativity and use of new knowledge, capturing tacit knowledge,

 special advantages/benefits and disadvantages related to the employment of women

and elderly persons.

The third unit, tackling the consultation needs of women and elderly, consisted of the follow-

ing unities:
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 age management policies, attitude awareness,

 support self-confidence, increasing credibility,

 development of positive organisational culture,

 special employee obligations to be met with women and elderly, employment ser-

vices,

 well-being of women and elderly people,

 consultation and needs of women and elderly persons,

 consultation of female entrepreneurs starting their business.

The unit “organizing effective consultations” dealt with coaching and learning from previous

best and worst cases. The topics dealt with were:

 appropriate consultation forms,

 mentoring and coaching,

 utilisation of role models,

 spreading best practices, learning from worst cases,

 effective communication and crises management,

 developing materials and documents for consultation of different target groups.

4. Course implementation

The curricula of both training courses were quite flexible, and each organiser could focus the

content to meet the needs of their own participants. When implementing training, it was also

possible to include training topics from the other course, i.e. a Train the Trainer course could

have some units of the Train the Consultant curriculum, if the target group’s needs called for

this, and vice versa. The courses were supported by the trainer’s manual, which described

both the training courses and their implementation. Several links to complimentary infor-

mation sources, i.e. links to professional documents, statistics, case examples, tools, and re-
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ports and publications were included. Each organiser was asked to add country specific and

local information to the lectures. The manual offered also suggested course feedback ques-

tions and certificate models.

The main objective of the courses was to give the participants necessary skills, knowledge and

tools to reinforce the positive development of women’s and elderly persons’ employability.

Thus, it was extremely important to involve participants in the training actions by sharing

knowledge on best practices and participants’ own experiences.

4.1. Teaching methods

There are a range of exercises the trainer can effectively use in order to involve the partici-

pants as much as possible in the learning process. The best way for adults to learn is when the

new course material is based on their experiences, but when there is also space for debate

among the participants. There are varieties of training methods, and together they can give the

possibility for a multifaceted understanding of the course material.

A simple way to classify teaching methods is:

 auditory methods, such as discussions, lectures, using tapes,

 visual methods, such as films and other demonstrative processes/tools,

 physical methods, such as role playing, group exercises or other physical exercises.

In the beginning of the session it is important to get the participants involved and engaged in

an activity that requires them to talk and cooperate with the others. Icebreakers are simple

activities used at the beginning of a session to help participants learn each other’s names

and/or backgrounds, share their experiences, or introduce the topic of the lecture. The right

icebreaker can help to create a positive and enjoyable learning experience for both, the trainer

and the participants. During the icebreakers participants should connect with at least one

other person. Icebreakers should be topic related and at low risk so that participants would

feel comfortable and easy. Time used for icebreakers should not be too long compared to the

length of the session.

Lectures have many purposes. They provide new knowledge, offer examples of theory in

practice, and make links to further information on the theme. With the Train the Trainer and

Train the Consultant courses it is recommended to ask lecturers from chambers, ministries,

labour offices, and local authorities to explain the present situations and challenges of the
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topics. Company representatives can highlight the working conditions, explain best and worst

cases, and share their knowledge of profitable business. The participants should be involved in

the discussions and have a change to share their knowledge and gained experience.

The presentation (e.g. PowerPoint™ or Prezi) is used to support the content of the training

and thus it should be clear and easy to read, and it should add interest to the talk by a visual

dimension. The presentation is designed to be a visual support for both the trainer and the

participants. In order to improve the attractiveness of the lecture and the presentation it

would be advisable to include figures or tables or videos in the presentation/lecture. Figures

and tables illustrate the situations well and thus make it easier for the participants to assimilate

the gained information. Presentations of success stories and case studies can be also included.

Internet and Youtube offer good opportunities for researching suitable videos.

Group works can be applied in learning if the trainer wants the participants to deal with the

issue by debating and discussing. Group work in small groups gives all the participants the

opportunity to participate in the exercises and thus express their ideas. In order to get the best

out of the group works it would be good to get them goal-oriented. The participants should

understand the task of the group work at hand, the time-frame and the way of presenting the

results.

Best practices and worst case scenarios can be helpful to the participants in order to help

evaluate their own actions, cut future expenditure and contingency in their businesses.

4.2 Model daily course programmes

Time Train the Trainer
Day 1

Time Train the Consultant
Day 1

Time Train the Consultant
Day 2

9:00 Welcome address
Introduction to the
Train the Trainer
Curricula
Short presentation of
the participants and
their expectations

9:00 Welcome address
Introduction to the
Train the Consultant
Curricula
Short presentation of
the participants and
their expectations

9:00 Group activity on
consultation needs of
women and elderly
(including reflections
from the company
visits)

9:30 Introductory Lecture
on Key figures of the
European demograph-
ic trends, employment,
job structure and
social situation

9:30 Introductory Lecture
on Key figures of the
Baltic Sea Region
demographic trends,
employment, job
structure and social
situation
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10:15 Break 10:15 Break 10:15 Break

10:30 Lecture on Tackling
the contextual, eco-
nomic and soft obsta-
cles of women’s and
elderly persons’ inno-
vative employability

10:30 Lecture on Increasing
productivity and crea-
tion of innovation
capacity in SMEs

10:30 Lecture on Organiz-
ing effective consul-
tations

11:15 Discussion on learn-
ing from the best
practices and the
worst case

11:45 Evaluation of the
Train the Consultant
course

12:00 Lunch 12:00 Lunch 12:00 Lunch

13:00 Lecture on Pedagogi-
cal principles of plan-
ning and organising
effective training
courses

13:00 Group activity on
increasing productivity
and creation of innova-
tion capacity in SMEs

14:00 Break 14:00 Lecture on Tackling
the consultation needs
of women and elderly

14:15 Group activity on
pedagogical approach-
es

15:30 Company visits

16:00 Wrap-up and evalua-
tion of the Train the
Trainer course

16:30 Closing words 17:30 End of the Day 1

4.3 Development of the courses

Both, the Train the Trainer and the Train the Consultant courses were redeveloped during the

QUICK-IGA project. Two Train the Trainer courses and three Train the Consultant courses

were organised. The evaluation of these courses was made by distributing feedback forms

among the participants to fill in at the end of the training.
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The subject of the evaluation was

1. the course itself with all the main themes,

2. the framework of the course: lecturers, organisation, materials, etc.

This evaluation of the courses was carried out to check the whole courses, to reveal eventual

weaknesses or to incorporate new aspects.

The duration of the tested training courses was one day for the Train the Trainer and from

one and a half day to two days for Train the Consultants. The following training sessions were

evaluated:

 Train the Trainer: 20.9.2012 Vilnius, Lithuania and 13.9.2013 Bialystok, Poland,

 Train the Consultant: 26.10.2012 Brest, Belarus, 7.-8.3.2013 Gdansk, Poland and 19.-

20.09.2013 Riga, Latvia.

Overall the participants were pleased with the training sessions and they gave good feedback.

In order to improve the feedback system, it would be important to get some constructive

feedback and not only positive evaluation about everything. Specific questions about the fails

and faults could be useful. The feedback form should be translated into the participants’ own

language. This could improve the evaluation and rating of the courses. Based on wishes of the

participants, in the future all participants will receive a certificate for their participation after

the course has ended.

5. Training course concepts for future use

In the future Train the Trainer courses will be organised by the universities and higher educa-

tion institutes that are members of the Baltic Sea Academy. These training institutions will be

qualified, and they will train the trainers to be able to train the consultants. The Baltic Sea

Academy members will also be responsible for the further development of the Train the

Trainer course. The implementation of the course will ensure the sustainable qualification of

trainers in the entire Baltic Sea Region.

The qualified trainers of all participating universities and higher education institutes will con-

tinuously coach and train consultants, which give advice to SMEs, women, and elderly. These

consultants work in chambers, other SME promoters, educational institutions, public admin-

istrations or other relevant consultancies. This ensures that trainings and consulting can be

implemented on a permanent basis. An increasing number of consultants will be qualified,
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who in turn will support SMEs, women and elders and, thus, will promote a broadening of the

innovation basis of SMEs.

All organisers and Baltic Sea Academy institutions can create their own training packages

based on this manual and the curricula. Some lecture material has been given in the manual.

The useful list of material will give further material to address the expectations training groups

may have. Every education event is of course independent, and the content of the course and

their unit weight is to be set according to the needs of the target group. In all courses experi-

ences form a real working life and companies should be included. Sharing knowledge and

experiences with the companies highlights well the current situation with women and elderly

workers. During group activities possible solutions for the acute changes could be developed.

All participants should be challenged to contribute to the innovation capacity development.

Every training course should include at least one visit to a company or one case example from

a company. Every organiser should distribute new training material through the Baltic Sea

Academy electronic platform. The funding of the Train the Trainer course could be arranged

through registration fees. If local public support is available that could be used, too.

6. Further reading

Quick-IGA (2013): Train the Trainer, Train the Consultant. Curricula & Trainer’s manual.

Quick-IGA (2013): Train the Trainer, Train the Consultant. Feedbacks.
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The Labour Market in the Nordic Countries –

the Challenge of Skills Supply81

Anders Bergström

Even though the EU is undergoing a crisis in which jobs are being lost, certain member states

and employment categories continue to experience a shortage of labour. Unemployment from

declining sectors co-exists with encouraging signs of economic recovery and new labour de-

mands in high-productivity industries. Vacancies in some economic sectors (such as IT spe-

cialists, health care, engineers) are not easy to fill. The Europe 2020 Strategy puts particular

emphasis on promoting labour mobility, both domestic and migrant, for addressing labour

and skill shortages and rendering the EU workforce more adaptable to change.

I would like to outline the tendencies on the labour market in Sweden and other Scandinavian

countries, namely senior policy initiatives, women employment and youth employment. I will

shortly touch upon the current situation and initiatives taken by the authorities in this field.

Scandinavian countries for many decades are well-known for gender equality and high partici-

pation of women in the workforce. They are also considered as fast ageing countries where

senior policy initiatives, employment of women and youth employment are in the spotlight of

social and economic policy. In Sweden these questions are of great importance and raise a lot

of debates in society, and due to many political and economic reforms are these issues are

subsidized by the public sector.

Extension of working life

Life expectancy is increasing worldwide. According to the EU Commission, over the next

years, ageing will have serious implications on both the size and age structure of the work-

force, making the match between labour supply and labour demand even more difficult. Cur-

rently, the EU workforce is still growing at a very slow pace, with half of the member states

already facing a declining workforce. In the long run, it is estimated that the working-age

population in the EU will shrink by more than 10% between 2010 and 2050. This is evident in

countries with well-developed welfare systems such as Sweden. Today life expectancy in Swe-

81 The article contains results of the project „Innovative SMEs by Gender and Age“.
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den is 79.9 years. In 2060, it is expected to be 87 years for women and 85 for men (according

to a study of the University of Gothenburg). Every second child born in Sweden today will

live up to the age of 100.

Figure 1. Life expectancy in Sweden

There are several reasons for that: increased financial resources, improved health care and

more knowledge of how illness can be prevented.

Today’s older workers are far better educated than those just a decade ago; they are physically

fitter; and the shift from jobs in manufacturing to jobs in services has reduced the physical

demands of work, which should enhance the employment prospects of older workers.

But the labour market is not always adapted to take advantage of the labour force over 55

years. The labour market could be better aligned to meet the conditions for people to contin-

ue working, through changes in work environment.

In light of increasing life expectancy, in 2011 the government of Sweden appointed a commis-

sion to conduct a review of age limits in the pension system and to propose measures to im-

prove the possibilities for a longer working life. The overall objective of the investigation was

to increase the number of hours worked.
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In 1945, for example, retirement age was 65 years on average. Gradually, life span has in-

creased. According to the calculations of the Pension Agency, alternative retirement condi-

tions and alternative retirement in 2060 is said to be 69.3 years.

Birth year Alternative pension age Expected time on pension

1945 65 years 6 months 19 years 4 months

1965 67 years 9 months 19 years 8 months

1985 68 years 11 months 20 years 3 months

1995 69 years 4 months 20 years 7 months

Table 1. Alternative pension age and time as a pensioner

When in 1913 Sweden decided on a general pension from the age of 67 on average, the state

expected to pay pensions for seven years on average. Today’s 65-year-olds in Sweden can

instead look forward to receive their pension for 18 years. This means that, if life expectancy

continues to increase and the effective retirement age remains at 65 years, in a few decades we

will be pensioners for one quarter of our lives. An alternative model in Sweden, which takes

into account the remaining life, has instead been proposed (see Table 1) .

One of the biggest challenges of the Swedish labour market is to make it more flexible for

seniors. Research shows that the labour market is not always suited for older workers. There

are also gaps in some professional skills. Statistics also show that older people are frequently

discriminated against on the labour market. That is why more research is needed on how to

handle age discrimination in the workplace and how to take advantage of the seniors’ skills,

due to their knowledge and experience. There is also a need for research comparing younger

and older people’s learning ability and productivity in the professions. Adjusting these aspects

to the better physical conditions would reasonably improve labour market opportunities.

There is a perception that older workers stand in the way of younger people to enter the la-

bour market. However, there is no scientific evidence for that. On the contrary, countries in

Europe with a relatively high proportion of older workers also have a high proportion of

younger workers.
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Nowadays the Scandinavian countries are focusing on initiatives to improve the situa-

tion on the labour market. On the national level, I would like to name the following

initiatives.

Norway is addressing the attitudes towards older workers. In the so-called Tripartite Agree-

ment (IW Agreement), the Government and the social partners agreed to encourage more

labour force participation among older workers, like an increase in the effective retirement

age. A reform in 2011 abolished the mandatory retirement age. This meant that the real re-

tirement age was raised. Surveys also show that attitudes towards elderly during this period

have improved.

The Centre for Senior Politics is a national platform for information, communication and

debate around leading senior political issues. It is state-funded and involves ministries, politi-

cal parties, governments, employers and workers organisations, researchers and non-

governmental organisations, such as senior citizens organisations. A conclusion made by

Norwegian politicians was: It is not enough to rise the retirement age but to change the per-

ception of older workers. Information and knowledge are also important to improve attitudes.

Sweden’s reforming process started with the state investigation Inclusive Worklife in 2009.

The commission proposed a series of measures to encourage more people to remain em-

ployed. One such measure is to offer older workers the opportunity to start or continue run-

ning their own business; alternatively, they offer various part time solutions or partial pension.

Among other initiatives to continue working beyond retirement are also lower taxes for the

elderly and reduced income tax for people over 65. That would be in line with the earned

income tax credit system that was introduced on 1 January 2007 and subsequently extended in

several steps.

In 2013 Forte centres were announced, a research council building competence on aging and

health. This grant was awarded to research groups within the University of Gothenburg. Pro-

gramme funding was awarded to studies on transition and adjustment after retirement, with a

focus on psychological health and the impact of aging on labour, pension, housing and health

from a life-cycle perspective.

In Finland the initiative is called “age management” – the goal is to find a balance between

work capacity and performance requirements.

The model is individualized and based on the personal needs and circumstances. It may be

about to reduce hours of work, physical activities, customised computer courses or training to

improve social skills which are needed.
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Besides national initiatives the Nordic countries where involved in joined projects

within the European Union. Here are some of them.

Best Agers is an EU project to retain older workers. The goal of this project is to find good

examples of how the skills of older workers – over 55 – where applied best. Organisations

from eight countries around the Baltic were participating in the EU project Best Agers under

the Baltic Programme.

Another project called The European Network for Workplace Health Promotion (EN-

WHP ) is an informal network that was formed in 1996 with the vision that employers in

Europe need to implement measures to improve productivity and efficiency while at the same

time enhancing the working environment and company culture. The network covers 28 coun-

tries in Europe. ENWHP has several research projects, including a focus on re-training of

older workers.

The SHARE Project is a survey on Health, Ageing and Retirement in Europe, that started in

2002 and is planned to continue until 2023. SHARE is a multidisciplinary and cross-national

database on health, socioeconomic status and social networks where more than 85,000 people

aged 50 or above from 19 European countries (and Israel) are included. The database address-

es, among other issues, older people’s work and retirement. Swedish SHARE shot between

2011 and 2017 by a research team at Umeå University. The project aims to help scientists

understand the effects of the aging population in Europe. In this way, the project will enable

policy makers to assess changes in health and social and economic policy.

Eurofound is an EU body established in 1975, conducting research and development projects

in the areas of working and living conditions. One of the foci is employment initiatives for an

aging workforce. A database has been created with an example and a guide to good practice in

age management.

Employment of women

The second big challenge on the labour market is employment of women. I will shortly pre-

sent the current situation in this field.

Gender equality is one of the cornerstones of Swedish society. It means that women and men

possess the same opportunities, rights and obligations in all spheres of life. But nevertheless

Swedish labour market structures show a traditional professional division. Men are increasing-

ly employed in the technology sector and women in health care. Only three of the 30 major

professions have an even gender participation. Employment scale, choice of education and
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organisation of the work contribute to this segregation. However, there have been changes in

the direction of reduced professional division and empowerment of women. Due to the im-

plementation of different methods and governmental policies, in Sweden the proportion of

female entrepreneurs is growing, and there are more working women with children.

To support women in their employment, the Swedish government has launched different

general initiatives. For example, wealth tax was abolished; health care and nursing services are

provided by the public sector and were opened to more private competition; tax incentives

were introduced to strengthen the demand for household services; the maximum level of

micro-loans for start-ups was increased to EUR 25,000.

These and other initiatives were implemented with help of national and joint projects.

Among them the National Resource Centres for women and Ambassadors for Women En-

trepreneurship. Joint Projects within the EU are also examples of successful collaboration that

is built on collaboration between countries including competence exchange.

Youth unemployment

The increase in the long-term unemployment rate for young people during the crisis was more

noticeable than for other age groups. The common denominator is that all countries experi-

enced a fast increase in youth unemployment from 2008 to 2009.

The Nordic countries have utilised different means to tackle the increasing youth unemploy-

ment and to improve circumstances for young vulnerable groups. There are both similarities

and differences as to which means the countries have chosen to concentrate on.

The most important principles in labour market policy regarding youth in the Nordic coun-

tries is to get young people with an education in work quickly and young people without edu-

cation into education or training that will later qualify them for work. In particular two types

of means have been utilised in the Nordic countries to control youth unemployment: educa-

tion and activating initiatives that are aimed at stimulating increased activity among youth and

prevent passivity. This is a key aspect in preventing young people from remaining unemployed

for a long time and consequently losing their motivation and competencies.
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Future partnership in the BSR

Towards the end I would like to reflect on how we see the future of partnership in the Baltic

Sea Region.

Entrepreneurial skills and self-employment should be promoted widely and result in a

higher proportion of self-employment among women, seniors and youth. This will increase

the entrepreneurial potential and contribute significantly to bridging the entrepreneurial gap.

The best future projections are generally made for small and medium enterprises (SMEs),

which now already represent 99% of all businesses and 70% of all jobs. The power of SMEs

in the labour market is much smaller than that of large companies, so that SMEs are threat-

ened to become losers with respect to development. In such a way this existing growth poten-

tial would remain largely untapped and the overall economic development of a country or

region would suffer in the long term. Increased promotion of participation of women and

older people in SMEs is therefore of particular interest to this audiences as well as for the

overall economic development.

Global competition requires strong productivity of the entire Baltic Sea region. This is only

possible through innovation in new products, processes and services as well as in work

processes and working conditions. By increasing the proportion of women and older people,

innovation and business productivity tend to benefit.

In addition to technical innovation, product and process innovation and a growing share of

knowledge-intensive services are becoming increasingly important. The greatest innovation

and productivity reserves lie in the human resources and organisational development, includ-

ing education. Corresponding development contributes to better equal opportunities and

improves competitiveness. In all these areas the innovative power of women and the experi-

ence and knowledge of older people is a potential that should be utilised for the benefit of

target groups and the entire society. That is why the flexible labour market is an important

element of the growing economic prosperity of the countries.

The creation of equal opportunities, in particular the promotion of employment and self-

employment of women and older people, can boost innovation, productivity and sustainable

growth. This will also make an indispensable contribution to the management of other current

problems – such as high youth unemployment, emigration of young and skilled workers or the

looming lack of entrepreneurs and skilled workers.
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Collaboration between scientific institutions, enterprises and public bodies will become

even more important. Due to the wide range of academic studies, it is vital to develop mecha-

nisms of implementing them in the public sector and in enterprises. Pushing back the average

retirement age and adjusting the labour market to the needs and professional skills of seniors,

women and youth are significant and “reasonable” options for addressing the challenges of

the labour market in the Baltic Sea Region.
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Awareness and Creating Enterprising Postures amongst

Women as a Factor of Economic Development of the Baltic

Sea Region

Michał Igielski, Monika Zajkowska 

Introduction

Active people are most often characterised by a certain drive by which allows them to com-

mence action, to put ideas forward. These persons are also creative – gifted to think creatively,

to break stereotypes, as well as to find solutions which so far universally were unknown.

Moreover a willingness to take risks is important – of course after an analysis of all variants

and choices. We must remember that on the economic market the safe idea often turns out

not to be the best and most effective tool to achieve the objective. Additionally such willing-

ness to take risky operations requires great resistance to failures which are always connected

with risk. It also is connected with responsibility which is also a characteristic of entrepreneur-

ial persons. All features above concern both men and women.

The market share of entrepreneurs increased during the previous decade, which contributed

to a deepened interest in women as entrepreneurs and organisations managed by women.

During the last decade however research devoted to this issue had mainly descriptive or com-

parative character. Descriptive research analysed examples of female owners of companies in

order to understand the influence on achieving success such elements have as: due preparing

for starting a company, motivation, influences of surroundings and differences of cultures

(Ben-Yoseph et al. 2011: p. 25).

However in this case we take an analytical approach in order to determine the influence of

companies led by women on the development of economies of individual countries and the

competitiveness of regions.

1. Definition of the enterprising conduct

In a group of people it is easily possible to observe that each person is responding to a given

situation differently. This type of reaction is usually repeating itself what we are calling the

attitude. From a psychological perspective an attitude is schemes specific and constantly re-
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peating itself, according to which the individual feels, thinks and acts. Attitudes can change,

for example under the influence of the person having authority or enjoying the confidence of

surroundings. The change of postures can also take place as a result of education, long-lasting

processes and the influence of media (many persons started drinking milk under the influence

of the “milk campaign”).

In contacts with other people, if they want to achieve deliberate objectives, it is not possible to

be neither excessively submissive, nor aggressive. An indirect attitude is ensuring the populari-

ty assertive. A career and the completion of ambitious undertakings requires initiative and

creativity. In order to be at peace with one’s conscience and with applicable standards, a man

or women of great resource should demonstrate responsibility and honesty. Also self-approval

which is driven by him/her is one of conditions of assertive behaviours that a person (Krzyw-

da 2013):

 likes and respects himself – he/she is approving his/her appearance, sex and nation-

ality, is looking after him-/herself;

 believes in own resources – values his/her knowledge and abilities;

 consistently is carrying out assignments;

 is conscious of his/her deficits and is working on them;

 wants to develop and to improve.

The acceptance of oneself allows to feel more secure. Assertive persons in a determined way

are able to defend their rules, without being prejudice against other people. Assertiveness is an

attitude being a compromise between the excessive submissiveness and aggression. The asser-

tive person does not feel ashamed when he/she for some reason does not know or under-

stand something, but is asking the right questions without hesitation. Willingly he/she is help-

ing others, but is able to refuse to do a favour when she cannot do it. Assertive persons have

specified plans and are able to carry them out consistently. These people are also creative,

gifted with the ability to think creatively, to break stereotypes and find solutions. Abilities of

leaving with the initiative and the creativity are connected with mastering such abilities as

(Krzywda 2013):

 the ability of defining a problem and the ability to assign purposes and tasks;

 the ability of refinement of solutions to a given problem;
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 the ability of choice about good ideas;

 determination in performing tasks.

Everyone who wants to be perceived as an entrepreneurial persons must be ready to take the

risk closely connected with responsibility and honesty. We know that corruption causes big

negative social effects. It is one of the most dangerous phenomena connected with the opera-

tions of companies on the market committing tax frauds and unfair competition. And after all

corruption is a sign of the lack of ethics. Responsibility and honesty should so characteristic of

everyone, not only entrepreneurs who are caring about their companies.

2. Models of forming enterprising conduct

All economic transformations, growing globalisation, confirmed research on the labour mar-

ket, analysis of expectations of the majority of employers, are pointing at new abilities and

attitudes which are becoming more and more desired in the 21st century: abilities of of

knowledge workers. However it is not much of an issue these days, because new expectations

in relation to staff were noticed by employers already in the beginning of the 1990s.

Employer characterise the perfect candidate for a job as follows (Report of AIG and the

Gazeta Wyborcza: p. 51-52):

 communicative and able to work in the group;

 actove and shows initiative;

 self-reliant and able to organise work for himself;

 committed to the performed work, properly fitting his predisposition and experience

to a workstation;

 flexible, able to accommodate to changes and prepared for constant learning and

improving.

Based on the study by Minkiewicz and Bielecki we can line up the most important abilities and

knowledge which are desired on the contemporary labour market (Minkiewicz/Bielecki 2011):

 knowledge of solving problems;
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 cognitive ability and theoretical knowledge;

 ability to communicate;

 ability to work in a team;

 specialist knowledge.

Also essential for work are interpersonal and personal predispositions, as (Dietl/Sapijaszka

1999: p. 219):

 communicativeness and the ability to work in a group;

 creativity and openness for experience;

 self-reliance in decision making in the area of competence;

 analytical ability;

 desire to learn;

 availability;

 motivation and enthusiasm;

 resourcefulness;

 honesty;

 regularity.

Drydon and Vos think that in the contemporary world necessary skills are: creative problem

solving, critical thinking, leadership abilities, ability to look from a general perspective, self-

confidence. These abilities allow for full participation in deciding on the future of entire socie-

ties and to plan one’s own life in times of intense changes (Dryden/Vos 2003: p. 99).

However, Rabczuk shows that they are primary requirements of the contemporary working

class: competence, creativity, adaptiveness, the avocation for contacts and work in teams, the

transfer of the abilities, self-reliance and the ability of advising in unpredictable conditions

(Rabczuk 2012: p. 7).
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Therefore, it is possible to define a person with great potential as follows (Gibb/Durham

1996):

1. pioneering, taking on new, non-routine actions;

2. likes the adventure and acting in conditions of uncertainty;

3. thinks and functions independently, brave and optimistic;

4. attaching importance to the own development;

5. self-confident, conscious of own strong and of weak points;

6. ambitious, showing initiative in action;

7. responsible in the work and performed action;

8. creative and convincing.

People who have the above mentioned qualities, are often described as intraentrepreneur – it

means that they are displaying entrepreneurial activities as employees in companies, demon-

strating commitment, creativity and innovation beyond the standard requirements for a given

workplace.

3. Economic characteristics of the Baltic Sea Region (BSR)

The Baltic Sea Region consists of 11 countries and the landmass covers an area of about 2.4

million km2. The population is amounting to about 110 million, the average population densi-

ty is of about 46 residents per km2. Over one third of of the population is living in Poland,

and almost one fourth in Norway, Denmark, Sweden and Finland. The fourth part of the

population of the Baltic Sea Region is settling in seven German regions. The land part of the

Baltic Sea Region is not much smaller than half of the area of the EU, the share of the re-

gion’s population amounts to 23 percent, and the aggregate GDP equals about 16 percent of

the total GDP in the EU. These numbers are clearly showing that the BSR in general catego-

ries is not the economic centre of Europe. Nevertheless the economies of the BSR countries

are growing quicker than the EU average. Moreover, the regional cooperation is being trans-

formed from the West of the Baltic Sea Region (W-BSR) supporting their eastern neighbours

(E-BSR) towards an equal exchange. The main reasons for the constantly growing trade ex-

change in the BSR are: the EU lifted restrictions and many administrative customs procedures
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in new member states, and the high inflow of the foreign direct investment to these countries.

Moreover the region within the few last years preserved its position in world exports. The

BSR’s share in the global exports is over the 50% higher than its share in global GDP (The

European Union's Baltic Sea Region Programme 2007-2013: p. 11).

The region is very competitive in knowledge creation. In comparison to other European and

world regions, the BSR has got a fundamental advantages in the education, training, and the

staff and expenses on R&D which constitute a wonderful basis for creating a leading scientific

and technological clusters in many fields of knowledge. This potential is corresponding with

the highest levels of organisation and of communication and with the wide awareness in the

countries around the Baltic Sea of role of social factors in the sustainable economic develop-

ment. However, although the average level of investment in R&D in the BSR is much higher

than the European average, results of this investment, for example the number of patents, are

below EU standards. Differences in innovative productivity continue between the BSR coun-

tries, but examples of the leading knowledge creation of the global scale seem too few in order

to reach the critical mass, so that a greater interaction and coordination of efforts are needed

in the region. Additionally it is necessary to create shared networks and marketing actions to

better utilise this territorial capital (The European Union's Baltic Sea Region Programme

2007-2013: p. 12).

The Baltic Sea Region is determined as the “antidote” to the dominance of the area called the

“European banana” (of area stretching from the South-Eastern of Great Britain to Northern

Italy)(Brodzicki 2002: p. 30). One should however emphasise that this region is an area of

significant social and economic diversity what can be regarded the main cause of the lack of

fast Baltic integration (Brodzicki 2002: p. 31). Research showed the so-called Baltic split: the

Scandinavian area on the top and the southern area is stagnating (Szarucki 2011).

At the beginning one should define the economic development and the regional development

associated with it. Comprehending the economic development is connected with quantitative

and qualitative changes (Szarucki 2011). With reference to the region this term means the

growth of its economic potential (e.g. growth in manufacturing, level of investing, export),

increasing the competitiveness and the improvement of the quality of life of the residents in

the long run (Chądzyński/Nowakowska/Przygodzki 2007: p. 43-44). However you can to 

determine the competitiveness of regions as the ability for using the region’s resources so that

the residents achieve and maintain a high standard of living (at present and in the future) and

to ensure long-lasting economic development (Kruk/Waldziński 2010: p. 92). 

We can show the competitiveness of the national economy and the region with different

methods of measurement. A multidimensional index drawn up by the World Economic Fo-
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rum published in the report on the global competitiveness is one of handy tools (Global

Competitiveness Report). This report is introducing the competitiveness ranking of 139 na-

tional economies from the entire world based on the student record book the Global Compet-

itiveness (Global Competitiveness Index) which is taking into account micro- and macroeco-

nomic bases of national competitiveness. Next the competitiveness is being defined as the set

of institutions, the strategy and factors which are determining the level of productivity of the

national economy (Sala-i-Martin et al. 2010: p. 4).

4. Women as entrepreneurs in the Baltic Sea Region

Considering statistical news reports, it is possible to conclude that many unemployed persons

are making up their mind to become self-employment – beginning their own business activity.

Analysing the labour market, it is possible to notice that men are usually managing places of

employment. More rarely it is possible to meet women on managerial positions. Men are also

usually the owners of enterprises. Does it mean that men have a larger store of enterprising

features? In order to be a good entrepreneur many abilities, social competence and knowledge

are needed about their product or service, competition, principles of accounting and market-

ing. Certainly one should also have characteristics of a leader which will help to efficiently

manage a company, delegating tasks and to control employees (Czarnota 2014).

The level of female entrepreneurship in the Baltic Sea Region is the highest in Europe. Statis-

tical surveys are confirming that about 35% of the small and of medium-sized enterprises in

the region belong to women. The most “female” industries are above all trade and services

(European Union 2013). There are many reasons for women to establish their own companies

(European Union 2013):

 independence and self-reliance;

 bigger earnings and prosperity;

 professional development, self-realisation and satisfaction,

 negative experience being employed – feeling being used;

 more rarely: flexible working hours, prestige, giving jobs to others, security of em-

ployment.

In the BSR the female entrepreneur is perceived as (Reszke 2007):
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1. a good employer: understanding, caring for employees, protective, tactful, just,

human, not slowing down, paying well;

2. a competent person, professional, better than the man as a business person;

3. reliable, conscientious and responsible;

4. elegant, neat, well dressed;

5. caring about the business progress, involved in the work.

It is also worthwhile reprimanding the European Commission to implement the strategy,

announced in September 2010, for promoting the equality of women and men in Europe. The

new strategy is supposed above all to enable the better utilisation of the potential of women

and in the process to contribute to achieve shared economic and of social purposes in the EU.

Results of a new survey of the Polish Agency for Enterprise Development (PARP) show that

the entrepreneurship of women has an intense upside potential. Over half of unemployed,

disabled women are considering their own activity, if they cannot find hired labour. All own-

ers of small and medium-sized enterprises have similar plans, are coming across similar imped-

iments in conducting business activities. Irrespective of the sex, the entrepreneur is exactly an

entrepreneur (Balcerzak-Paradowska et al. 2011).

Female entrepreneurs are disadvantaged compared to men because they carry the burden

caring for young children. Eurostat data confirms that differences between men and women

are particularly big (Eurostat 2013):

 to 35 years of age – when there are young children in the family: the difference is

about 20%;

 after 50 years of age – when grandsons are starting turning up in the family: the dif-

ference is increasing to 60%.

PARP research results are demonstrating that 20% of entrepreneurs (irrespective of the sex)

are choosing self-employment because of the desire for using favourable circumstances and

due to the lack of alternative in the form of hired labour. About 15% of women and men are

becoming an entrepreneur carrying out the desire for achieving self-reliance in deciding on

their own fate. 13% of entrepreneurs can see the chance of professional development in this

activity. A large portion of women and men are managing their own company because of

financial considerations. The important difference regarding the motivation for establishing a
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company between women and men, manifests itself in the willingness of women to support

the operations of their partners and the need child care. Many women treat their own activity

as a chance for personal development and the realisation of dreams (Balcerzak-Paradowska et

al. 2011).

According to the women who took part in the research, a lack of appropriate capital is the

biggest barrier for the start-up (over 50%). On the second place they named administrative

procedures and the great accompanying bureaucracy for establishing and managing a compa-

ny. It is attesting to the lack of faith in their own abilities, but also the insufficient knowledge

in the applicable procedures associated with conducting business activities. It is worthwhile

emphasizing that more working employed women showed procedures, as the factor stopping

them before establishing an own company (32%) – in comparison with unemployed and disa-

bled women (19%). Such factors appeared on the next places: fear of failure and bankruptcy

(24%). The unemployed are lacking an idea what activity to conduct (17%.)(Balcerzak-

Paradowska et al. 2011).

On the basis of studies from 2012 the typical female entrepreneur can be characterised as

follows ([on the basis of studies: Of conditioning the entrepreneurship, Tarnobrzeg, 2012):

1. The typical female entrepreneur:

 is educated;

 runs a smaller company;

 has a husband and children, but does not have help at home.

2. She is starting her business before 35 years of age, having gained professional experience

earlier working for another employer.

3. The main reasons for establishing a company are:

 the desire for having control and freedom of taking action;

 earning money.

4. The female entrepreneur is devoting over 48 hours per week to her business (the standard is

60 hours). The fact that she is running her business owes in turn:

 of the hard work;
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 of the perseverance;

 for supporting the family.

5. The main problem of women establishing her company:

 financial problems;

 combining work with the family;

 the lack of information and consulting.

6. Main problems in managing her company:

 reconciling work with the family;

 lack of time for training and raising qualifications.

To sum up, women are well motivated for taking up their own business activity, above all,

because they want to be independent, to obtain high earnings to supporting a family and for

investments. Moreover entrepreneurs have a recalled feature. If for different reasons they

have a hampered access to managerial positions in large firms, they are trying to establish their

own business, to build places of employment for themselves, their family and friends and

other persons (Szymczak 2011: p. 9).

At present the entrepreneurship level of men is higher than of women in the BSR, but that

may soon to change, since women are better educated than men. Secondly – against the popu-

lar views they are not demonstrating greater aversion to risk than men. Particularly young

women are even more willing to take a risk (also in managing their own company) than men.

Summary

Female owners of enterprises in the BSR will contribute more and more visible to the econo-

my, the prosperity of the region and the success of themselves. It is possible to attempt also to

state that there are already more resemblances than differences between owners of companies

of the individual countries analysed the region. It is possible to find resemblances in reasons

for establishing companies, conditions of their coming into existence, aims, way of managing

and challenges they must cope with. Moreover women in these countries regard the company

as an element integrated into their lives. However, certain visible differences exist in the level



Michał Igielski, Monika Zajkowska 

223

of education, experience at work, in abilities to manage a company. However these differences

will be decreasing with time. In order to be a success, all women interested in having an own

company need access to information above all. Needs in information will differ depending on

the (vocational) education, the site of action and the type of name the woman wants to start

which. Apart from the access to information, for all owners of companies access to source of

finance and for training in negotiating about financial matters

is needed. In the majority of countries in the region women are being encouraged starting

their own enterprises through diverse borrowings and training. Training programmes include

both lectures about how to start a company, general abilities to manage and develop a compa-

ny. Last but not least, improving features as self-respect, determination, courage, perseverance

and positive posture are important aims of trainings (Ben-Yoseph et al. 2011: p. 34-35).

Problems of female entrepreneurs are becoming a subject of ceaseless interest of centres of

decision-making and wide social circles. It is true that a career woman has increased duties,

but she also gets disproportionate satisfaction from her economic self-reliance. A fact that the

woman has the right to work is a great merit of our times, but the biggest fact is that she can

get work depending on the level of her knowledge, abilities, experience and professional pre-

dispositions. The rising percentage of companies owned by women a result of their achieve-

ments in the BSR (Szymczak 2011: p. 12).
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Promotion of Women’s Businesses in Lithuania82

Algimanta Pabedinskiene

The participation of women on equal terms with men in employment, self-employment, and

economic life in general, prevents wasting human capital, allows fully utilising fully and effec-

tively all human resources, both women and men, for further sustainable growth of our econ-

omies. On the other hand it contributes to women’s economic independence, their self-

esteem and quality of their lives. It is a “win-win” situation. That’s why Lithuania puts particu-

lar emphasis on the promotion of women’s employment and entrepreneurship.

The promotion of women’s, in particular rural women’s, businesses is one of the long term

priorities of the National Programme on Equal Opportunities for Women and Men. Synergies

of specific measures aimed at the promotion of women’s entrepreneurship, including projects

supported by the EU structural funds, and general gender equality measures aimed at a gen-

der-sensitive environment, do demonstrate sustainable results. The gap in employment rates

of women and men (about one percentage point in 2012) remains one of the smallest in the

EU. Women’s unemployment rate (11.5 percent in 2012) remains lower than men’s (15.1

percent). The gap between women’s and men’s economic activity rates is very small in the

most productive age group (25 to 55 years of age)(While on average women’s economic activi-

ty rate remains lower).

Similar to the EU average, in Lithuania only about one third of leaders of small and medium-

sized businesses are women. Women are underrepresented not only in small and medium-

sized businesses but even more in the decision making bodies of the largest companies. The

share of female members of the highest decision making bodies of the largest companies only

slightly exceeds the EU average.

While progress can be seen in Lithuania as well as in Europe in attracting more women to

start their businesses, there is still much to be done to achieve real balance between women

and men. There is a number of barriers on the way to becoming a business-lady. Most of

them, such as access to finance, insufficient opportunities to reconcile work and family life,

insufficient information, advice and consultation, are well known from research, however not

so easy to overcome.

82 The article contains results of the project „Innovative SMEs by Gender and Age“.
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Taking into consideration the variety of barriers, we apply a complex approach, systematically

targeting particular problems and carrying out measures to enabling a positive environment.

First of all – soft measures, aimed at better access to training, consultation, advice, infor-

mation. These measures are equally popular between both women and men. For instance,

Lithuanian Labour Exchange every year organises trainings on starting a businesses. In 2013

these trainings were attended more by women than men (2630 women and 2325 men respec-

tively). Lithuanian Labour Exchange provides individual consultation on different aspects of

starting a businesses. In 2013 such consultation was provided to almost 34,000 persons

(33,905 persons), almost half of them were women (15,428 women).

Second – networking measures. We promote networking opportunities in order to share good

practices, advice and support between female entrepreneurs, helping them to raise their entre-

preneurship skills and motivation. For instance, on the website of the Ministry of Economy a

special category “Women entrepreneurs” was opened in 2012. It contains regularly updated

good examples of women’s businesses as well as other information useful for female entre-

preneurs. This year the Ministry of Economy plans to sign a cooperation agreement with the

network of female entrepreneurs established by the Lithuanian Chamber of Industry, Com-

merce and Crafts. This agreement is aimed at providing better coordinated support for the

projects, promoting women’s businesses, sharing success stories and raising relevant skills.

Third – measures for rural women. The Ministry of Agriculture supports projects every year

aimed at the establishment of small and medium-sized businesses in rural areas, such as con-

struction services, treatment of waste, cleaning services and other non-agricultural enterprises.

The priority selection criteria: the leaders or shareholders of the companies should be women.

In 2013, 35 such projects were supported, eight of them were led by women.

In order to contribute to enabling a positive environment for rural women, the Network of

Local Activities Groups was established. The Network, covering almost all municipalities,

actively participates in the rural development process, encourages cooperation between entre-

preneurs, local governments and inhabitants. The Network is aimed at collecting and dissemi-

nating information, solving problems related to the activities of the Network members, shar-

ing knowledge, experience, achievements and ideas. Decision making bodies of Local Activi-

ties groups should secure gender quotas – no more than 60 percent of one gender.

Lithuanian Labour Exchange every year supports local employment initiatives. These projects

are aimed at the creation of new workplaces at the local level, increasing employment and

contributing to the local social and economic development. The number of female leaders of

the local employment initiatives increases every year. For instance, in 2012, 95 projects of local
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employment initiatives were supported, of them 15 were led by women. In 2013, 23 projects

of local employment initiatives were led by women. The total number of projects supported

was 131.

Worthwhile mentioning is that the number of educational, awareness raising and other

measures contribute to combating contextual obstacles, such as unequal treatment of women

and men, in particular regarding financial credibility of women, traditional gender stereotypes,

including stereotypical choices of professions, and the vertical and horizontal segregation of

the labour market.
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Image and Role of Female Entrepreneurs in Russia and the

Support Programme of Female Entrepreneurship in Saint-

Petersburg

Natalia Ostashova

Introduction

Since the 1990s when small and medium-sized enterprises have just started to develop in

Russia the changes that have occurred in image, behavior, and the role of female entrepre-

neurs in Russia can be traced. In the 1990s, in connection with the transition to a market

economy, the transformation of the fundamental values of the citizens of the former Soviet

Union started. This transformation has affected the image and role of women in modern

Russia. The image has changed in terms of the role that they began to play in the new market

economy. According to the general opinion the most important spiritual and moral values of

women are the realisation of themselves as other, wife, worker, and expert. In this situation a

woman has a role conflict between work and family. Traditionally and objectively women

spends more time on and pays more attention to the family. As researchers note, the positive

aspects of female entrepreneurship mainly related to the improvement of the financial situati-

on, raising self-confidence and hedging the future of their children. Negative aspects include

lack of time for recreation, home and family.

The transformation of the Soviet socio-economic and political system dictated the need to

find an adequate female image as the personification of success in life. For the most energetic

the image of the female entrepreneur or “business woman” as the more common name in

Russia was proposed. At the same time, according to the public opinion entrepreneurship is

more relevant to the male character. Mostly the rejection of the image of the female entrepre-

neur in Russia is associated with a contained attitude towards feminist values (Barsukova

2000).

The sociologist S. Barsukova declared the reasons for such an opinion:

- The Russian society is a society of extremes. Perhaps this is why the Rus-

sians intuitively fear extremism in the assimilation of feminist ideology;
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- Gender equality in the Soviet version, except for its achievements, had ob-

vious negative consequences: reduced birth rate, growth in the number of

female crime.

As a result, in the public mind there was actually mixing the idea and particular practice of its

realisation (Barsukova 2000).

Nevertheless, despite the initial rejection of the image of the female entrepreneur many wom-

en were forced to engage in business due to life circumstances that have developed in Russia

in the 1990s.

Women’s entrepreneurship in Saint-Petersburg

Interest in Russian business is more often accompanied by serious attempts to understand the

creative activity of women. The famous Russian writer F. Dostoyevsky wrote that a woman is

more persistent and patient in business; she is more serious than a man, she likes the process

itself. As researchers note, investigation of historical materials also shows that the main goal of

women’s initiatives was not making a profit for its own sake but to support women in their

desire to acquire economic independence (Tonchu 1998). At the same time the way out of the

current situation in Russia is possible through overcoming the economic and social crisis,

political confrontation, through spiritual rebirth, the rejection of stereotypes in their views on

the role of women. Women engaged in business consider themselves as representatives of a

new social group. Entrepreneurship is a social institution, where such valuable qualities as

responsibility, thrift, hard work are formed (Tonchu 1998).

In 1996 the Russian Government has prepared a National Plan of Action for the Advance-

ment of Women and Enhancing Their Role in Society until 2000.

The main points were:

 preparation of additions to the federal programme of small business state support in

the Russian Federation in supporting female entrepreneurs, as well as organisers of

family businesses;

 organisation of training workshops on “Start Your Own Business”, business devel-

opment based on labor force participation of family members.

In the Federal programme to promote employment of the population of the Russian Federa-

tion there is a special section providing for the implementation of measures to prevent dis-
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crimination against women in the labor market, as well as activities to promote the employ-

ment of economically active women, and their involvement in entrepreneurship.

Western experience shows that a decisive role in the development of small businesses is

played by women. The specificity of small business is more consistent with female mentality

and psychology. Female entrepreneurship has its own characteristics. The main activity of

female entrepreneurs are services aimed at improving the quality of life. In Europe women’s

entrepreneurship has special support. For example, in Sweden and Finland, banks provide

loans with low interest rates, because it is considered that women are less inclined to risk.

Unfortunately, the attempt to introduce of such special loan conditions for women in Saint-

Petersburg was not supported by banks for which is unprofitable to give small amounts at low

interest rates.

In Saint-Petersburg the activities of the State Employment Service to ensure the employment

of women is carried out in accordance with a programme to promote employment in Saint-

Petersburg, in which great attention is paid to women’s employment. The programme pro-

vides and performs the following actions to promote the employment of unemployed women

and ensuring social protection for them:

 job placement of women at existing vacancies;

 vocational training;

 organisation of temporary employment for women;

 promoting female entrepreneurship and self-employment among women.

The Employment Service is a structure to provide consulting and financial assistance to bud-

ding entrepreneurs among unemployed people since 1994.

In the period from 2002 to 2006 with the participation of Employment Services 972 people,

including 54% women, were sent to specialised companies for consulting services. 561 people,

of which 62.3% were women, have created small businesses, including:83

 409 people, 80% of them women, became individual entrepreneurs;

 152 people, among them 20% women, have created small businesses;

83 http://www.spb-mb.ru



Image and Role of Female Entrepreneurs in Russia

232

 212 people, of whom 63.7% were women, have received financial assistance on their

own business;

 844 women have passed learning the basics of the entrepreneurship programme:

Commercial Director, management, etc.

According to the number of small businesses, Saint-Petersburg is cathing up with Western

European countries, and the Northwest region is located on the 1st position in Russia. This

fact is also attributed to the development of women’s entrepreneurship in Saint-Petersburg.

According to the National institute of business problems system research, Saint-Petersburg

ranks 18th position in the world rating by the number of small enterprises per 100,000 inhabit-

ants in 2010. This figure exceeds the average level for the Russian Federation more than three

times. While in Russia the index number of small businesses is low compared with developed

countries: per 1000 people in countries with developed economies account for about 30 small

businesses, in Russia, according to various estimates, there are only 6 to 12. The level of this

indicator in Saint-Petersburg is variously estimated from 24 to 36 small businesses per 1,000

people.

In 2013 in Saint-Petersburg 360,000 small businesses were registered. Today in small and

medium sized business the city has about 1.2 million jobs – 44% of the total economically

active population of Saint-Petersburg. Small and medium-sized businesses provide up to one

third of the budget of Saint-Petersburg.84

The Support Programme of Female Entrepreneurship

The Support Programme of Female Entrepreneurship at the Saint-Petersburg Social and Eco-

nomic Institute exists since 1993. As noted by Olga Klimova, Vice Rector of the Saint-

Petersburg Social and Economic Institute, most listeners of the Center for Women Entrepre-

neurship originally were unemployed. Mostly there were women with higher education who

were dismissed in the early 1990s mainly from research institutes, defense factories etc. They

were trained on the programme “From the idea to the own business” and had to make a real

business plan. Many of them later became very successful business women. In the institute a

special programme – Women’s Entrepreneurship Center – has developed since 2008. It is

financed from the budget of Saint-Petersburg. Basically now women who want to start their

84 Programmes of female and youth entrepreneurship, and technological training programmes have
started (http://crpp.ru/ru/page/id521).
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own business, who are not satisfied with their profession, are studying the courses. Education

is now free and is financed from Saint-Petersburg budget.

The “Women’s Center for Entrepreneurship” realises state support programmes for small and

medium businesses in Saint-Petersburg to develop human resources in supporting women

entrepreneurs and small and medium businesses, which are headed by women, providing:85

 information and methodological support;

 consulting;

 training activities;

 activities on problems of doing business with the international women’s organisa-

tions, as well as other regions of the Russian Federation and abroad;

 recruitment services;

 specialized exhibitions of female entrepreneurs’ achievements.

In 1994 the first exhibition-presentation “Women’s Project”, which presented the achieve-

ments of female entrepreneurs, was held. At that first exhibition 51 of the 54 participants were

unemployed. Since then, the exhibition takes place every year, the main purpose is the exten-

sion of the network of contacts. In November 2013 the XX International conference “Wom-

en Changing the World” was held and attended by women not only from different regions of

Russia but also fom countries of the Baltic region and other European countries. The confer-

ence also hosted an exhibition of female entrepreneurs. At the last exhibition that was held

during the conference innovative designs of female entrepreneurs from Finland, Latvia and

the North-Western region of Russia were presented.

In spite of the fact that female entrepreneurs in Russia lost at the start – they did not partici-

pate in the primary privatisation, had no start-up capital – it proved that female business can

be successful. Female business has its own specifics. Women’s business is focused on tradi-

tionally female industries: food service, consumer services, early childhood care and education,

health and beauty. Female business is associated with improved quality of life, thus it is very

important and is supported in all developed countries. Women are thrifty and responsible, less

85 http://old.gov.spb.ru/gov/admin/terr/reg_center/pred/podd/prgg
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than men willing to take risks and rarely take loans from banks. They are more open and often

turn to professionals to get advice. This allows female entrepreneurs to achieve success.

Since 2000, Sweden has supported the development of entrepreneurship in the North-

Western region of Russia. The goal was to convey the experience of Sweden in the develop-

ment of small regions using women’s entrepreneurship. Resource centres were organised in

the North-Western region using the Swedish model. Currently the Saint-Petersburg region has

programmes to support female entrepreneurship, providing subsidies for the development of

their own business.

Most of the time, the business is successful if the person is engaged in a business in which he

has experience as an employee. This also applies to women’s entrepreneurship. For example,

the director of the well-known Saint-Petersburg network of largeer sizes women’s clothing

worked in the tailor’s shop before opening the business and therefore she knew the needs of

women with non-standard size.

In the centre of supporting women’s entrepreneurship a special course aimed at developing

the entrepreneurial mindset appeared some years ago. This course teaches that when starting

business it is necessary to be based on experience and knowledge. Entrepreneurship and

commerce are different. Commerce aimed only at making a profit, the simplest form is “buy

to sell”. Entrepreneurship is an opportunity to generate ideas that serve the needs of society

with reliance on the available resources. As noted by Olga Klimova, the main goal are to sup-

port families and self-realisation, and not getting rich.

During the time running the Support Programme of female entrepreneurship a variety of

educational and training courses, including in the Nordic countries (for example, in Sweden

and Finland), were organised. For example, training on the development of entrepreneurial

thinking is very popular. The idea of such training was taken from the European experience

where similar courses are often included in educational programmes of schools and institutes.

Nowadays the Centre collaborates with many European countries: Germany, Sweden, Fin-

land, Estonia, Latvia, Italy etc. A few successful joint ventures were established.86

In 2013 in the Programme included the following activities:

1. Consulting of small and medium businesses free of charge on entrepreneurial activi-

ties conducted in the following areas:

86 http://www.iwm.spb.ru
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 legal support of small and medium businesses;

 taxation;

 business planning;

 marketing.

2. Providing recruitment services for small and medium businesses.

3. Seminars on the following topics:

 new in taxation;

 practical issues of labour law at the termination of employment at the company;

 analysis of the financial condition of the company;

 development of entrepreneurial thinking;

 applied marketing.

4. Conference on the problems of doing business.

5. Specialised exhibition of small and medium businesses’ achievements.

Within the framework, the programme “Support for Women’s Entrepreneurship” provides

information and methodological support to voluntary organisations that provide support for

small and medium businesses.87

Now in Saint-Petersburg the programmes for supporting entrepreneurship work very success-

fully. Businessmen or businesswomen can get grants or subsidies to start their own business.

As noted by Olga Klimova, one of the most important results of the implementation of the

Women Entrepreneurship Centre Programme is that a business community is formed. In the

Centre a large database of female entrepreneurs was compiled. The database is used for the

exchange of contacts and mailing information. If someone is looking for some contacts, the

centre can provide such information.

87 http://www.iwm.spb.ru
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Conclusion

It may be noted the mismatch of the the image of the female entrepreneur and the real prac-

tices of successful female entrepreneurs. We can speak about breaking the myth of the busi-

nesswoman and related ideas about a strong woman and her fight for a place under the sun. It

can be marked also that despite the image of the female entrepreneur was not very popular

when reforms started in Russia, in reality women’s entrepreneurship is developed actively

especially in Saint-Petersburg and has the resources to develop more actively in the other

regions of Russia. Today our country has huge reserves of small business development, espe-

cially the North-West Federal District. Among the major resource development researchers

name a huge market capacity of goods and services, developed domestic market, changes in

the structure, nature and organisation of employment, a layer of potentially enterprising popu-

lation, including women, the presence of significant human resource capacity, various infra-

structure, proximity of the border with developed countries, etc.88
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Business Activity Conducted by Polish Women –

the Example of Start-ups in the West Pomeranian Region

Magdalena Kotnis, Barbara Kryk

Introduction

Poland – just like other member states – deals with a number of economic problems such as

low level of business activity and unemployment. Therefore, it is of major importance to

stimulate and develop entrepreneurship as a tool for increasing the employment rate and

thereby improving the general economic situation. Encouraging women to launch an enter-

prise is particularly relevant in this respect. Indeed the female population represents the ma-

jority of the unemployed, and the employment rate and activity rate for women are lower than

those of men. Furthermore, women are provided with limited opportunities to find employ-

ment in a formal sector and have limited access to managerial positions. Taking this into ac-

count and analysing the demographical potential displayed by women and the fact that they

are better educated than men, it can be noticed that women represent a high percentage of

untapped human resources on the labour market. Therefore it is advisable to encourage fe-

males to undertake business activities. In Poland a number of actions have already been taken

in order to do so. Start-up projects are such instruments. Hence the article is aimed at present-

ing good practices from the West Pomeranian voivodship in the context of developing female

entrepreneurship in Poland. Furthermore, an attempt has been made to state if the aforemen-

tioned tool should be popularised particularly among the female population.

In order to accomplish this objective, the article will present: female entrepreneurship in Po-

land; the profile of a businesswoman; the profile of firms managed by women; motives inspir-

ing women to undertake business activity; factors facilitating and hindering the development

of female entrepreneurship as well as recommendations for increasing female entrepreneur-

ship with special reference to the role of start-ups. In this context, the authors will refer to and

discuss the effects of start-up projects implemented in the West Pomeranian voivodship dur-

ing the period 2007-2013.



Magdalena Kotnis, Barbara Kryk

239

1. Women entrepreneurship in Poland – statistical perspective

The market economy is characterised by the predominance of private property (associated

with self-employment) over public property. Since the beginning of economic transformation

(i.e. since 1989), a dynamic increase in self-employment has been observed in Poland. Individ-

ual activity plays a crucial role here. Women have also participated in the process. Due to the

transformation, the female population had to face unemployment on a larger scale than men,

had limited opportunities to find employment in the formal sector and limited access to man-

agerial positions. Therefore, they began to take self-employment into consideration (Table 1).

Specification 2006 2010 2011 2012
Women employed in the national
economy
in thousands

6038.2 6513.3 6583.2 6619.5

Self-employed women
in thousands

1414.1 1563.3 1611.7 1630.5

Self-employed women outside the
agricultural sector in thousands

511.2 477.7 526.1 544.9

% of female entrepreneurs in the
total working female population

8.5 7.3 8.0 8.2

% of female entrepreneurs in the
total entrepreneurs (including
women managing private farms)

42.2 42.9 43.1 43.2

% of female entrepreneurs (out-
side the agricultural sector) in total
entrepreneurs

15.3 13.1 14.1 14.4

% of female entrepreneurs in the
total working population

3.7 3.4 3.7 3.8

Table 1. Female employees and self-employed women 2006-201289

Generally speaking, in Poland during the period 2006-2012 both the employment rate and the

self-employment rate for women increased (also the case with women managing private

farms). It was only in 2010 that the number of self-employed women (female entrepreneurs

outside the agricultural sector) dropped, which probably stemmed from the economic crisis.

This was reflected in data concerning the labour market, namely the share of female entrepre-

neurs in the total working female population, the share of female entrepreneurs in the total of

entrepreneurs and the share of female entrepreneurs in the total working population. The

aforementioned rates have been growing slowly since 2010. Nevertheless, analysing them in

89 Source: own elaboration based on Pracujący w gospodarce narodowej w 2006 roku, 2007, Rocznik statystyczny 
Rzeczypospolitej Polskiej 2013, 2013.
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comparison with the number of women active on the labour market, the activity rate and the

female employment rate, it can be stated that total women’s potential for entrepreneurship has

not been unlocked yet.90

2. Enterprises managed by women – profile

So far men have been more active in starting a business in Poland. In 2011, they represented

62.9% of all entrepreneurs (managing registered firms), while women constituted only 37.1%.

Firms set up by men differ in size. On the contrary, women tend to set up small firms.

During the period 2011-2012, micro-enterprises established by women represented more than

a quarter (ranging between 27% and 28%) of micro-enterprises. The highest percentage of

such entities operated in the ‘other services’ sector (48%), accommodation and catering (44%)

and health care (41%), whereas the lowest percentage of micro-enterprises operated in con-

struction (6%) as well as transportation and storage (8%). As for industry, micro-enterprises

represented only one-fifth of entities, one-third in trade (37%) and one-fourth in services

(27%). The remaining enterprises were managed by men.

Compared to enterprises set up by men, firms controlled by women have operated for four or

more years (65% and 71% respectively). A similar difference is observed in the case of

„younger” entities (29% of enterprises managed by women and 35% of firms run by men).

Hence, it can be noticed that the disparity is not considerable. Generally speaking, the enter-

prise survival rate has improved since 2007. Before that, despite economic prosperity, only

two-thirds of all entities managed to survive the first year. Nevertheless, the rate under discus-

sion was subject to decrease at the turn of 2012/2011 (compared to the previous two years).

Furthermore, the survival rate was higher in the case of enterprises employing workers as

opposed to one-man/one-woman business (Raport o stanie sektora małych i średnich przedsiębiorstw 

w Polsce w latach 2011-2012, 2013).

In 2011, the highest survival rates were reported by enterprises operating in such sections as

Information and communication (88.2%), Professional, scientific and technical activities

(87.3%), Industry (83.0%) as well as Transportation and storage (80.0%), i.e. most of which

have been set up by men. On the contrary, the lowest rates occurred in Accommodation and

90 According to data derived from the Central Statistical Office of Poland (GUS), the size of the working
female population continues to be smaller than the size of the working male population. Similarly, hav-
ing in mind particular rates, women represent lower percentage compared to men and the national aver-
age (Statistical Yearbook of the Republic of Poland 2013).
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catering (63.0%), Arts, entertainment and recreation (67.6%), Education (69.6%), and Trade

and repair of motor vehicles (69.7%). The majority of enterprises operating in the first three

sections were managed by women.

Analysing enterprise survival rates in a long-term perspective (during the period 2007-2012)

and by sections of the Polish Classification of Activity, it can be noticed that firms established

in 2007 and reporting the highest rates (by the year 2012) operate in such sections as Health

(56.7%), Real estate, renting and business activities (42.2%), Transportation (37.8%) and In-

dustry (30.1%). By contrast, the lowest rates occurred with entities providing services in such

sections as Hotels and restaurants (19.3%), Financial intermediation (21.6%) and Construction

(26.6%) (Warunki powstania i działania oraz perspektywy rozwojowe polskich przedsiębiorstw powstałych 

w latach 2007-2011, 2013).

Micro-enterprises managed by women were relatively larger compared to entities controlled by

men. This was reflected in higher remuneration costs incurred by “female” firms compared to

companies with men in charge (16.500 zlotys and 11.400 zlotys per enterprise respectively).

Enterprises under consideration made similar outlays on fixed assets, to be more precise 8.100

zlotys in firms managed by women and 8.300 zlotys in firms controlled by men. Furthermore,

entities run by female entrepreneurs generated nearly 25% higher revenues than those with

men in charge (397.000 zlotys to 318.400 zlotys per enterprise respectively). Taken account of

one-zloty equivalent of wages or salaries, enterprises managed by women generated lower

revenues (24 zlotys compared to 128 zlotys in the case of firms controlled by men). Enterpris-

es managed by women generated 29% higher costs than entities operated by men (343.700

zlotys and 266.800 zlotys per enterprise respectively).

Although micro-enterprises managed by women represented less than one-fourth of small

entities, they generated 38% of revenue and 30% of financial result in the sector. Consequent-

ly, calculated per entity, revenues and expenses of micro-enterprises were considerably high

(69.8% and 78.9% respectively). Unfortunately, female firms reported lower profitability ratio

(13%) compared to micro-enterprises managed by men (16%) (Raport o stanie sektora … 2013),

which also stems from the fact they operate in less profitable sectors of the economy.

The analysis of entrepreneurship with special reference to sex enables one to draw a number

of conclusions. First of all, the population of female entrepreneurs has been growing steadily,

which is reflected not only in the growing activity of this group, but also in the change in their

lifestyle, or even major cultural changes in the socio-occupational role performed by women

in Poland. Secondly, sectors preferred by female entrepreneurs, the share they represent in

micro-firms, the lower profitability level, and the (declared) slighter propensity to develop
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professionally in comparison with male entrepreneurs are factors contributing to the fact that

these entities occupy weak positions and are less promising.

3. Profile of a female entrepreneur

At the end of 2012, female entrepreneurs (including employers, self-employed and contrib-

uting family workers) represented 19% of the total female working population (by forms of

employment). This was 5% less than the percentage share of male entrepreneurs in the total

male working population (Table 2). Men constituted a higher percentage of employers and

self-employed. Women were in the majority only in the group of contributing family workers.

This implies that females represent a higher percentage of employees than males, and if they

decide to start business activity, they are less willing to expand their firms and employ work-

ers.

Specification W M

Employees 82 76

Employers 3 5

Self-employed 11 17

Contributing family workers 5 2

Table 2. Structure of working population by the form of employment in the 4th quarter

of 2012 in Poland (%)91

Female entrepreneurs have as a rule received better education than male entrepreneurs. In

Poland 23% of women managing firms have tertiary education (compared to only 14% of

male entrepreneurs).92 This fact is of major importance since it may motivate women to be

more active in starting a business and compensate for the observed weaknesses of enterprises

managed by females (activity conducted on a small scale and in less profitable sectors). Higher

education may also be a factor contributing to a competitive advantage of this social group.

As far as age is concerned, no major differences are observed between sexes (speaking both of

working population and entrepreneurs; see Table 3). Women’s and men’s age is similar in the

case of most groups distinguished by the employment status. A considerable (nine-year) dif-

ference could be noticed only in the case of contributing family workers. Furthermore, it can

91 Source: own elaboration based on Raport o stanie sektora małych i średnich przedsiębiorstw w Polsce w latach 
2011-2012, 2013.
92 Generally speaking, in Poland entrepreneurs and particularly employers (regardless of sex) have re-
ceived higher education.
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be noticed that employers and self-employed are on average older than the remaining groups

(difference ranging from three to five years).

Specification W M

Employed 41 41

Employees 40 39

Employers 44 44

Self-employed 44 44

Contributing family workers 43 34

Table 3. Average age of working population by employment status93

Regardless of the employment status, the majority of Polish women and men have taken up

full-time employment. At the same time, a higher percentage of the female population work

on a part-time basis compared to the male population.

Data derived from the Central Statistical Office of Poland (GUS) indicates that – irrespective

of the employment status (conducting activity in less profitable areas of the economy) or

occupational group – women earn less than men.94 This can be put forward as one of the

arguments for encouraging the female population to become more active in modern and prof-

itable sectors.

4. Motives behind starting a business

The motives (factors) behind starting a business are very diverse. They can be divided into

„facilitating” and „constraining” factors. The former encourage one to undertake business

activity, whereas the latter are internal (psychological) factors that discourage one to do so.

Latest results of the research on the aforementioned motives with special reference to sex

have been published in the report entitled „Przedsiębiorczość kobiet w Polsce” (2011).

Female and male entrepreneurs responding to the survey were asked about motives that may

encourage one to set up a firm. Answers they provided did not reveal substantial differences

between sexes in this respect (Table 4). As for “facilitating” factors, the respondents men-

93 Source: own elaboration based on Raport o stanie sektora małych i średnich przedsiębiorstw w Polsce w latach 
2011-2012, 2013.
94 The largest disproportions are the case with industrial workers and craftsmen (on average women earn
67% of male wages or salaries) as well as public authorities, high officials and managers (73% of male
wages or salaries).
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tioned willingness to seize arising opportunities (21.5% of respondents), striving for inde-

pendence and self-reliance (on average 16%), and opportunity for professional development

(on average 12.9%). The last but not least factor that the respondents consider relevant in this

respect is the need for improving one’s financial standing (on average 11.7%).

Specification
W M

„Pull”

willingness to seize arising oppor-
tunities

21.5 21.4

striving for independence and
self-reliance

17.7 14.3

opportunity for professional
development

11.4 14.3

need for improving financial
standing

10.1 13.2

„Push” W M

no chance of finding employment
in someone else’s firm

17.7 19.4

risk of unemployment 7.6 6.1

dissatisfaction with being em-
ployed

2.5 3.1

necessity to take over family firm 2.5 2

other 8.9 8.2

Table 4. “Pull” and “push” factors – propensity to start a business (percentage of

respondents)95

As for “constraining” (push) factors, entrepreneurs participating in the survey mentioned the

following: no chance of finding employment in someone else’s firm (on average 18.6% of

respondents), risk of unemployment (on average 6.7%), lack of satisfaction with being em-

ployed (on average 2.8%), and necessity to take over family firm (on average 2.25%). As far as

“other” option is concerned, women mentioned, among other things, skills and experience

essential for managing husband’s firm, supporting business activity conducted by husband

even at the expense of giving up attractive job, lack of appropriate wages or salaries, need for

flexible working hours due to family obligations (care of children or other family members).

The last mentioned factor has a dual character (push and pull) and is never mentioned by male

respondents.

95 Source: own elaboration based on Przedsiębiorczość kobiet w Polsce 2011: p. 48.
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Data presented in Table 4 indicates that the majority of respondents have started a business

by choice and not because they had no alternative. They regard self-employment as a better

form of employment in comparison with working in someone else’s firm. Furthermore, taken

account of the fact that women and men express similar views as to the motives behind un-

dertaking business activity and the aforementioned limited propensity of females to conduct

such an activity, it can be stated the lower number of firms managed by women stems not

only from their conscious choices, but also a greater number of obligations (e.g. social, family)

that the outside world has imposed on them. Regardless of the employment status or educa-

tion, women are to take care of children and family members who require help, and do a

greater part of housework. Men do not regard the above as factors constraining their aspira-

tions to start a business and become entrepreneurs.

5. Factors determining the development of female entrepreneur-

ship in Poland

Factors determining the development of entrepreneurship may be divided into internal and

external. The latter have a socio-economic character and entrepreneurs cannot affect them in

any way. On the contrary, internal factors (psychological, personality) are associated with the

traits of character, attitudes and behaviour displayed by a given individual.

External factors include (Przedsiębiorczość kobiet w Polsce, 2011, Lisowska, 2001, Przedsiębiorczość 

w Polsce, 2013):

 capital availability – the possibility of accumulating financial resources for new and

expanding firms, including start-up projects;

 the system of economic and legal regulations that govern setting up and functioning

of private firms;

 public programmes for supporting entrepreneurship – direct programmes dedicated

to new firms and entities expanding their activity at all administrative levels (national,

voivodship, municipal);

 the system of education and training – learning how to run a business, developing

entrepreneurial traits such as creativity and self-confidence in the process of sociali-

sation, school and non-school education, learning how to start a new business or

manage a firm already set up;
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 research and development – extent to which research and development expenditures

provide new business opportunities and the extent to which the results of R&D are

available to all entrepreneurs;

 commercial and occupational infrastructure – properly developed and professional

business service, legal service, accounting service and institution-related services

whose purpose is to enable and promote starting a business;

 openness of the market/barriers to entering the market – formal and informal obsta-

cles to starting a business;

 infrastructure-related factors – the possibility of using the infrastructure, i.e. roads,

railways, waterways, air transport, community facilities, information and telecommu-

nications infrastructure, stationary and mobile network, spatial development;

 cultural and social norms – social acceptance for company owners and private prop-

erty, belief that conducting business activity is a good way of earning a living, the way

in which female entrepreneurs are perceived and stereotypes they have to challenge,

women’s potential for entrepreneurship, interest in business management, readiness

to make a decision about setting up a firm.

Specification W M

hard-working 50 49

Patient 33 31

Courageous 16 19

creative, innovative 28 29

risk-taker 9 10

is not discouraged by failure 7 8

finds it easy to make contacts 10 9

has numerous contacts in business
environment

9 8

has knowledge of business management 6 6

Table 5. Major characteristics of entrepreneurs by sex (percentage of respondents)96

Regardless of sex, entrepreneurs have to deal with all the aforementioned factors. Perhaps

only the education system as well as cultural and social norms affect women in their decisions

96 Source: own elaboration based on Przedsiębiorczość kobiet w Polsce, 2011: p. 60.
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about starting a business. However, it can be noticed that factors determining one’s access to

capital are mentioned in the first place.

Apart from external determinants, personality traits also exert a profound effect on taking a

decision about starting a business. Therefore, a questionnaire survey was conducted and the

results have been published in the report entitled Przedsiębiorczość kobiet w Polsce (2011). The

respondents were asked about personality traits that should be displayed by every entrepre-

neur. Table 5 presents answers provided by the respondents to this question.

Analysing answers provided by women and men to the question about traits that every entre-

preneur should have in order to manage a firm, it can be noticed that they express similar

opinions as to the matter. Differences between both groups of respondents are minor and

range from 1% to 3% (depending on a given characteristic). They consider the following traits

essential for managing a firm: diligence (on average 49.5% of respondents), patience (on aver-

age 32%) as well as creativity and innovativeness (on average 28.5%). On the contrary, charac-

teristics of minor relevance include: numerous contacts in business environment (on average

8.5% of respondents), „resistance” to failures (on average 7.5% of respondents) and

knowledge of business management (6%). Hence, it can be stated that there are no special

characteristics that would predestine women or men to start a business.

6. Barriers to the development of entrepreneurship

Specification W M

Access to capital for expanding
the business

13 12

Attracting new clients 30 28

Competition from other firms 17 18

Too high labour costs not asso-
ciated with wages/salaries

32 30

Inflexible labour law 7 6

Competition from grey zone 7 6

Table 6. Barriers to the development of entrepreneurship by sex (% of respondents)97

Barriers to the development of entrepreneurship are either general (encountered by all entre-

preneurs regardless of sex) or specific (faced only by women). The results of the questionnaire

survey that have been published in the report entitled Przedsiębiorczość kobiet w Polsce (2011)

97 Source: own elaboration based on Przedsiębiorczość kobiet w Polsce, 2011: p. 66 ff..
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suggests that obstacles to the development of entrepreneurship mentioned by the respondents

are faced by women and men to a similar extent. Regardless of sex, entrepreneurs declared

similar problems with managing their firms and in most cases the barriers had institutional

character. In fact, similar percentage of female and male respondents selected particular vari-

ants (Table 6). Too high labour costs not associated with wages or salaries (tax, social insur-

ance) as well as attracting new clients were the most formidable barriers encountered by fe-

male and male entrepreneurs (nearly one-third of respondents in both cases). Inflexible labour

law and competition from gray zone were less problematic (mentioned by 6.5% of respond-

ents). The survey results indicate that the aforementioned two barriers are general and faced

by all entrepreneurs, regardless of sex.

Apart from the aforementioned barriers, qualitative research, supplementing the aforemen-

tioned quantitative research, suggested additional obstacles to conducting business activity,

namely:

 fiscal policy pursued by a given country,

 administrative barriers,

 educational barriers related with the formal education system and participating in rel-

evant courses and training,

 lack of adequate knowledge of means for supporting entrepreneurship at different

levels,

 limited access to modern infrastructure, information and research.

Most of the aforementioned barriers are general in nature and apply for both sexes. Neverthe-

less, certain obstacles are particularly effective for female entrepreneurs. These stem from

traditional socialisation (and perceiving the role of women only as wives and mothers who

should take care of their families and households and consider this more important than ca-

reer), difficulty in combining professional duties with family obligations, insufficient aid from

the state as far as care of children, teenagers and other dependent family members are con-

cerned (i.e. elements of social policy pursued by the state).

Summing up, it can be stated that the barriers to the development of entrepreneurship (e.g.

raising funds for development), along with internal and external requirements, place greater

responsibility on women who manage their firms and at the same time take care of their

households and families.
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The analysis of the results of research on female and male entrepreneurship cited in a number

of reports indicates that in Poland entrepreneurship is not divided into “women’s” and

“men’s”. Regardless of sex, company owners express similar hopes, expectations, concerns,

operate in similar conditions and encounter similar problems and barriers (institutional, eco-

nomic, legal). All entrepreneurs are unanimously mentioning difficulties in raising capital for

managing their firms as a significant factor and a formidable barrier to development. Howev-

er, women mention another factor that makes it difficult for them to conduct business and

pursue their career, namely family obligations such as care of children (small children in par-

ticular). Therefore, while developing instruments supporting entrepreneurship, women’s situa-

tion should be taken into account, namely their maternal role, and solutions should be found

in order to promote the caring function of the family. This requires a number of changes in

the education system, modernising cultural and social norms and adopting solutions that will

enable women to play different roles.

Summing up, start-up projects are a tool aimed at helping women to combine professional

duties with family obligations.

7. Recommendations for changes aimed at supporting female en-

trepreneurship

Due to the character of barriers to the development of entrepreneurship, recommendations as

to actions to be taken in order to overcome these obstacles have been divided into the follow-

ing three groups:

1. General support for the development of small and medium-sized enterprises.

2. Recommendations to female entrepreneurs.

3. Recommendations as to means for combining professional duties with family ob-

ligations.

The first group includes the following solutions (Kurowska 2011):

a) Reducing administrative and bureaucratic barriers.

b) Reducing financial barriers through: introducing an effective system aimed at collect-

ing funds for supporting enterprises, including the availability of start-up projects.
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c) Developing business incubators providing potential entrepreneurs with a number of

facilities for starting a business.

d) Acquisition and development of entrepreneurial competencies during training and

workshops.

The second group includes the following recommendations (Przedsiębiorczość kobiet … 2011: p.

11-14, 100-105):

a) Unlocking women’s potential for entrepreneurship not only via general professional

training, but also through individualised support taking account of differences

among participants in order to enable them to exchange experience and learn how to

conduct business. Such support was proposed as part of start-up projects.

b) Individualisation of school education.

Finally, the third group includes the following suggestions:

a) Development of social services in terms of various forms of pro-family support.

b) Changes in social benefits.

c) Development of programmes such as WLB (Work Life Balance) and FFF (Family

Friendly Employment).

d) New forms of care for the elderly and the dependent.

e) Actions aimed at changing the stereotypical approach to female and male roles and

developing partner relations among family members.

8. Start-up projects by the West Pomeranian Agency for Regional

Development in the West Pomeranian voivodship 2007-2013 –

good practices

As far as the unemployment rate is concerned, the West Pomeranian voivodship occupies the

3rd rank in Poland. Unemployment is structural, long-term and faced mainly by women.

Therefore, every action and instrument used for combating this phenomenon (including every

way of supporting the development of female entrepreneurship) are of major importance.

During the period 2007-2013, EU grants for starting a new business (so-called start-ups) were
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particularly popular among the inhabitants of the West Pomeranian voivodship. Such projects

are being implemented by, among others, the West Pomeranian Agency for Regional Devel-

opment (joint stock company).

Female entrepreneurship in the West Pomeranian voivodship is similar to the rest of Poland,

which is reflected in the research conducted on a smaller scale by the Voivodship Labour

Office (Badanie przedsiębiorczości kobiet w województwie zachodniopomorskim, 2011). Therefore, it

seems pointless to enumerate conclusions drawn from the above research. Instead let us de-

scribe start-up projects in detail.

During the period 2007-2013, the West Pomeranian Agency for Regional Development in

Szczecin was awarded EU grants as part of the Human Capital Operational Programme for

carrying out projects aimed at supporting persons who intend to start a business.

In order to implement the projects as part of Priority VI The labour market open for all, Ac-

tion 6.2 Support and promotion of entrepreneurship and self-employment, and Priority VII

Promotion of social integration, Sub-measure 7.2.2 Support to social economy, Human Capi-

tal Operation Programme, funds amounting to 9.5 MLNPLN were secured. Circa 61% of the

co-financing (5.8 MLN PLN) were allocated directly for grants (for starting a business) and

bridging finance (of which about 54% was granted to women).

8.1 Types of projects providing one-time investment grants for starting

business activity carried out by the West Pomeranian Agency for Re-

gional Development

Projects implemented as part of Action 6.2. of the Human Capital Operational Programme

were to provide potential entrepreneurs and their firms during the first year of functioning

with complete support, popularise entrepreneurship and self-employment through sharing the

knowledge of small entities functioning, and disseminate good practices for supporting self-

employment.

Support as part of the project was dedicated to people living in the West Pomeranian region

who did not conduct a registered business activity twelve months before entering the pro-

gramme.

Female and male participants in the project took part in a number of events organised in order

to support their entrepreneurial plans, including:
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 42-hour basic training „5 days to entrepreneurship” providing with knowledge and

skills essential for starting a business (interpersonal skills to be demonstrated by en-

trepreneur, the ABC of entrepreneurship, business plan, management and marketing,

good practices);

 individual and group consulting in the scope of preparing a business plan;

 financial support amounting to at most 40,000 zlotys in the form of one-time in-

vestment grants for starting a business;

 bridging finance amounting up to 1200 zlotys a month per beneficiary during the pe-

riod between six and twelve months after the activity was started; financing is to

cover regular expenses associated with managing a firm such as national insurance

contributions (ZUS, KRUS), phone bills, the Internet, the media, services provided

by accounting offices, information and promotional actions;

 specialist training once the business has been started (tax and finance, recruiting and

labour law, conducting business activity in the Member States, raising funds for ex-

panding one’s business, negotiation in business, interpersonal communication in

business);

 specialist consulting in the field of marketing, law, tax and finance, coaching, person-

al development.

Whether or not one qualified for the project depended on his/her membership of the target

group, his/her predispositions and potential for conducting business activity, as well as quality

and feasibility of the idea for a business.

Applications and business plans submitted by the project participants were a basis for provid-

ing financial support. The commission for the evaluation of proposals carried out substantive

assessment in order to verify the idea for a business, the potential and education received by

female and male participants in the project, knowledge of the market and competitors, alterna-

tive solutions as well as profitability and effectiveness of the business.

During the period under analysis, the West Pomeranian Agency for Regional Development

(joint stock company) implemented 4 start-up projects that will be referred to in next sections

of the present paper. The projects were generally aimed at developing entrepreneurship in

West Pomeranian region.
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The project “Passport to entrepreneurship”. Measure 6.2 PO KL. Support and promo-

tion of entrepreneurship and self-employment

The project was developed for residents from the West Pomeranian voivodship wanting to

start their own businesses. The target group covered by the support in its two editions con-

sisted of 120 male and female participants, with particular focus on:

 people under 25 years of age,

 women (especially those who return to or enter the labour market),

 people living in rural, rural-urban and city areas up to 25,000 residents,

of which 43 received a grant to start a business or a bridging support.

Project duration: 01.01.2009 to 30.06.2011.

Project Budget: 3.5 MNL PLN.

The project “Passport to entrepreneurship 2010”. Support and promotion of entrepre-

neurship and self-employment

The project was designed for people over 45 years intending to start their own businesses,

who were resident in the rural West Pomeranian voivodship. The target group benefiting from

the project support consisted of 60 male and female participants over 45 years of age and/or

being resident in rural, urban-rural or city districts up to 25,000 inhabitants, of which 36 re-

ceived a grant to start a business and bridging support.

Duration of the project: 01.11.2010 to 30.06.2012.

Budget: 2.5 MLN PLN.

The project “Passport to entrepreneurship 2012”. Support and promotion of entrepre-

neurship and self-employment.

The project aimed at involving people wanting to start their own businesses, who were resi-

dents in the 14 counties of the West Pomeranian voivodship where the unemployment rate on

31st December 2011 was equal to, or higher than, the average unemployment rate of the entire

voivodship. The target group benefiting from the support were 40 male and female unem-
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ployed participants under 25 or over 50 years of age, of which 27 received a grant to start a

business and a bridging support.

Project duration: 01.11.2012 to 30.09.2014.

Budget: 1.9 MLN PLN.

The project “Cooperative associations for entrepreneurials” implemented under the

action 7.2.2 Support for social economy – is part of the rapidly growing trend of linking

social and economic goals. Setting-up such cooperative associations does have a positive ef-

fect upon restoring and maintaining the overall ability to participate in community life and

playing social roles at workplace or residence communities, as well as upon professional rein-

tegration of its members, which consists of reconstructing and maintaining the ability to self-

performative work by people disadvantaged at the labour market, i.e. the unemployed, disa-

bled persons and people at risk of marginalisation.

The target group benefiting from the support were male and female participants wishing to

establish an association in the project framework, in particular:

 unemployed,

 people at risk of social exclusion,

 people with disabilities and

 persons professionally inactive or participating in vocational training programmes,

 employed persons.

30 participants received financial or bridging support for setting up and operating six associa-

tions.

Duration of the project: 01.07.2012 to 08.31.2014

Budget: 1.8 MLN PLN.

Forms of support within the project are:

• consultancy and training to gain knowledge and skills needed for establishing and

running cooperative associations,
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• financial support for the establishment of cooperative associations up to 20,000 zł 

for one founding member of a cooperative association (no more than 200,000 zł for 

a cooperative association),

• bridging financial support (up to 1.2 thousand zł per month for one founding mem-

ber) for a period of 12 months of running a cooperative association,

• bridging support such as consulting in areas of legislation, raising funds for associa-

tion development, team coaching, or coach for a cooperative association.

8.2 Male and female participation in the projects financed by ZARR SA

Figure 1. Number of male and female participants in the projects implemented by

ZARR S.A. in the years 2007-201398

Due to the inferior position of women on the labour market and the fact that men are rela-

tively more active in raising funds for the development of their own businesses, more than

50% of the projects implemented by ZARR SA were reserved for women. Moreover, in the

case of the “Passport to entrepreneurship” programme, female participants were allocated

98 Source: Own compilation
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additional points in the recruitment process. This was then reflected in the number of female

participants in the project. Figure 1 illustrates the percentage of women in the project.

The preference concerning sex in the recruitment process resulted in a significant proportion

of women in the total number of projects’ participants. The highest female rate being 77.5 %

was achieved in the context of the ongoing project “Passport to entrepreneurship 2012”. The

lowest rate of female participation (48.3 %) benefiting from the support was in the project

“Passport to entrepreneurship 2010”, which was due to the overall low quality in the assess-

ment process of business ideas and suitability of the female candidates.

Figure 2. Male and female beneficiaries in the projects financed by ZARR S.A in the

years 2007-201399

A low rate of women as of the total number of participants in the “Passport to entrepreneur-

ship 2010” project caused that also a relatively low rate of women participating in the project

received grants to start businesses (support beneficiaries). That rate was lowest in the afore-

mentioned project and totalled to about 50% as compared to 78.1% reached in the project

“Cooperative associations for entrepreneurials”. Figure 2 shows the proportion of female and

male participants among those who received grants.

99 Source: Own compilation.
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Figure 3. Male and female beneficiaries in the projects financed by ZARR S.A under

the measure VI in and in the years 2007-2013100

The total number of persons who in the years 2007-2013 received grants to start businesses in

projects implemented by ZARR SA under the measure 6.2, reached the number of 106, of

which 64% (68 persons) were women. The participation of women and men who were grant-

ed such funding under the measure VI was significantly differentiated in the Western Pomera-

nian region. The data of the work government agency in Szczecin shows that women made up

only 40% of the number of people (10,624) who received funds to start their own businesses

(Figures 3 and 4). This differentiation could have been caused by the fact that among the

female ZARR SA beneficiaries more women had a better education in relation to the total

number of women supported by the work government agency in Szczecin, what better ena-

bled them to start and run their own businesses.

Figure 4. Male and female beneficiaries in the projects financed in the West

Pomeranian voivodship under the measure VI and in the years 2007-2013101

100 Source: Own compilation.

female
64%

male
36%

40%

60%

female

male



Business Activity Conducted by Polish Women - Start-ups in the West Pomeranian Region

258

A study conducted by the Regional Unemployment Office in Szczecin (study of female entre-

preneurship in West Pomerania, 2011) shows that women apply frequently for start-ups in the

following industries: hairdressing and cosmetics, trade, catering, insurance agencies and finan-

cial services, tailoring, gardening, recreation and health services, design and advertising, ac-

counting, law firms and childcare.

Such a tendency can also be observed in the projects implemented by ZARR SA. It is also by

far consistent with nationwide trends.

All companies created by women are micro-enterprises, which also corresponds with the

trends in the entire country.

The effectiveness of the grants is relatively high. The highest rate of efficiency was achieved in

the first year of operation. In subsequent years, it gradually decreased along with the abolition

of supervision over the beneficiaries. Such a situation is also due to the fact that women run

small companies and in such industry segments that are not characterised by high profitability.

In conclusion, the study conducted by ZARR SA showed that among 106 companies regis-

tered in the projects under the measure VI (31st December 2013), there were 73 active, i.e.

almost 69%, of which 46 belonged to women. This percentage is slightly higher than in the

entire voivodship, which demonstrates that women are indeed able to make good use of both

their preferential treatment and support they get (organisational, legal, educational) through

and in the ZARR SA projects as well as of the financing they receive. This type of action

should thus continue, maybe with more focus on opening businesses in modern, more profit-

able areas of industry.

Conclusions

On the basis of the analysis conducted above, the following conclusions may be drawn:

 The number of women with entrepreneurial will and skills has been growing in Po-

land, which does not only reflect an increased activity of this group in society, but al-

so the change in lifestyle, or maybe an even deeper cultural change of the socio-

professional role of women in Poland in general.

101 Source: Own compilation.
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 Women are in principle less active in taking the risk of self-employment than men,

and also less effective in obtaining funds to run their own businesses, which is a rea-

son to help them, among others through start-up projects.

 Female entrepreneurs prefer traditional industries, focus on micro-firms of lower

profitability, and tend less to develop further as compared to their male counterparts.

This positions their firms rather in the category of the weaker and economically less

promising firms.

 Women in Poland including female entrepreneurs are generally better educated than

men. This may motivate women to be more active in setting up businesses and com-

pensating for their observed enterprises-linked weaknesses. The education level can

also be used as a specific comparative advantage of this social group. The results of

the start-up projects partially confirm that instance, where firms set up by better ed-

ucated women had a greater survival rate compared to those with lower education.

 The fact that women earn less than men could be used for the argument encouraging

them to become more active in areas of more modern and profitable braches of in-

dustry than it has been the case so far.

 A lower number of firms run by women is not only the result of individual choices

taken by women but that number is also constrained by – which has much stronger

effect than it is the case for men – difficulties present in society (cultural customs,

family) restricting them more than men in their quest for independent entrepreneur-

ship.

 An important factor affecting or hampering the development of entrepreneurship is

access to capital. Thus it is reasonable to further support this process through financ-

ing start-up projects. Easier access to such projects and the support provided within

their frameworks can play a supporting role helping to reconcile family and profes-

sional activities of women.

 Given all the above, one can answer the question asked in the introduction, namely,

in order to increase independent involvement of women in economic activities, pro-

jects supporting female entrepreneurship should strive to implement the above for-

mulated recommendations, especially to offer women such assistance in making and

running economic businesses, where they come closest to reconciling family and

professional obligations and where the barriers to access capital will be diminished.

One of such instruments could be start-up projects specifically designed to support
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women, in which “package” offers could be constructed with financial resources and

different kinds of assistance facilitating the development of their own businesses.

This type of preferential projects will without doubt help women to believe in their

value and ability to conduct business.
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How Do Institutions From the Pomerania Province Support

Professional Activity of People Aged 50 and Over?

Anita Richert-Kaźmierska 

Introduction

Due to the Poles’ low level of economic activity (see Table 1), professional activation of the

population seems absolutely necessary, and activities in this area should be a priority for the

economic policy (Kotowska/Sztanderska 2007: p. 15).

The economic activation of Poles, including members of the groups considered excluded or in

a special situation in the labour market , is to be served by activities undertaken within the

framework of the employment policy and the labour market policy.

The employment policy is aimed at achieving the highest possible effective level of employ-

ment, reducing surplus labour unused productively and maintaining a socially acceptable rate

of unemployment (Wiśniewski 1994: p. 31). The main instrument of the Polish employment 

policy is the National Employment Strategy (Krajowa Strategia Zatrudnienia 2005), constitut-

ing an integral part of the National Development Plan. It takes into account both the national

priorities in the area of employment growth and the guidelines contained in the EU docu-

ments, including the European Employment Strategy (Europejska Strategia Zatrudnienia

2011) and the Europe 2020 strategy (Europe 2020 2010).

The ultimate measure of the effectiveness of employment policies is the availability of jobs

(mainly new jobs) and their durability.

Kabaj lists the following areas of intervention of the widely understood employment policy

(Kabaj 2006: p. 20):

 stimulating the development of entrepreneurship and business processes through

non-inflationary growth of effective demand,

 stimulating investments,
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 export promotion and import optimisation by increasing the competitiveness of the

national trade offer,

 development of the housing construction industry,

 stimulating the development of small enterprises,

 reduction of non-wage costs of employing and retaining workers,

 promotion of flexible forms of employment and work organisation,

 increasing spending on active labour market programmes,

 adapting the educational system (especially vocational training and adult education)

to the needs of the labour market.

 The Polish labour market policy is implemented mainly by labour offices and it fo-

cuses on shaping the supply of labour. Its aim is not so much the creation of new

jobs, as combating unemployment and matching labour supply with existing de-

mand. The labour market policy is removing the disadvantages of the market and

foster the professional activation of the unemployed and economically inactive (Na-

gaj 2009: p. 16). According to the Act on employment promotion and labour market

institutions (2012, art.3), the main tool for shaping the labour market policy in Po-

land is the National Action Plan for Employment.

 In the opinion of the observers of the Polish labour market, both the employment

policy and the labour market policy do not address the issue of activity of people

aged over 50 sufficiently (Kryńska 2007: p. 167). This is all the more worrying since 

the ageing process of the Polish society accelerates and the potential of labour re-

sources shrinks irreversibly along with the retirement of generations.
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Country
Activity rate in population

15-64 years old [%]
Activity rate in population

50-64 years old [%]
Total Males Females Total Males Females

EU28 72.2 78.3 66.1 64.5 72.3 57.1
BE 68.3 72.8 63.6 57.9 64.4 51.4
BG 69.6 73.3 65.8 64.1 67.8 60.7
CZ 73.2 80.9 65.3 66.5 75.3 58.0
DK 78.7 80.8 76.4 73.3 77.0 69.5
DE 77.7 82.6 72.7 74.9 80.8 69.1
EE 74.6 78.7 70.9 72.3 73.6 71.1
IE 70.4 77.7 63.1 64.5 74.9 54.3
GR 68.2 77.6 58.7 53.6 67.4 40.6
ES 74.1 80.1 68.1 64.2 73.9 54.9
FR 71.3 75.6 67.2 61.7 65.5 58.1
HR 60.5 65.7 55.5 51.8 58.7 45.7
IT 62.8 73.1 52.6 56.4 68.8 44.7
CY 73.9 81.1 67.4 65.1 79.6 51.0
LV 74.9 77.3 72.7 71.0 72.8 69.6
LT 72.6 75.1 70.2 69.6 73.7 66.2
LU 70.0 77.5 62.2 58.6 67.3 49.5
HU 65.7 72.6 59.0 55.0 62.2 48.9
MT 65.8 80.2 50.8 47.6 68.7 26.6
NL 79.9 84.9 74.8 72.0 81.9 62.1
AT 77.1 82.2 72.0 62.6 70.8 54.7
PL 67.4 74.4 60.6 54.9 64.6 46.0
PT 73.6 77.2 70.2 64.1 71.7 57.2
RO 65.7 73.9 57.6 53.0 64.0 43.2
SI 71.3 74.9 67.5 53.0 60.3 45.6
SK 69.9 77.1 62.6 62.3 69.6 55.6
FI 75.4 77.5 73.2 71.3 70.0 72.7
SE 81.9 84.2 79.6 81.6 85.1 78.1
UK 77.2 83.1 71.3 71.0 77.8 64.5

Table 1. Activity rate in EU member states in 3rd quarter 2013 [%]

In Poland, the discourse on the economic and social consequences of the increasing participa-

tion of individuals approaching retirement and post-production age in the total population has

been present for several years now. The mainstream discussions and debates concentrate i.a.

on:

 the threat of an increase in the fiscal burden caused by increasing public expenditure

(in the context of the increase in the number of people whose income will be based
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on social benefits) and the smaller number of economically active individuals

(Kryńska 2007: p. 155),  

 the failure of the pension systems and the danger of bankruptcy of the administra-

tors of pension funds in the next decade (Iglicka-Okólska 2014),

 the deepening imbalances of the labour market, indicating the prospect of the deficit

of qualified personnel (Richert-Kaźmierska 2013: p. 123-135). 

The pension reform consisting of an increase of the formal retirement age to 67 years for both

men and women, limiting the privileges of access to the so-called early retirement and reduc-

ing non-wage labour costs in respect of employment of employees aged over 50 (Act amend-

ing the Law on pensions 2012) is a key initiative of systemic nature, implemented to mitigate

the effects of an ageing population in the context of the Polish labour market. Other

measures, although taken at different levels (national, regional, local, etc.) and by different

types of organisations (government, local authorities, local labour offices, businesses, etc.)

seem to have an ad hoc, short-term nature.

Such a thesis is confirmed i.a. by the results of the checks carried out by the Supreme Cham-

ber of Control in relation to the labour market policy measures. The conclusions of the audit

include the following statement: “The tasks implemented by the district labour offices tasks in

the field of economic activation and mitigating the effects of unemployment for individuals

aged 50+ (...) do not create conditions for sustainable exit from unemployment, despite the

involvement of significant public funds in the process. Individuals aged 50+ rarely receive

offers of permanent jobs” (Aktywizacja zawodowa i łagodzenie skutków 2014). Internships, 

trainings and providing financial support for setting up their own enterprise for individuals

aged 50+ were also rated as ineffective. In the case of the latter form of activation, it was

found during the check that more than half of the enterprises established in this manner did

not survive a full year. Those that operate do not achieve the projected profits. Their activities

are limited to the payment of minimum social security contributions. In addition, the authori-

ties do not verify if the beneficiaries meet the obligations declared in their business plans.

Also the entrepreneurs believe that the effectiveness of activation of individuals aged 50+ in

the labour market is limited. In their view, in Poland we still have to deal with the unsatisfac-

tory quality of the institutional environment (Górniak/Mazur 2012b) and insufficient coher-

ence between actions undertaken by the labour market institutions and the employers’ expec-

tations and needs of the regions (Górniak/Mazur 2012a). Among the factors adversely affect-

ing the efficiency and effectiveness of actions aimed at supporting the employment growth in
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general and in the population of individuals aged 50+ in particular, the entrepreneurs mention

(Górniak/Mazur 2012c):

 focusing the interventions of the labour market institutions and the central and local

governments on the supply, not the demand side – so that the role of employers in

the process of improving the efficiency of employment and human resources devel-

opment is not limited;

 focusing efforts on the economic activation of the low-skilled and often unmotivated

individuals;

 unfavourable social interpretation of concepts such as “value of labour”, “commit-

ment to work” or “extended economic activity”;

 low level of adaptation of the implemented solutions to the specific needs of the lo-

cal labour market or individual enterprises;

 lack of systematic knowledge of the needs and expectations of employers, as well as

about the professional competences that the labour market is lacking;

 limited cooperation between key actors operating in the regional labour market.

Determinants of the economic activity of people aged 50+

The literature of the subject provides many classifications of factors affecting the behaviour of

economic activity by individuals aged 50+ or their inactivation and the decision to retire.

The researchers gathered around the Finnish Institute of Occupational Health

(Goud/Ilmarinen/Koskinen 2008) propose a comprehensive approach, i.e. taking into ac-

count factors both dependent and independent on the worker, determining a very individual

level of work ability. Ilmarinen (2006: p. 132) points that “work ability is built on the balance

between a person’s resources and work demands. A person’s resources consist of health and

ability, education and competence, values and attitudes. Work (…) covers the work environ-

ment and community, as well as the actual contents, demands, and organization of work”. The

studies of Wang et al. (2008) and Wang and Schultz (2010) propose the following division:

personal factors related to work (type of work and organisational culture), factors related to

the family situation and the broader socio-economic factors. Nilsson (2012: p. 82) classifies

them in three dimensions: macro-economic, organisational and individual.
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In the Polish literature describing the situation on the Polish labour market, the authors use

slightly different divisions of the factors influencing the seniors’ decisions related to employ-

ment. Sztanderska (2008: p.18) distinguishes factors of legalistic, economic and social nature.

Dolny (2009: p. 134) divides the factors that influence the decisions related to economic activ-

ity into pushing out of the labour market and binding to the labour market. Rysz-Kowalczyk

and Szatur-Jaworska (2007: p. 64), on the other hand, suggest a division into factors related to

the current situation on the labour market, resulting from the specific nature of the 50+ gen-

eration and related to the age of the seniors.

The determinants of the economic activity of individuals aged 50+ should also be considered

in terms of the specifics of the given labour markets. The economic activity of the 50+ age

group is in this case determined by size and structure of labour demand and supply – in par-

ticular of work performed by individuals aged 50+.

Important in this approach are the opinions and expectations of employers regarding the

employees representing older age groups. As the results of research conducted among entre-

preneurs show, the interest in hiring workers aged 50+ is rather low. It is true, however, that

as far as the characteristics of the workers aged 50+ are concerned, they pay attention to expe-

rience, maturity, loyalty, trustworthiness and honesty more and more frequently. Nevertheless,

they consider innovation, creativity and the ability to acquire new skills, attributed mainly to

younger workers, to be more valuable (Woszyk 2011: p. 167; Mazur 2009; Fryca/Majecka

2010; Gawroński 2009). The employers’ readiness to employ older workers has not increased 

even upon the reduction of labour costs related to the employment of individuals aged 50+.

In many Polish enterprises the position of workers from the older age groups is still less stable

than in the case of younger employees. Only 3% of Polish entrepreneurs declare that they

have a programme to facilitate employment of workers aged 50+, whereas 95% of them de-

clare that they have not prepared such a programme. Only 5% of the enterprises encourage

employees approaching retirement age to stay in the company, but 93% have no formal pro-

cedures for the retention of such employees (Nowe spojrzenie na pracowników 50+ 2013).

The results of the ASPA survey carried out among Polish entrepreneurs show directly that,

when facing recession, the employers seeking to cut costs are most likely to lay off older

workers. 23% of the respondents agreed with the statement “I believe that employers who are

forced to limit their activities should retain first of all the younger workers”. Most (30%) posi-

tive responses were obtained among entrepreneurs whose workforce was comprised of over

50% of those aged 50+ (Perek-Bialek/Turek 2013). Moreover, 58% of entrepreneurs partici-

pating in the study consider the early retirement of workers approaching retirement age to be

an effective way to reduce employment in companies threatened by the crisis (Activating

Senior Potential 2010).
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The Pomorskie province and the issue of an ageing population

According to data of the Central Statistical Office (GUS), the Pomorskie province had slightly

more than 2,290 thousand residents in 2012 (Rocznik statystyczny 2013: p. 107). According to

the Rosett age scale (Rosett 1959), the demographic situation in the region should be called

“demographic ageing”, as the share of people aged 60+ in the regional population exceeds

19%, while the share of people aged 50+ in the total population of the region exceeds 33%.

Due to the nature of the settlement network, the region is characterised by strong internal

demographic diversity. The least favourable demographic situation is present in the Tricity

subregion, whereas the most favourable is present in the Gdański sub-region, i.e. the suburban 

areas of the Tricity conurbation. This is caused i.a. by:

 an increase in the attractiveness of suburban life style and relocation and settlement

of young families in suburban areas,

 the development of housing construction in suburban areas due to lower land prices,

 the deployment of new investment and job creation in these areas.

According to forecasts by the Central Statistical Office, the next two decades will bring unfa-

vourable demographic changes in the entire province. Despite the growth of the total popula-

tion until 2035, the ageing of the population will continue to proceed (Table 2). In 2035, rela-

tive to 2011, the number of people aged 0-17 years will have decreased by over 13%, while the

number of people of retirement age (60+/65+) will have increased by 58%.

The level of the economic activity of the inhabitants of the Pomorskie province approaching

retirement age is similar to the national one. Nevertheless, the effects of the restructuring of

state-owned enterprises of maritime economy, including the fishing, port and shipbuilding

sectors, which took place at the turn of the centuries and was characterised by high employ-

ment rates, are still visible. Many of the employees of these restructured and liquidated enter-

prises, despite not having reached the formal retirement age, become entitled to availing of the

so-called “early retirement”.
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Change in total population +1.1 +21.9 -6.8 -2.4 -6.3

Change in population aged 0-17 -13.7 -0.9 -24.5 -21.6 -10.8

Change in population aged 18-59/64 -8.4 +13.1 -18.0 -12.3 -15.2

Change in population aged 60+/65+ +58 +109.8 +65.9 +70.9 +25.4

Change in population aged 45+ +32.3 +67.8 +25.3 +32.7 +15.9

Table 2. Projected changes in population in certain age groups in the Pomorskie

province from 2011 to 2035 [%]

As shown by the data in Table 3, the economic activity of the inhabitants of the Pomorskie

province decreases significantly upon reaching 45 years of age. The economic activity rate

among people aged 45-54 is almost ten percentage points lower than in the two younger age

groups and three times higher than in the 55+ age group.

Category

Economic activity
rate

Employment rate Unemployment rate

[%]

Working age total 73.4 65.7 10.4

15-24 years 36.8 26.5 27.0

25-34 years 83.6 76.2 8.8

35-44 years 87.3 80.8 7.8

45-54 years 79.5 71.2 10.4

55 years and over 23.3 22.0 5.0

Table 3. Economic activity of the population of the Pomorskie province aged 15+ by

age groups in the fourth quarter 2012

Over 70% of individuals aged 55+ are economically inactive, and the main reason for their

inactivity is retirement. Retirement, especially before the formal retirement age, is still regarded

by many as an effective form of escape from unemployment.

Both local/regional authorities and the labour market institutions recognise the problem of an

ageing population in the province. The issue of ageing and the socio-economic consequences

of this process were taken into consideration in the key regional strategic documents, includ-
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ing the Regional Development Strategy of the Pomorskie Province 2020 (Strategia Rozwoju

Województwa Pomorskiego 2012), the Regional Strategic Programme in the field of occupa-

tional and social activity “Aktywni Pomorzanie” (Active Pomeranians) (Regionalny Program

Strategiczny 2013) and the Social Policy Strategy of the Pomorskie Province for 2014-2020

(Strategia polityki społecznej 2013).  

Economic activation of individuals aged 50+ – what has been

done in the Pomorskie province and what is still missing?

According to Kryńska (2006: p. 37-39), the activities conducive to the increase of economic 

activity among individuals approaching retirement age can be divided into four categories:

 raising the level of education through education,

 promotion and use of atypical forms of employment,

 enhancing the attractiveness of work as a source of income, as opposed to alternative

sources,

 elimination of discriminatory practices among employers.

The author of this article divided the actions aimed at increasing the economic activity of the

individuals from this age group based on her own categories (see Table 4), namely:

 the target group of the actions,

 the main goal,

 the range of substantive knowledge,

 the methodology of action,

 the initiating entity.
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Category Specifications

target group to which
individual actions are
addressed

 individuals aged 50+ (workers, unemployed, economically inac-
tive)

 youth

 entrepreneurs, employers, managers

 media, opinion formers

main goal of the action

 the return of people aged 50+ to the labour market after a break,
including the return after a period of availing of pension privileges

 maintenance of the economic activity of individuals aged 50+ and
extending the period of such activity

 combating unemployment among individuals aged 50+

 combating discrimination due to age

substantive scope of
interventions

 educational activities

 administrative and legal activities

 activities related to information and promotion

 counselling

 direct financial support

methodology of action

 educational and training services

 advisory services, including counselling and advice on setting up
and running one’s own enterprise

 training and consulting services for entrepreneurs and employers
in the field of age management

 grants, loans and loan guarantees

 equipping workplaces

 research and development activities, including diagnosing prob-
lems arising from the ageing of the population in the region and
developing solutions aimed at counteracting the negative effects
of ageing – effective and tailored to the needs of the region

 drafting of legislation, including rules and procedures for deter-
mining the eligibility and evaluation requirements for projects fi-
nanced from EU funds

 promotional and information action programmes, including con-
ferences and press releases

initiating entity

 central authorities

 local authorities and local government offices

 labour market institutions, including district and provincial labour
offices

 research centres – mainly colleges and universities

 entrepreneurs

 non-governmental organisations,

Table 4. Classification of activities aimed at increasing the level of economic activity

of individuals aged 50+
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Many projects related to the activation of individuals aged 50+ were implemented in the Po-

morskie province in recent years (see Table 5).

Source of
funding of the

project

Implementing
authority

Total
number
of pro-
jects

Number of projects by target group

Only indi-
viduals aged

45+

Only indi-
viduals aged

50+

Mainly
individuals
aged 45+

Mainly
individuals
aged 50+

The EQUAL
Community
Initiative

Fundacja
Fundusz
Współpracy 
foundation

2 1 1

Fundusz Inicja-
tyw Obywatel-
skich (“The
Civic Initiatives
Fund”)

Ministry of
Labour and
Social Policy

5 4 1

LLP Grundtvig

Fundacja
Rozwoju Sys-
temu Edukacji
foundation

1 1

Human Capital
Operational
Programme

Provincial La-
bour Office in
Gdansk (10),
The Province
Marshal’s Office
in Gdańsk (10), 
the Provincial
Labour Office in
Olsztyn (1)

21 16 1 4

Table 5. Projects for the activation of individuals aged 50+ in the Pomorskie province

2004-2009 co-financed by the European Union

The initiatives aimed at the economic activation of individuals aged 50+ implemented in the

last three years in the Pomorskie province include:

 50+ doświadczenie (“50+ experience”), beneficiary: Caritas Polska, 

 Aktywni +45 – zajęcia edukacyjne dla osób po 45 roku życia z terenu Gminy Słupsk 

(Active 45 – Educational activities for individuals aged 45+ from the Słupsk com-

mune), beneficiary: the Municipal Social Welfare Centre in Słupsk, 
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 45+ bez barier – skuteczna komunikacja w języku angielskim (45+ without barriers – 

Effective communication in English), the beneficiary: Centrum językowe IDEA Sp. 

z o.o.,

 Pracuję, rozwijam kompetencje. Innowacyjny model wsparcia pracowników 50+ (I 

work, I develop competences. An innovative model of support for staff aged 50+),

beneficiary: PBS DGA Sp. z o.o.,

 Własna firma po 45. roku życia – bis (Starting a business after 45 – bis), beneficiary: 

The Municipality of Słupsk, 

 Umiejętność i doświadczenie, czyli językowe wsparcie Twojego doświadczenia 

zawodowego (Ability and experience, or the language support for professional expe-

rience), beneficiary: Res Primae mgr Jan Krysiak,

 Chcę pracować – program rozwoju kariery zawodowej kobiet po 45 roku życia (I 

want to work – a career development programme for women aged 45+), beneficiary:

Towarzystwo Edukacji Bankowej S.A. in Poznań, 

 Postaw na wiedzę. Szkolenia dla osób pracujących po 45 roku życia (Bet on 

knowledge. Trainings for workers aged 45+), beneficiary: Pomorska Akademia Kszt-

ałcenia Zawodowego w Słupsku Sp. z o.o., 

 Bądź aktywny po 50 roku życia (Be active after 50), beneficiary: Vocational Training 

Centre in Słupsk 

 Postaw na siebie i swoją przyszłość – program aktywizujący 45+ (Bet on yourself 

and your future – an activation programme for indviduals aged 45+), beneficiary:

Polish Economic Society in Gdańsk, 

 Dojrzałość atutem (Maturity as an asset), beneficiary: Polish Economic Society in 

Gdańsk. 

The nature of the projects aimed at individuals aged 50+ implemented in the region is mainly

educational and training-oriented. Of the above, only two initiatives cover a wider range of

activities. The Pracuję, rozwijam kompetencje. Innowacyjny model wsparcia pracowników 

50+ (I work, I develop competences. An innovative model of support for staff aged 50+)

project besides running the 50+ Career Centre, which offers a package of services aimed at

activating and assisting individuals approaching retirement age, also conducts research on the
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socio-psychological circumstances influencing the attitudes related to the employment of

seniors and implements activities related to informing counsellors and specialists from staff

and HR departments about the potential of individuals aged 50+. The Własna firma po 45 

roku życia – bis (Starting a business after 45 – bis), on the other hand, foresees providing 

training and consulting support in the field of entrepreneurship, financial support for start-up

companies of the amount of 40,000 PLN and a bridging grant for the company’s operations

during the first twelve months from its launch.

The activities undertaken in the region are less often focused on the support of entrepreneurs

– the employers of individuals approaching retirement age. Among the already mentioned

projects, such support is offered i.a. within the framework of the 50+ doświadczenie (50+ 

experience) project. It provided for the creation of tools aimed at supporting entrepreneurs:

 the Obserwatorium Rynku Pracy (Labour Market Observatory) model – as a plat-

form for the exchange of information related to the labour market between employ-

ers, employees, labour market institutions and local government organisations,

 a textbook covering the drafting of age management strategies, including practical

tips facilitating building and implementing age management strategies in enterprises.

Entrepreneurs were also the target group in the Wykorzystaj nas! Pracownicy 45+ w Twojej

firmie (Take advantage of us! Workers aged 45+ in your enterprise). The project was meant to

be a promotional and informative campaign raising the awareness of the benefits of hiring

mature workers among the entrepreneurs from the SME sector. One of the products of the

project is the Jak zatrudniać pracowników 45+ i odnieść sukces. Informator dla pracodawców 

z MSP textbook (How to hire employees aged 45+ and succeed. A guide for employers from

the SME sector) (Bałandynowicz-Panfil/Łosiewicz 2011).  

As shown by the results of the study evaluating the implementation of the Sub-measure 8.1.1.

of the Human Capital Operational Programme, related to raising and retraining of managers

and employees of enterprises from the Pomorskie province, the participants of most projects

were young. Individuals aged 45+ accounted for only 23% of all the participants benefiting

from support (Badanie jakości i wpływu projektów 2010). 

A comprehensive assessment of the implementation of activation measures aimed at individu-

als aged 50+ in the Pomorskie province, contained in a report prepared at the request of the

Provincial Labour Office by the Sociological Research Laboratory of the University of

Gdańsk (Załęcki 2013) also shows the insufficient effectiveness of existing interventions. The 
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authors of the report note that the achievement of expected indicators by the support pro-

grammes implemented in the region is unlikely. The reasons given include (Załęcki 2013): 

 the insufficient share of individuals aged 50-64 in projects aimed at increasing the

economic activity of this age group,

 too low level of differentiation of the activation offer for individuals aged 45-50 and

those aged 50+; at the same time, it should be clearly stated that individuals aged

45+ are not to be considered “elderly”,

 insufficient competences of the organisers of competitions (the report related mainly

to the district labour offices), necessary for the proper evaluation of projects (initia-

tives) and recruiting and motivating individuals aged 50+ to participate in projects,

 ambiguous definitions of project target groups, such as linking the issues of age and

disability,

 an erroneous assumption of one hundred percent efficiency of the proposed actions

and their versatility; it should be borne in mind that the participants of the projects

do not have to take employment as their result; it seems necessary to increase the di-

versity of the offered support depending on the participants’ readiness to work.

Conclusions

It can be assumed that against the background of the rest of the country the Pomorskie prov-

ince currently has a favourable demographic situation. Nevertheless, in the coming years it will

be facing an accelerated rate of ageing of the regional community. This process will be une-

ven. The largest increase in the number of individuals approaching retirement and post-

productive age until 2035 will take place in the Gdański and Starogardzki sub-regions, while 

the highest proportion of individuals approaching retirement age and post-productive age in

the total population in 2035 will be present in the Tricity and Słupski sub-regions. The analysis 

of statistical data forecasting the demographic situation in the province, the data related to the

low economic activity rate among individuals aged 45+, as well as to the measures taken to

change things, leads to several important conclusions:

 the upcoming demographic changes will influence the economy of the region strong-

ly, primarily because enterprises (entrepreneurs and employees) operating in the re-

gion are not prepared for the consequences of an ageing population,
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 the public is not aware of the upcoming demographic changes and their socio-

economic consequences, nor the challenges the region will face as their result,

 the negative stereotypes of older people present in Poland (not only in the region)

hinder the activation of seniors,

 many activities aimed at the professional activity of individuals aged 50+ are imple-

mented in the region; projects related to education and training aimed at increasing

the skills of seniors to adapt them to the needs of the modern labour market are

most frequent,

 the economic activation of individuals aged 50+ is implemented in sector silos, while

it should be the subject of holistic analyses and activities – the complexity of the fac-

tors affecting the economic activity of seniors requires a comprehensive approach

covering topics such as social policy, labour market, education, health, sport and rec-

reation, etc.

 projects related to changes in the situation of individuals aged 50+ in the labour

market implemented in the region do not exhibit synergistic effects, mainly due to

insufficient flow of information and cooperation between their organisers,

 lack of strategic orientation of the activities aimed at the economic activation of in-

dividuals aged 50+ implemented in the Pomorskie province. The region also has

strategic programming documents that cover the social issues, such as the Pomorskie

Regional Development Strategy, the Human Capital Operational Programme, the

Social Policy Strategy of the Pomorskie Province or the Regional Action Plan for

Employment for Pomorskie Province; however, they do not take into account issues

related to ageing and counteracting its effects in a comprehensive and complex man-

ner. The implemented projects meet the needs of the region’s ageing population in-

sufficiently and in a silo-like way.

Three main problems limiting the effectiveness of efforts aimed at the economic activation of

individuals aged 50+ on the Pomorskie province labour market (although not only in this

region), are:

 insufficient cooperation of the entities operating in the region (Ocena procesu real-

izacji 2012),
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 focus on stimulating the supply side, insufficient involvement in the development of

the demand side of the labour market (Górniak/Mazur 2012a),

 stereotypical thinking about economic activity and retirement, closely correlated with

age (Fryca/Majecka 2010; Badanie efektów wsparcia 2012).
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Work and Formal Retirement Age – Opinions of SME

Employees Participating in the Best Agers Lighthouses

International Project102

Anita Richert-Kaźmierska, Katarzyna Stankiewicz 

Introduction

The size of the European labour force in the coming decades will be significantly reduced.

According to forecasts by the United Nations, in the years 1990–2030 the population of Eu-

rope will decrease (from 72.3 million to 68,3 million) — there will also occur negative (from a

labour market perspective) changes of the age structure of the population (United Nations

2013). By 2030, the proportion of people approaching retirement age and beyond retirement

age will have substantially increased, whereas the share of people in the so-called prime age will

have decreased (see Table 1).

0-14 15-24 25-49 50-64 65-79 80+

[% of total population]

1990 20.5 14.6 35.0 17.1 9.9 2.9

2000 17.6 13.9 36.9 16.9 11.8 2.9

2010 15.4 12.8 36.1 19.4 12.1 4.2

2020 15.5 10.3 34.4 20.9 13.9 5.0

2030 14.0 11.3 31.5 20.9 16.8 5.5

Table 12. Age structure of European population 1990-2030103

In order to mitigate the effects of a shrinking labour force, various measures are implemented

by the central government (at EU and national level), regional authorities, as well as the man-

102 The article was prepared as a part of the project Best Agers Lighthouses Strategic Age Management for SME
in the Baltic Sea Region, part-financed by European Union (European Regional Development Fund) in
Baltic Sea Region Programme 2007-2013.
103 Source: own elaboration based on data from United Nations (2013).
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agement of individual enterprises. Among the possible ways to prevent negative consequences

of an ageing population for the labour market, the most frequently mentioned are:

 liberalisation of migration policy and acquisition of foreign workers (Polityka mi-

gracyjna Polski 2012; Iglicka et al. 2005),

 professional integration of groups that are disadvantaged and traditionally excluded

from the labour market (Kotowska 2012),

 professional mobilisation of the young, including women returning to work after

childbirth (Richert-Kaźmierska 2013: p. 77-91),  

 raising the formal retirement age (Wóycicka 2004),

 increasing labour productivity through the use of modern technologies (Ocena

końcowa 2013),

 changes in the organisation and conditions of work, as well as increasing the flexibil-

ity of employment forms (Zmiany demograficzne 2006: p. 1-16),

 new methods and tools of management, including age management (Neagle/Walker

2006; Gould et al. 2008).

One of the problems resulting in the elimination of significant groups of skilled individuals

from the labour market is the relatively early withdrawal of seniors from the labour force (see

Table 2).

In Poland, the achievement of the formal retirement age is one of the main reasons for the

decision to resign from economic activity and retire (see Table 3). The belief that the retire-

ment age means an end to economic activity is shown by 35% of people aged 20-29 years,

36% of entrepreneurs, 37% of government and service sector employees, as well as 36% of

persons with right-wing views (Polacy na temat aktywności 2011).

Although employers recognise the positive attributes of older workers: extensive experience

(80%), conscientiousness (42%), loyalty (32.7%) and responsibility (18%) (Gawroński et al. 

2009), in the case of the necessity to reduce employment they prefer (23% of the surveyed

entrepreneurs) to retain younger employees at the expense of redundancies in the group of

older workers (Perek-Białas/Turek 2013). 
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Country
Men Women

effective official effective official

OECD-34 average 62.2 64.65 63.06 63.47

AT 61.9 65 59.4 60

BE 59.6 65 58.7 65

CZ 63.1 62.5 59.8 61.33

DE 62.1 65.083 61.6 65.083

DK 63.4 65 61.9 65

EE 63.6 63 62.6 61

ES 62.3 65 63.2 65

FI 61.8 65 61.9 65

FR 59.7 65 60 65

GR 61.9 65 60.3 63.5

HU 60.9 63.5 59.6 63.5

IE 64.6 66 62.6 66

IT 61.1 66 60.5 62

LU 57.6 65 59.6 65

NL 63.6 65 62.3 65

PL 62.3 65 60.2 60

PT 68.4 65 66.4 65

SE 66.1 65 64.2 65

SK 60.9 62 58.7 59.75

SLO 62.9 63 60.6 61

UK 63.7 65 63.2 61.2

Table 13. Average effective age of retirement versus official age, 2007-2012104

In order for Poland and other European Union countries to be able to actually make use of

the knowledge and experience of people approaching retirement age, thereby extending their

working lives, it would be necessary to implement a diverse range of activities, including:

building awareness of the need and value of work of individuals aged 60+ (both as employees

and as entrepreneurs), combating discriminatory behaviour, as well as facilitating the execution

of work by seniors with psychomotor abilities altered due to age (pull-type factors). Activities

aimed at implementing exclusively legalistic solutions, i.e. limiting the activation policies aimed

104 The average effective age of retirement is defined as the average age of exit from the labour force
during 5-year period. The official age corresponds to the age at which a pension can be received
irrespective of whether a worker has a long insurance record of years of contributions.

Source: OECD, http://www.oecd.org/pensions/pensionsatglance.htm (accessed 12.12.2013).
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at this social group to raising the formal retirement age (push factors), should be considered

definitely inadequate.

Title of study
The population covered by the
study

The percentage of re-
spondents indicating

reaching retirement age as
a reason to retire

Transition from work
into retirement
(Przejście z pracy na 
emeryturę 2007)

9502 people born in the years 1936 to
1956, working or not working, who,
however, have worked in the past
after 49th birthday

83%

Inactivation of peo-
ple approaching
retirement age
(Dezaktywacja osób w
wiekiu okołoemerytalnym
2008)

4500 women and 2500 men ap-
proaching retirement age (for women
defined as the period from 50 to 65
years of age, and in the case of men,
as the period from 55 to 70 years of
age)

90%

Determinants of
labour force partici-
pation of seniors
(Wiśniewski 2009)

1231 people aged 45-69 years, usually
the opinions of those aged 55-59
years were probed (approximately
35% of all respondents)

43%

Table 14. Achieving formal retirement age as the cause of economic deactivation of

Poles105

The Best Agers Lighthouses project and the issue of prolonged

economic activity

The Best Agers Lighthouses – Strategic age management for SMEs in the Baltic Sea Region106 project

focuses on developing specific solutions for age management in the SME sector — in particu-

lar the methods and tools allowing for diagnosing and benefiting from the knowledge and

experience of individuals aged 55+.

The main objective of the project is to develop practical solutions in the area of age manage-

ment at the level of the SME sector and to promote them as a kind of good practice. It is

about showing the entrepreneurs from the SME sector what the consequences of the imple-

mentation or failure to implement the idea of age management in such enterprises may be.

105 Source: own elaboration.
106 http://www.best-agers-lighthouses.eu



Work and Formal Retirement Age – Opinions of SME Employees

286

The project involves twelve different types of partners from the Baltic Sea Region. Its innova-

tiveness lies in a comprehensive approach to the problem of age management in the SME

sector. The project was created by eight local age management partnerships (LAMP), consist-

ing of a project partner, an enterprise (from the SME sector), an internal mentor (appointed

by the enterprise) and external advisers (selected by the project partner — an expert in the

field of consultancy, strategic management and age management). In collaboration with scien-

tific partners and within the framework of mutual co-operation, as well as based on the results

of the research (the baseline evaluation), the participants of local age management partner-

ships will develop a methodology of intervention involving the implementation of age man-

agement instruments in given enterprises. The results of the intervention will be evaluated and

used to develop a catalogue of good age management practices in SMEs.

The basis for the concept of intervention at the level of enterprises involved in the project are

the results of surveys carried out among employees and managers (the baseline evaluation).

The employee survey was carried out using a questionnaire, whereas the survey of executives

was conducted in the form of a structured in-depth interview.

This article presents only selected results of the survey conducted among employees. The

researchers focused on the opinions of employees regarding the relationship between the

formal retirement age and the decisions regarding continuing economic activity or retiring.

The methodology of research

From June to November 2013 an anonymous questionnaire survey was conducted in eight

companies involved in the project. The target group of the study were all employees of these

enterprises, regardless of age, gender and other characteristics. The survey questionnaire con-

tained 63 substantive questions and five questions characterising the respondent. The ques-

tionnaire was prepared in cooperation with the Aalto University School of Business (FI), the

Gdansk University of Technology Faculty of Management and Economics (PL) and the

Stockholm School of Economics from Riga (LV). Organising and conducting the study were

the tasks of partners belonging to local age management partnerships (LAMP).

The article presents data collected in only five enterprises involved in the project (at the time

of the preparation of studies, not all the results were available), obtained in response to two

statements: “I perceive my possibilities to continue working as long as possible very good”

and “My employer’s attitude towards me to continue working after retirement is positive”.
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The study included 509 employees from the SME sector in Finland (one organisation), Lithu-

ania (three organisations) and Sweden (one organisation). Upon verification of the complete-

ness and correctness of responses 437 questionnaires were enrolled to further analysis, of

which 251 (57%) were from women and 186 (43%) from men. 111 (25%) of the analysed

questionnaires came from Finland, 266 (61%) from Lithuania and 60 (14%) from Sweden.

The numbers of surveyed women and men with regard to their country of origin are shown in

Table 4.

N
badanych

%
badanych

Female Male

N % N %

Finland 111 25% 22 8% 89 47%

Lithuania 266 61% 174 70% 92 50%

Sweden 60 14% 55 22% 5 3%

Total 437 100% 251 100% 186 100%

57% 43%

Table 15. Women and men participating in the study with regard to their country of

origin107

The age of respondents ranged from 21 to 70 years, the mean age was 44.3 years and the

median 43 years. The data related to the age of the respondents with regard to their country of

origin are shown in Table 5.

21-34 35-44 45-54 55-70

N % N % N % N %

Finland 25 26% 25 18% 31 33% 30 29%

Lithuania 63 64% 105 76% 49 51% 49 47%

Sweden 10 10% 9 6% 15 16% 26 24%

Total 98 100% 139 100% 95 100% 105 100%

22% 32% 22% 24% 100%

Table 5. The age of respondents with regard to their country of origin

107 Source: own elaboration.
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Continuation of work and the formal retirement age –

analysis of test results

The questionnaire included i.a. statements regarding the possibility of continuing employment

upon reaching the formal retirement age: “I perceive my possibilities to continue working as

long as possible very good” and “My employer’s attitude towards me to continue working

after retirement is positive”. Thanks to using such phrases, a two-fold investigation of the

discussed problem became possible. On the one hand, the self-assessment of the employees

was researched, while on the other their perception of their employers’ attitude towards the

possibility of their prolonged economic activity was analysed.

In the case of both statements, respondents were asked to indicate one of five possible an-

swers: “I agree”, “I somewhat agree”, “I somewhat disagree”, “I disagree” and “I do not wish

to answer”.

Figure 3. Responses to the statement “I perceive my possibilities to continue working

as long as possible very good”108

The summary of the responses received in relation to the first of the examined statements —

“I perceive my possibilities to continue working as long as possible very good” — are pre-

sented in Figure 1, as well as in Tables 6, 7 and 8.

108 Source: own elaboration.
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76% of respondents perceived their ability to continue working as long as possible positively.

There were 79 (18%) individuals who provided different, negative feedback.

Agree
Somewhat

agree
Somewhat
disagree

Disagree
I do not
wish to
answer

Line total

Female
N 109 79 32 21 10 251

% 43% 31% 13% 8% 5% 100%

Male
N 86 58 14 12 16 186

% 46% 31% 8% 6% 9% 100%

Total
N 195 137 46 33 26 437

% 45% 31% 11% 8% 9% 100%

Table 16. Responses to the statement “I perceive my possibilities to continue working

as long as possible very good”, by gender of respondents109

The conducted analysis shows that men and women equally agree with the positive assess-

ment of the possibilities to continue working as long as possible. This opinion is expressed by

74% of the women (aggregated replies “I agree” and “somewhat agree”) and 77% of men. A

significantly lower proportion of respondents did not agree with this opinion, however there

is little difference according to gender in this respect. Women are slightly more likely than

men to express a negative opinion (women 21%: aggregated answers “I somewhat disagree”

and “I disagree”; men 14%). The results of the chi-square test (df4) = 7.3, p> 0.12, however,

point to the lack of statistically significant differences in this respect. It can be assumed, there-

fore, that the answers to this question do not depend on gender.

The age of respondents accounted for another variable adopted as a criterion of response

analysis. Table 7 shows the results.

The analysis of the results contained in Table 7 shows that regardless of the age of the re-

spondents, they choose the answers confirming that they perceive possibilities to continue

working as long as possible as very good more often than the answers contradicting such

statement. Interestingly, two age groups definitely confirming such a statement ( “I agree”) are

the oldest respondents. In the 45–54 age group the answer “I agree” was indicated by 49% of

respondents, while in the 55–70 age group by 47%. The aggregated results, however — the

total of responses “I agree” and “I somewhat agree” — give a slightly different picture. It

appears that the perception of possibilities to continue working is most positive among indi-

viduals aged 25–44 (80%). The aggregated responses of the oldest respondents were less fre-

109 Source: own elaboration.
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quent and amounted to 72%. Compared to respondents from other age groups, representa-

tives of the oldest age group pointed to the answer “I disagree” most frequently (11%).

Age Agree
Somewhat
agree

Somewhat
disagree

Disagree
I do not wish
to answer

Line total

18-34
N 39 35 9 3 12 98

% 40% 36% 9% 3% 12% 100%

35-44
N 60 51 14 10 4 139

% 43% 37% 10% 7% 3% 100%

45-54
N 47 25 10 8 5 95

% 49% 27% 11% 8% 5% 100%

55-70
N 49 26 13 12 5 105

% 47% 25% 12% 11% 5% 100%

Table 17. Responses to the statement “I perceive my possibilities to continue working

as long as possible very good”, by age of respondents110

The results of Kruskal-Wallis test for multiple comparisons of independent groups, H (3,

N=437) = 1.413295 p> 0.7, however, do not allow for recognising these differences as statis-

tically significant. Therefore, it can be assumed that replies to the claim “I perceive my possi-

bilities to continue working as long as possible very good” are similar independent of age.

The last variable constituting a criterion of analysis of the replies to the statement “I perceive

my possibilities to continue working as long as possible very good” was the country of origin

of the enterprise participating in the project. Table 8 presents the results.

The conducted analysis showed that 85% of the Finnish workers react positively to this claim

(aggregated answers “I agree” and “somewhat agree”) – there are also only 10% negative

responses (aggregated responses “I somewhat disagree” and “I disagree”). The results ob-

tained from employees of the Lithuanian companies were slightly different, however the re-

spondents still reacted definitely positively (75% of aggregate answers “I agree” and “I some-

what agree”). A little more – 16% – of the employees of Lithuanian enterprises participating

in the study indicated negative responses. Quite interesting in this respect are the results of the

responses received from the Swedish enterprise. A majority – 59% – of respondents respond

positively (aggregated results “I agree” and “I somewhat agree”), but this is lower than the

percentage of responses coming from respondents from the enterprises from Lithuania and

110 Source: own elaboration.
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Finland. At the same time, in the case of the replies received from Sweden, the highest level of

negative responses (41%) was observed.

Agree
Somewhat

agree
Somewhat
disagree

Disagree
I do not
wish to
answer

Line
total

Finland
N 60 34 6 6 5 111

% 54% 31% 5% 5% 5% 100%

Lithuania
N 119 84 27 15 21 266

% 45% 32% 10% 6% 7% 100%

Sweden
N 16 19 13 12 0 60

% 27% 32% 21% 20% 0% 100%

Table 18. Replies to the statement “I perceive my possibilities to continue working as

long as possible very good”, by country of origin of the enterprise participating in the

project111

The above differences were confirmed as statistically significant by the results of the Kruskal-

Wallis test for comparisons of multiple independent groups — H (2, N=437)=14,50126, p

<0.001. The values of “Z” for multiple comparisons allow us for concluding that the respons-

es from Sweden differ from the results from Finland and Lithuania.

In the analysis of options for continuing work beyond the employee's formal retirement age

also the replies to the statement: “My employer’s attitude towards me to continue working

after retirement is positive” were used. The results are shown in Figure 2, as well as in Tables

9, 10 and 11.

It is definitely worth emphasising that most respondents (159, constituting 36%) chose the

option “I do not wish to answer”. A positive answer to this question was chosen by less than

half of the respondents (201, constituting 46%) (aggregated responses “I agree” and “I some-

what agree”). The negative response was chosen by 77 of the respondents (18%: aggregated

responses “I somewhat disagree” and “I disagree”).

When comparing the answers to this statement to the replies to statement relating to the per-

ception of one’s abilities to continue work as long as possible, a drastic reduction in the num-

ber of positive answers should be noted. The share of answers “I agree” to the first statement

amounted to 415, while the in the case of the second statement there were only 21% of such

answers. The aggregated replies (“I agree” and “I somewhat agree”) to the first statement

111 Source: own elaboration.
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amounted to 76%, while with respect to the second statement there were 46% of them. The

share of “I do not want to answer” replies also varied greatly – in the case of the first state-

ment it amounted to 6%, while in the case of the second statement their share reached 36%.

Such a large difference in the positive responses and the lack of difference in the case of the

negative responses, as well as a very high level of “I do not wish to answer” responses (36%)

might indicate a high level of employees’ unwillingness to present their views openly while

completing the questionnaire.

Figure 2. The replies to the statement “My employer’s attitude towards me to continue

working after retirement is positive”112

This differentiation is statistically significant, as confirmed by the Wilcox on order of pairs test

at T = 5632.5; Z = 11.26 and p < 00001. Thus, it can be concluded that the overall opinion of

the surveyed workers on their employers’ attitudes towards their ability to continue working

beyond retirement age is worse than these workers’ assessment of their own ability to perform

work upon reaching such age.

The responses to “My employer’s attitude towards me to continue working after retirement is

positive” statement were also analysed according to gender and age, as well as the country of

origin of the enterprises participating in the project. Table 9 presents the obtained results,

broken down by gender of respondents.

112 Source: own elaboration.
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Agree
Somewhat

agree
Somewhat
disagree

Disagree
I do not
wish to
answer

Line
total

Female
N 61 70 23 14 83 251

% 24% 28% 9% 6% 33% 100%

Male
N 30 40 23 17 76 186

% 16% 21% 12% 9% 42% 100%

Total
N 91 110 46 31 159 437

% 21% 25% 11% 7% 36% 100%

Table 19. Responses to “My employer’s attitude towards me to continue working after

retirement is positive” statement, by gender of respondents113

Both men and women selected the answer “I do not wish to answer” most often. However,

men did it more frequently (42%) than women (33%). The analysis of the remaining answers

shows further differences. More than half of women (52%) agree that their employer has a

positive attitude towards their continuing work upon reaching the retirement age (aggregated

results “I agree” and “I somewhat agree”). However, among men such a positive assessment

of their employer’s attitude is less common and is represented by 36% of men (aggregated

results “I agree” and “I somewhat agree”). Men indicated negative responses to this statement

more frequently (21%) than women (15%).

These differences are statistically significant, which was confirmed by the Chi-square test. Chi-

square (df4)=9.89; p<0.05. The result shows that the tested women evaluate their employer’s

attitude towards employee’s continuing work beyond the formal retirement age more positive-

ly than men.

The age of respondents was selected as another variable of the results analysis (see Table 10).

The analysis of the obtained results demonstrates the existence of differences in the way of

respondents’ answering due to their age in the context of statement related to the attitude of

the employer to employee’s continuing work upon reaching the formal retirement age. The

younger the respondents were, the more often they chose the answer “I do not wish to an-

swer”. In the case of the youngest respondents (18-34 years old), as much as 59% of this

group selected such a response. In the group of respondents aged 55-70 years, such replies

were given by 22% of participants. At the same time, the youngest selected the answer “I

agree” least often (11%). The older the respondents are, the more often a positive answer is

selected. Such answer was chosen most frequently by the respondents aged 55-70 (33%). The

113 Source: own elaboration.
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situation is similar in the case of aggregated answers “I agree” and “I somewhat agree”. Such

answers were indicated by 33% of the youngest respondents aged 18-34 and 56% of the old-

est, aged 55-70.

Age Agree
Somewhat

agree
Somewhat
disagree

Disagree
I do not
wish to
answer

Suma z
wiersza

18-34
N 11 21 5 3 58 98

% 11% 22% 5% 3% 59% 100%

35-44
N 21 42 17 10 49 139

% 15% 30% 12% 8% 35% 100%

45-54
N 24 23 11 8 29 95

% 25% 24% 12% 8% 31% 100%

55-70
N 35 24 13 10 23 105

% 33% 23% 12% 10% 22% 100%

Table 20. Responses to the statement “My employer’s attitude towards me to continue

working after retirement is positive”, by the age of the respondents114

The negative responses, “I disagree” and “I somewhat disagree”, were by far the least likely to

be selected by the study participants. It should be noted, however, that the distribution of

these answers depending on the age of the respondents has a similar direction as in the case of

positive responses. The older respondents indicated the answer “I disagree” more often than

the younger ones. This happened in the case of 10% of the oldest respondents from the 55-77

age group and only 3% of the youngest respondents from the 18-34 age group.

The above differences were confirmed as statistically significant by the results of the Kruskal-

Wallis test for comparisons of multiple independent groups — H (3, N=437)=28,24467, p

<0.00001. The relationships were also confirmed the Spearman's R correlation: R=0.25;

p=0.000001.

The last variable that was a criterion for analysis of the responses to the statement “My em-

ployer’s attitude towards me to continue working after retirement is positive” was the country

of origin of the enterprise in which the survey was carried out (see Table 11).

The analysis of the results shows some differences in composition of answers provided by the

employees from Sweden, as compared to workers from Finland and Lithuania. In the case of

responses of Swedish employees, there was not a single indication of “I do not wish to an-

114 Source: own elaboration.
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swer”, which, on the other hand, was selected by 45% of the employees from Finland and

41% of employees from Lithuania.

Agree
Somewhat

agree
Somewhat
disagree

Disagree
I do not
wish to
answer

Line
total

Finland
N 15 25 12 9 50 111

% 14% 23% 10% 8% 45% 100%

Lithuania
N 43 65 28 21 109 266

% 16% 24% 11% 8% 41% 100%

Sweden
N 33 20 6 1 0 60

% 55% 33% 10% 2% 0% 100%

Table 21. Responses to the statement “My employer’s attitude towards me to continue

working after retirement is positive”, by country of the participating enterprise115

In the case of the answers confirming the positive attitude of the employer towards the possi-

bility of employee’s continuing work beyond their retirement age, 55% of respondents from

Sweden selected the unambiguous response “I agree”. The same response was indicated by

14% of respondents from Finland and 16% of participants from Lithuania. Even greater

differences are shown while comparing the aggregate shares of answers “I agree” and “I

somewhat agree”.

The statistical significance of the demonstrated differences was confirmed by the results of the

Kruskal-Wallis test for comparison of many independent groups: H (2, N= 437) =66.38; p

=0.00001. The values of “Z” for multiple comparisons allow us for concluding that the re-

sponses from Sweden differ from the results from Finland and Lithuania. It can therefore be

assumed that respondents from Sweden evaluate the attitude of their own employers to their

continuation of work beyond the formal retirement age more positively than respondents

from Finland and Lithuania.

Summary

Extending the period of activity among older people is extremely difficult. It is a long and

complex process that depends on many factors. Among the key ones the attitude of the work-

ers themselves can be mentioned (can they/do they want to/do they have to continue em-

ployment upon reaching formal retirement age?), as well as the attitude of the employers. As

115 Source: own elaboration.
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noted above, the employers more and more frequently recognise the strengths of older work-

ers and appreciate the potential of their knowledge and experience. Still, when facing the ne-

cessity to make a decision regarding recruitment or lay-offs, the older age will be treated as a

stigma, reducing the chances of such an employee.

The study carried out among the SME sector workers from Sweden, Lithuania and Finland

within the framework of the Best Agers Lighthouses project provided interesting results that

describe the attitudes and opinions of employees related to their employers’ attitudes towards

continuing work upon reaching the formal retirement age.

In general, respondents are positive about their own ability to continue working as long as

possible (regardless of gender and age). Nevertheless, there are differences in their perception

of their own ability to continue working as long as possible due to the country of origin of the

respondents. Workers from Finland and Lithuania agree with the statement “I perceive my

possibilities to continue working as long as possible very good” more often than workers

from Sweden.

The respondents assess their own ability to continue working as long as possible more posi-

tively than the attitude of their employers towards opportunities to continue work beyond

retirement age (with the exception of respondents from Sweden). There are differences in the

assessment of the employer attitudes towards the opportunity to continue working beyond

retirement age. These differences depend on the gender, age and country of study:

 women evaluate their employers’ approach to their continuing work beyond the

formal retirement age more positively than men;

 the older people believe that their employer’s attitude towards their continuing work

beyond the formal retirement age is positive more often than the younger;

 respondents from Sweden evaluate the attitude of their employers to continuing

work beyond retirement age more positively than respondents from Finland and

Lithuania.
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The Pomeranian Design Factory as an Example of 50+

Entrepreneurship Promotion

Beata Krawczyk-Bryłka 

The demographic changes that are taking place in Europe apply also to the Polish Pomorskie

province, which despite the relatively favourable current demographic situation will also be

affected by the rapid pace of population ageing in the near future (Richert-

Kaźmierska/Wojciechowska 2012: p. 29). These changes necessitate taking actions that serve 

the economic and social activation of people approaching retirement age. One of the policy

directions related to the 50+ age range is initiating projects aimed at supporting the establish-

ment of businesses by individuals from this group. Another important aspect is the develop-

ment of intergenerational ties, or relations between representatives of different generations

within the same structure, which due to being based on understanding, partnership and trust,

as well as being strengthened by common interests and experiences, create conditions for the

development of competencies of entrepreneurial individuals aged 50+ (Węgierski/Trzciński 

2012: p. 65, 77). An example of such a project is Pomorska Fabryka Designu (“Pomeranian

Design Factory”), presented in this paper on the background of the description of the entre-

preneurship of individuals aged 50+.

Entrepreneurship of individuals aged 50+

The opinions on the effectiveness of people aged 50+ as entrepreneurs are divided. The stud-

ies of British entrepreneurs have shown a higher rate of survival of enterprises run by mature

entrepreneurs (Wood et al. 2012: p. 37), while studies conducted in Finland have proven quite

the opposite results. Much of the data shows that older entrepreneurs typically generate lower

profits, sales and revenues, while creating fewer jobs – therefore, they have less impact on the

economic development (OECD/European Commission 2012). However, the researchers

agree on the scope of the characteristics of people aged 50+ that predispose this group to-

wards being successful entrepreneurs, as well as on the barriers that constitute a limitation for

establishing and running own businesses by seniors.

The characteristics of people aged 50+ seen as advantages in doing business include (Kauto-

nen et al. 2008: p. 87; Nga/Shamuganathan 2010: p. 276):

 developed social networks,
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 extensive professional and economic experience,

 developed managerial and social skills (cooperation, conflict resolution),

 stronger financial position,

 substantive knowledge,

 discipline and consistent planning of the undertaken activities.

Another advantage may also be motivation to start one’s own enterprise, a characteristic for

mature entrepreneurs — usually a positive, “pull” drive, resulting from the perception of the

potential of their businesses.116 Of course, the possibility to use these advantages in the entre-

preneurial process depends on the professional background of the individuals aged 50+, their

willingness to improve their knowledge and skills, as well as activities in overcoming barriers

limiting the professional independence of this group. The most frequently mentioned barriers

include (Wood et al. 2012: p. 41; Kautonen et al. 2008: p. 88; OECD/European Commission

2012):

 cultural barriers – relate to the countries in which older people are not promoted and

are considered to be anti-entrepreneurial; result in difficulties in arousing social inter-

est in products of the elderly or in difficulties in obtaining bank loans;

 discrimination due to age, resulting from the stereotypical perception of older people

as less resourceful, less intellectually capable, as well as resistant to training and ac-

quisition of new knowledge,

 difficulties in building social business contacts, especially in case of individuals who

are starting a new business in an area different from their current professional work

or who have not been economically active for a long time,

 the seniors’ gaps in current business knowledge and a lower level of education,

 difficulties in obtaining financial grants in case of individuals who have not accumu-

lated sufficient capital,

116 The Policy Brief on Senior Entrepreneurship. Entrepreneurial Activities in Europe report states,
however (after GEM), that Poles are unfortunately an exception and most mature entrepreneurs are led
by “push” motivation – based on needs and not on possibilities (OECD/European Commission 2012).
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 poorer health, lower physical fitness,

 lack of awareness of the possibilities of setting up and running one’s own business

among individuals aged 50+,

 orientation towards the current regular, low income, as opposed to investing in the

development of an enterprise, resulting from the fear of the inability to take ad-

vantage of the long-term effects of business activity.

Another serious barrier is the poor knowledge of modern technologies, including the use of

computers and the Internet. In Poland, individuals aged 50+ are at risk of digital exclusion,

which is particularly important in the era of e-business and the need to use information tech-

nology to build relationships with customers.117

In studies conducted within the framework of the “Dojrzała Przedsiębiorczość – innowacyjny 

model preinkubacji osób 50+” (“Mature Enterprise — an innovative model of pre-incubation

of individuals aged 50+”) numerous internal barriers making the decision to start one’s own

business difficult for Polish seniors were also identified (Kubicki 2012: p.6). The most fre-

quently cited aspects were: lack of faith in one’s own abilities and lack of knowledge of con-

ducting business activity. When asked which competencies those approaching retirement age

lack most to feel confident in business, most of the respondents cited marketing skills and

reaching out to the customer, as well as soft skills, knowledge related to setting up an enter-

prise and IT skills. Another result of this study, related to the expectations of individuals aged

50+ regarding projects in support of their entrepreneurial activities, drew attention to the fact

that the most awaited form of help is guidance on setting up an enterprise, evaluating business

ideas, business plan consultation, diagnosis of one’s abilities, psychological support and assis-

tance in raising funds for starting an enterprise (Kubicki 2012: p. 6-7). One of the projects in

support of the “silver entrepreneurship” implemented in the Pomorskie province is Pomorska

Fabryka Designu (“Pomeranian Design Factory”), described in the next section.

Characteristics of the Pomorska Fabryka Designu project118

The Pomorska Fabryka Designu project has been prepared and is being implemented by the

Gdańska Fundacja Przedsiębiorczości foundation and the District Labour Office in Gdańsk, 

117 http://www.dojrzalaprzedsiebiorczosc.pl/g2/oryginal/2012_10/bd919c72a599737250143e0ecb4a3554.pdf

118 Materials provided by Gdańska Fundacja Przedsiębiorczości (“Gdańsk Entrepreneurs’ Foundation”) 
and texts from the www.pomorskafabrykadesignu.pl site were used to prepare this text.
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as well as co-financed by the European Union within the framework of the European Social

Fund. The project started on 18 February 2013 and will end on 28 February 2014.

The basis of the idea for the project were the activities taking place under the Swiss Senior

Design Factory119, the goal of which was creating an intergenerational community that would

integrate creative individuals of all ages to enable the seniors’ return to society by combining

their competences, active involvement and interaction, while providing the young with the

possibility to benefit from the experience, knowledge and creative passion of the older partici-

pants. The Polish version of the project involves also the intergenerational exchange of

knowledge, and also takes into account the use of web space – on the other hand, the main

goal of Pomorska Fabryka Designu is to develop a model of economic activation of people

aged 50+ by helping them to set up their own business based on their creative abilities. The

young people were engaged in the project as trainers of entrepreneurial competences and

designers, whose task was the development of the knowledge of the beneficiaries related to

the design and creation of lines of products tailored to the needs of the modern market.

Younger than the participants are also the persons responsible for the preparation of the

Internet platform which served the beneficiaries as the basis for the creation of an online

store, allowing for the sale of their products in Poland and abroad. The Pomorska Fabryka

Designu project is dedicated to individuals aged 50+, who are unemployed, having manual

skills related to handicraft, as well as wanting to start their own business.

The Pomorska Fabryka Designu project involves providing the participants with tools to

overcome barriers to setting up one’s own enterprise, as well as supporting them in the first

months of conducting business operations. In addition to the three-level recruitment of the

beneficiaries, the project consists of two main stages: pre-incubation, carried out for four

months from May 2013, and incubation, covering the period from September 2013 to Febru-

ary 2014, i.e. the first six months of conducting own business operations by the beneficiaries.

The flow of the project is shown in Figure 1.

The recruitment for the project was based on a formal assessment of applications (stage I),

assessment of manual skills of candidates (stage II), as well as evaluation of personality predis-

positions related to participation in the project during assessment centres (stage III). The level

of creative works made by the candidates was evaluated by designers employed in the project,

whereas the evaluation of soft skills was conducted by assessors trained at the preparation

stage of the project. The evaluation covered the predispositions important not only for run-

ning one’s own enterprise in the creative industry, but also those essential for interaction of

119 http://desktopmag.com.au/blogs/the-senior-design-factory
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the beneficiaries within the framework of the project and work with advisors: creativity, focus

on business and customers, ability to cooperate, commitment and ability to organise one’s

own work. Candidates could receive a maximum of 200 points – 100 in stage II and 100 in

stage III of the recruitment. The results of the psychological evaluation were presented to

each of the project participants. Of the 60 candidates, 15 final participants were selected,

including twelve women and three men whose score was more than 155 points.

Figure 1. Flow of the Pomorska Fabryka Designu project120

According to the rules121, at the stage of pre-incubation all participants took part in 104 hours

of business trainings related to such areas as: ABC of entrepreneurship, modern marketing

120 Source: own work.
121 www.pomorskafabrykadesignu.pl
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and image creation, e-commerce, visual communication and its applications, the psychology of

sales and sales techniques, business plan, law for creative entrepreneurs, 128 hours of training

in design and creativity (topics: design materials, techniques and tools, design theory), as well

as individual consultations related to:

 design consultancy (24 hours);

 business consulting (6 hours);

 marketing consultancy (6 hours);

 legal advice (2 hours).

The series of trainings was finalised with an analysis of a business case.

At the stage of incubation, which started with establishment of an enterprise by each of the

project participants, the beneficiaries received multi-level support, which included:

 individual consultancy,

 selling in an online store made for beneficiaries, as well as creating a common brand

by the organisers;

 promotion of products and brands by providing booths in Tri-City shopping malls

and other events;

 non-repayable grant to start a business (up to 16,000 PLN);

 “bridging” support (dedicated for mandatory charges) for six months of conducting

business operations.

Participants of the project

Finally, the project involved 14 participants, because one of the men resigned from participa-

tion during the pre-incubation phase. The handicrafts represented by the beneficiaries were:

knitting, sewing, embroidery, ceramics, sculpture, artistic metalwork, as well as creating jewel-

lery, lamps, carton furniture and dens for dogs. During the first meeting organised within the

framework of the project most participants were surprised because of the fact that their prod-

ucts were selected as meeting the assessment criteria of the designers, but at the same time
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they approached the participation in the project with great enthusiasm and optimism.122 When

asked about their expectations related to Pomorska Fabryka Designu, the beneficiaries em-

phasised that it is an opportunity for personal development, broadening their horizons by

acquiring previously unknown areas of knowledge, pursuing dreams, as well as building new

and interesting social relations. It is interesting that among the expectations regarding the

extension of competencies, the participants included creativity, design principles, self-

confidence and teamwork, while only one person drew attention to marketing and business

skills. However, when asked about the objectives that the participants set themselves within

the framework of the project in accordance with the “SMART” rule, the following answers

were given:

 “set up a jewellery shop, in which I will sell things that I like, and be able to make a

living from it”,

 “find in this half year a product that will give me the income of about 15,000 zł”, 

 “arrange a workshop, learn how to lead a business, match the taste of the buyers”,

 “learn how to research the market, how to price products and how to sell my work”,

 “set up a company which will allow me to make money from an interesting prod-

uct”.

The examples above constitute a good reflection of the beneficiaries’ statements and indicate

that already at the beginning of the project they were inclined to do business and make money

through their own creativity. The motivation for the majority of project participants was im-

proving their financial situation.

Due to the intergenerational nature of the project, participants were also asked about their

attitude towards working with younger coaches and designers. The beneficiaries perceived

their young age as a value, associating it with activity, courage, energy, freshness of ideas and

points of view, as well as enthusiasm. In the opinion of the project participants, collaboration

with members of another generation is also an opportunity to learn the skills that young peo-

ple use every day, and that are not routine for people aged 50+ (e.g. computer skills) – it is a

chance to get to know the needs of younger customers, understand their point of view and

become infected with their optimism. Indeed, in individual interviews with some of the bene-

122 The description of the beneficiaries was prepared on the basis of interviews and questionnaires
carried out by the author of the article during the first integration training within the pre-incubation step.
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ficiaries, some doubts appeared whether such young people will be competent enough to

teach about the functioning of the market but they vanished after the pre-incubation period,

during which designers and trainers proved to be experts in their fields. From the perspective

of several months of collaboration, the beneficiaries also emphasised that the contact with

young people taught them more openness in relations with other generations and allowed for

looking at their own ideas from the perspective of the contemporary customer.

At the beginning of the project the beneficiaries aged 50+ considered their maturity, diverse

experiences, ability to make independent decisions, as well as availability and ability to focus

on what they want and on what they must do to be their personal strengths predisposing them

to success in business. At the time of entering the incubation process they also gained more

self-confidence, awareness and sensitivity to handicraft markets, as well as a group of support-

ing friends – this kind of benefits was underlined by persons presenting the effects of the

participation in Pomorska Fabryka Designu after the pre-incubation step.

The results of the project

All persons involved in the project set up their own business at the scheduled time. In the

process of creating a common brand of their online store it was taken into account that the

most important resource of the project participants are their creative capabilities, implemented

with the help of their hands – therefore, the name “100 palców” (100 fingers) was selected.

Figure 2. The “100 palców” (100 fingers) brand logo123

123 Source: www.stopalcow.com (accessed 18.12.2013)
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The online store operates at: www.100palców.com and presents the offers of all the Pomorska

Fabryka Designu project participants. Information about the artists can also be found there –

the visitors can learn about their workshops and creative motto, too. The website is prepared

in Polish and in English.

By browsing products of individual project participant enterprises one can see the effects of

artistic evolution of each of them, being a result of collaboration of artists and designers.

There was a change in design of the offered products and the materials they are made of – the

groups of target customers were also clearly defined. In December 2013 the beneficiaries of

the project presented and sold their products in the largest shopping centre of Gdansk, learn-

ing direct contact with customers, promoting their products at point of sale and gathering

customer feedback on their artistic offerings.

Summary

If we accept according to the Policy Brief on Senior Entrepreneurship, Entrepreneurial Activi-

ties In Europe report that most important for promoting self-employment among the elderly

are the such tasks as:

 promoting the positive aspects of running one’s own business among the elderly,

 supporting beginning mature entrepreneurs by developing business networks, as well

as improving entrepreneurial competencies,

 providing funds for start-up to those who need them,

then it can be concluded that the Pomorska Fabryka Designu project has allowed for achiev-

ing those tasks. It is assumed that the model of activation of seniors generated based on the

experiences of the Pomorska Fabryka Designu project will serve increasing entrepreneurial

activity of the “silver generation” not only in the group of beneficiaries but also among their

peers. An important result of the Pomorska Fabryka Designu project was creating an inter-

generational bond between the beneficiaries of the project and the designers and trainers

representing the young generation. This bond was being created at several levels (Węgier-

ski/Trzciński 2012: p. 68, 77): emotional (work in conditions of mutual respect, kindness and 

security), cultural (common interests and similar, creative lifestyles) and social (informal rela-

tions in the team), but mainly at the level of information (sharing information about the tasks

and their results) and education (knowledge transfer), which should provide seniors with sus-

tainable development of their entrepreneurial competences and prepare them to act as busi-
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ness owners. The Pomorska Fabryka Designu project can also be positively assessed as a

realisation of the needs of the 50+ group related to the promotion of their entrepreneurial

plans: the participants were provided with tips for establishing and running one’s own enter-

prise, evaluations of their business plans, trainings in marketing, opportunities to promote

their products, diagnoses of and chances to develop their soft skills, opportunities to make use

of Internet technologies, as well as access to financial support.

However, it is worth noting that the above-mentioned report also highlights the importance

of the 50+ group for the promotion of entrepreneurship in society by taking up the role of

business angels or mentors for the younger generation of entrepreneurs. This is a great way to

avail of the competence capital of mature individuals, which can be used not only for the sake

of their own business activities. It seems important, therefore, that the activation model de-

veloped by the Gdańsk Entrepreneurs’ Foundation and the Regional Labour Office in 

Gdańsk should be supplemented with these areas of 50+ generation involvement.  
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Innovative Small and Medium Enterprises by Gender and

Age in the Baltic Sea Region124

Jürgen Hogeforster

1. Findings of the BSR-QUICK project

In summary, the project “Qualification, Innovation, Cooperation and Key Business for Small

and Medium Enterprises” led to the following results:

a) The number of people of working age will decrease by up to 18.5% in the Baltic Sea Region

(BSR) until 2030.

b) Due to demographic changes, there is already a significant shortage of specialists and man-

agers as well as entrepreneurs in small and medium enterprises (SMEs) in all BSR countries.

Moreover, this shortage is expected to grow significantly over the next few years and will limit

the possibilities for the development of SMEs.

c) The employment rate of women and elderly is significantly higher in the northern BSR

countries than in the countries south of the BSR. In this area there are significant backlog

demand and key growth reserves for the southern BSR countries.

d) Equal opportunities for women and men, and the elderly in the labour market must be

improved significantly, particularly for women in management positions and as entrepreneurs.

e) The use of the full potential of the domestic labour force must enjoy the highest priority.

f) The highest potential for innovation has been found in the BSR-QUICK innovation cluster

“Personnel and Organisational Development”. This potential can be optimally examined

through a higher labour participation of women and elders. In the countries north of the

Baltic Sea with high labour force participation of women and older people also innovation and

productivity in SMEs are significantly higher than in the countries south of the Baltic Sea.

124 The article contains results of the project „Innovative SMEs by Gender and Age“.
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g) Due to decreasing transportation and communication costs the mobility of production

factors increases. As a result, companies migrate to locations characterised by attractive educa-

tional opportunities and diverse labour markets. This results in an intensification of the com-

petition for qualified labour force and capital. Thereby, a region’s educational opportunities

are a crucial competitive advantage.

h) These issues are of vital importance for the future development in the BSR and, thus, for

the EU Baltic Sea Strategy.

These findings have been confirmed by a recent survey of SMEs in the entire BSR: process

innovations of cooperation within and across companies have to enjoy high priority.

In 2010 these results led to three central findings identified by the 50 chambers of commerce,

industry and crafts of the Hanse Parlament and 16 universities and polytechnics and the Baltic

Sea Academy.

1. In the light of the lack of skilled crafts and the aging society we cannot afford not to

take advantage of the outstanding capacities of women and older people! Women

and the elderly are the largest reservoir of workforce. Moreover, equality opens huge

opportunities for new prosperity.

2. In the light of an enormous need for innovation and increased productivity, we can-

not afford largely to exclude creativity and creative thinking of women as well as

practical knowledge of the elderly! New and different thinking increases capacity,

creates diversity and opens significant opportunities for the medium-sized economy.

3. With respect of the great success of the Scandinavian economy with significantly

more women and older persons in the market, we cannot afford not to learn from

each other! International exchange and trustful cooperation create added value at all

levels and promote small and medium enterprises.

Recognising the importance of these issues and findings, the Hanse Parlament and the Baltic

Sea Academy conducted the project “Innovative SMEs by Gender and Age” from October

2011 to March 2014, that was financially supported by the EU Baltic Sea Region Programme.

2. Specific problems and objectives

Equal opportunities of women and men in the labour market need to be achieved in every

respect. This is also in the interest of SMEs, which represent 99% of businesses in BSR and
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provide up to 70% of all jobs. Already today, their growth is severely limited by the constantly

increasing lack of skilled workforce. Through greater labour participation of women, particu-

larly in leading positions, innovations will be strengthened. All three goals of the IGA project,

strengthening innovation, promotion of SMEs and in particular, female entrepreneurship are

also explicitly mentioned objectives of the EU Strategy for the BSR.

The lack of qualified personnel is one of the main reasons for SMEs not being as innovative

as possible. At the same time the available human resources are not fully employed. In the

Baltic Sea Region, women’s and elders’ labour participation is very low, particularly in the

countries south of the Baltic Sea. Women’s employment rate ranges from 53% in Poland to

74% in Norway, the rate for older people from 32% in Poland to 70% in Sweden.

Furthermore, working and organisational forms that enhance innovation capacities, encourage

the employment of women and elders vice versa. The IGA project supports the development

of working and organisational structures in SMEs in order to increase the employment rate of

women and elderly and concurrently innovation capacity. Within the IGA project concrete

solutions for a strong BSR were developed: increasing the innovation potential through ad-

justed working and organisational structures and increased number of employed elderly and

women, decreasing regional disparities, improving innovation absorption capacities also in

rural areas through specific solutions for each spatial type (e.g. rural areas, areas with devel-

opment centres, agglomerations, etc.), responding demographic challenges, supporting inno-

vation of SMEs.

The project aims at boosting the innovation capacity of SMEs by increasing women’s and

elders’ labour participation and concurrently providing an innovation fostering environment.

The parallel and concerted activities are considered at four levels: individual, enterprise, organ-

isations and politics. Thus, the tangible sub-goals are:

 Developing and transferring working cultures and structures that support women’s

and elders’ labour participation and increases the innovation capacities of SMEs and,

thus adjusting the employment rate of women and elderly in different parts of the

BSR;

 Implementing identified Best Practice solutions, adapted to specific regional condi-

tions, in the individual BSR sub-regions and realisation of a north-south transfer;

 Developing further education and coaching programmes for SME-promoters as well

as a handbook for the promotion of innovation through improving the work envi-

ronment for women and elderly;
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 Elaborating a BSR-wide strategy for strengthening the innovation capacities of SMEs

through higher labour participation of women and elderly. This strategy programme

is proposed for the EU strategy for the BSR;

 Transfer of promotion measures to 50 BSR sub-regions.

3. Territorial approach and equal opportunities

The lead partner of the IGA project was the Hanse Parlament –an association of 50 chambers

from all BSR countries representing more than 475,000 SMEs. The Baltic Sea Academy was

founded by the Hanse Parlament, and at present the Baltic Sea Academy connects 16 universi-

ties and polytechnics from 9 Baltic Sea Region countries. Both associations promote SMEs

and have the main focus on qualified personnel in SMEs.

The project IGA consortium consisted of:

a) universities/researchers from Germany, Poland, Lithuania and Finland. They performed

analyses and developed training programmes, and ensured the ongoing implementation of

trainings;

b) chambers and associations and other education institutions from Germany, Poland, Latvia,

Belarus, Norway and Sweden permanently implemented Best Practice solutions and carried

out consultations.

The project partners from Scandinavian countries provided Best Practice solutions that were

implemented in the countries south of the Baltic Sea. All 50 chambers of the Hanse Parlament

and 16 universities of the Baltic Sea Academy operated as transfer partners taking part in

conferences, receiving all promotion activities and developing action plans for 50 regions of

the BSR.

The measures developed in the project mainly addressed three target groups: women, elderly

and SMEs, which were involved in workshops, conferences, discussions, etc. Another im-

portant target group were politicians and administrations of all levels of the BSR, which par-

ticipated directly in the development of strategies and action programmes.

The main objectives of the project were promoting equal opportunities for women and men,

and elders in the labour market as well as enhancing opportunities for women in leadership

functions, as entrepreneurs and company founders. Since the interpersonal differences in-

crease with the age, age and gender appropriate professional careers must be achieved so that
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the work ability can be supported by an adequate balance between job requirements and per-

sonal capacities. Furthermore, the opportunities for development and decisions must be in-

creased (equal treatment in diversity is discrimination). For better job opportunities for wom-

en and older people, specific support as well as specific internal work structures and cultures

were developed which are also beneficial for all employees in SMEs, innovation and key com-

petences are strengthened and a greater productivity enabled.

4. Durability and transferability

The durability of the project results is ensured through the following measures:

All training and consulting products are transferred to the project partners and also to 50

chambers and 16 universities of the BSR for their continuous use, integrating these into their

daily activities. The Hanse Parlament assumes the responsibility for the implementation of

supra regional project results, e.g. the website, innovation strategies as well as providing con-

sultations and further upgrades of results.

Moreover, the 16 universities as members of the Baltic Sea Academy, established as a legal

body, ensure the long lasting implementation of the measures developed in the project. The

Baltic Sea Academy will continue its activities with all members together also after the project

end.

The Best Practices of the countries north of the Baltic Sea were transferred BSR-wide (partic-

ularly from north to south) and were implemented by all project partners. All solutions were

adjusted to the specific conditions of the targeted countries and regions and the implementa-

tions were assisted by the Hanse Parlament and the Baltic Sea Academy.

Training programmes for SME promoters and Train the Trainers for the members of staff of

the universities were developed and tested by the partners’ universities in four countries. Thus,

all Best Practices plus the Train the Trainer programme are implemented in the countries of

the project partners and transferred by the Hanse Parlament and the Baltic Sea Academy to 50

chambers and 16 universities in 50 regions of the entire Baltic Sea Region. For this purpose

specific transfer and advisory events were carried out.

In addition, also in these 50 regions of the BSR, equal opportunities for women and men, and

elderly in the business and working life were permanently supported by chambers, universities

and training centres.
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All results were published and can be used by all institutions in and outside of the BSR, and

were promoted through intensive public relations events and presentations to third parties.

5. Aims, outputs and results

In order to develop new and innovative measures to increase women’s and elderly’s labour

participation, parallel and coordinated supporting strategies and measures need to be devel-

oped on four levels:

a) Individual: support of the labour participation rate extrinsic (e.g. income, participation) and

intrinsic (e.g. social contacts, motivation) and work ability (health, competences).

b) Enterprise: improvement of work ability through targeted women and age appropriate

work design, personnel development and qualification, work organisation, combination of

work and care, etc.

c) Organisations (chambers, associations, promoting institutions, universities): specific sup-

porting measures (labour market, education), promotion of combination of work and care

through offers of supervision of children, senior citizens, or the sick, etc.

d) Politics: specific supporting programmes (e.g. setting up business for women).

The largest potential for innovation in SMEs lies in the personnel and organisational devel-

opment. Supporting this area, a dual effect of sustained success is generated: strengthening the

power of innovation as well as increasing the opportunities for women and elders in SMEs.

As pointed out before, the specific work cultures and structures required by women and elders

are beneficial to the entire staff of the SMEs strengthening their innovation and key skills, and

at the same time enabling higher productivity.

Women’s higher labour participation, in particular a significantly higher proportion of women

in management positions and start-ups, require specific support measures. Accordingly, work

culture and structures were promoted that foster especially women’s and elders’ labour partic-

ipation while encouraging innovation in SMEs. This strengthens the innovative capacity of

SMEs in the BSR by increasing the proportion of

 women in general;

 older workers;
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 women in management positions;

 female entrepreneurs;

 women-headed start-ups.

5.1 Analyses, fundamentals and basic data

5.1.1 Analyses of economic development, labour and education market

During the project IGA there were carried out comprehensive economic analyses of the BSR

countries and regions and the clarification of the links between innovation, productivity and

labour participation of women and elders in general and in particular in SMEs. The economic

and gender-based data were analysed on the national level (for all ten countries in the BSR) as

well as on the regional level. At the same time, correlations between innovation, labour partic-

ipation of women and elders, and the productivity of SME were identified. The comprehen-

sive analyses were based on secondary data, existing studies and results from other projects as

well as on interviews/discussions. In addition, economic and political frameworks, which

support labour participation of women and elderly as well as innovation, were also included in

the studies. For example, the high labour participation of women in Scandinavian countries

can be traced back on three factors:

a) equal acceptance of female and male employment and concurrently supported parental

leave for fathers,

b) active support of work ability (this is even fixed by law in Finland),

c) high share of part-time workers.

Furthermore, this research was supported by the analysis of regional labour markets and edu-

cation programmes in the BSR countries, clarification of the impacts on the innovation capa-

bility of SMEs integrating the different levels of labour participation of women and elders.

The analyses provided reliable data, information about the correlation between innovation and

the level of employment of women and elders, arguments for the realisation of these kinds of

strategies in other BSR countries, and an essential basis for the development of strategies and

measures for the increase of innovation capacities through higher labour participation of

women and elders. Overall, the results provided a good basis to overcome prejudices about

the employment of women or elderly and to bring on changes in the awareness in SMEs.
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There was also determined a programme area for the future development of innovation and

economic performance in the regions of the ten countries in the BSR identifying the struc-

tures and diversity of the regional labour markets and the attractiveness of educational oppor-

tunities in these regions. In addition, further declining of transportation and communication

costs cause an increasing mobility of production factors. Hereafter, companies migrate to

locations with high potential professionals and workers – to locations with attractive educa-

tional opportunities and diverse a labour market. One consequence is the intensification of the

competition between geographic regions for skilled labour and capital investments. Hence,

education is a key competitive factor and thus education and innovation policies are decisive

factors for local, regional and spatial planning policy.

For this reason, in addition to the economic analysis, the education and labour markets were

analysed and evaluated in the regions of the BSR countries. These studies provide the neces-

sary base for the development of region-specific strategies for exploiting the respective en-

dogenous potential to promote the innovative capacity of SMEs and especially of higher la-

bour participation of women and older people.

The results of these studies are published in Volume 9 of the Baltic Sea Academy book series:

„Economic Perspectives, Qualification and Labour Market Integration of Women in the Bal-

tic Sea Region”.

5.1.2 Analysis of women’s activity in Poland and Germany

While conducting the project, it turned out that in individual countries south of the Baltic Sea,

further detailed work was necessary. Therefore, for Poland specific studies and surveys on

women’s activities in SMEs were conducted and alternative scenarios for the future develop-

ment were developed. These results were also published in the Baltic Sea Academy book

series: “Analysis of women’s activity in SMEs in Poland and potential scenarios of develop-

ment in the future”.

For Germany, a survey has been completed and a study on female entrepreneurs aimed espe-

cially at the characteristics of entrepreneurs, start-up motivation, barriers that they face, the

situation in international comparison and the economic and socio-political relevance of entre-

preneurship. The achieved results should provide reliable information and data on this specific

topic. For the public this report was published in the Baltic Sea Academy book series: “Wom-

en entrepreneurs in Germany“.
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5.2 Best Practice

A particularly important concern of the IGA project was the BSR-wide identification of Best

Practice solutions to support increasing the innovation capacities through higher labour par-

ticipation of women and elders in SMEs. On this basis, a BSR-wide transfer (particularly

North-South transfer) was realised and thus the implementation of Best Practice measures for

the promotion of innovation through equal opportunities for women and men, and elders in

SMEs.

Strengthening the chances of SMEs in the labour market and thereby securing the innovation

capacity, the working conditions in as many SMEs as possible should be organised so attrac-

tively that people want to work in those smaller companies. Since it cannot be expected that

SMEs can compete with larger enterprises concerning salaries, other forms of attractive work-

ing conditions must be developed such as pleasant working environment, autonomy in action,

age and gender friendly working conditions, flexible working hours, horizontal, diagonal and

vertical development opportunities (good further education possibilities, skill appropriate

employment of labour, etc.). Such attractiveness factors also promote the participation of

women and older people and increase the innovative capacity of SMEs. In all BSR countries,

particularly in Scandinavia, Best Practice solutions for strengthening the innovation capacities

through equal opportunities for woman and elderly in SMEs were analysed. Altogether eleven

Best Practice solutions were identified that were successfully transferred BSR-wide, primarily

to countries south of the Baltic Sea. To implement the measures in the targeted countries, the

solutions were adapted to the particular conditions of the transfer countries.

The north-south innovation transfer helps to adjust the labour force participation rate of

women and elders in the southern Baltic Sea states to that one of the northern countries. The

specific conditions in the countries and regions south of the Baltic Sea – Northern Germany,

Pomerania, Lithuania, Latvia and Belarus – were identified. The Best Practice measures were

implemented according to the countries’ specific conditions that are relating to all four rele-

vant levels: individual, enterprises, organisation and politics. However, a special focus was laid

on measures that can be realised by the project partners, e.g. measures on the level of the

individual, enterprises and organisation. For the transfer of these measures all relevant docu-

ments, materials, and implementation instructions were provided. Beside materials, personal

contact and consultation has proved to be essential for an effective realisation of Best Practice

transfer. Therefore, Hanse Parlament has supported the partners during the transfer and im-

plementation phases.

Also these analyses on the Best Practices and transfer including the country specific condi-

tions for each country are published in a manual in the series of the Baltic Sea Academy.
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5.3 Trainings

5.3.1 Training for consultants

To gain and qualify consultants and coaches, the following tasks were conducted in the IGA

project:

 Development of a concept and curricula for a training and coaching programme for

SME-promoters, consultants and trainers in order to promote innovation through

adjusting work structures and higher participation by women and elders in SMEs.

 Practical testing, scientific evaluation, transfer and implementation of a training pro-

gramme for innovation consultants for women, elders and SMEs.

In order to achieve widespread effects, consultants in chambers, education institutions, public

administrations, advisory centres as well as other SME-promoters were trained over longer

time and, when required, individually coached afterwards. Carrying out the trainings and

coaching the participants have built up and increased competences for counselling women

and elders on the one hand and SMEs on the other hand. The training concept and curricu-

lum as well as the coaching programme were developed and tested in three different countries.

To gain experiences under different regional and national conditions, three tests were carried

out in three different countries: Poland, Lithuania and Latvia. All three test runs were subject

to scientific evaluation. On the basis of the results the curriculum was revised and then trans-

ferred to all partners who will implement such trainings. In this way, trainings and consulting

can be implemented on a sustained basis. In turn, by training and coaching SMEs, women and

elders, the innovation basis of SMEs is broadened.

5.3.2 Train the Trainer

The Train the Trainer programme includes the following qualifications:

 Development of a concept and curriculum for a Train the Trainer programme for

the training and coaching programme of consultants.

 Practical testing, scientific evaluation, transfer and implementation of a Train the

Trainer programme for the training of consultants.
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The qualification of the consultants must be performed at polytechnics and universities in the

entire BSR. For this purpose, employees of polytechnics and universities received intensive

trainings. The concept and the curriculum for these Train the Trainer seminars were devel-

oped and tested in practice. Also these trainings were subject to scientific evaluation. On the

basis of these results the Train the Trainer programme was revised and the finalised materials

were transferred to all polytechnics and universities.

The qualification of consultants must be carried out on a permanent basis by polytechnics and

universities in the BSR. Therefore, polytechnics and universities were comprehensively in-

formed on the Train the Trainer trainings, and to facilitate the implementation, the implemen-

tation possibilities were jointly developed. In the long term, the trainers are to be qualified, so

that they can then train new trainers for the qualification of consultants. Subsequently, the

qualified trainers of all participating polytechnics/universities can continuously coach and

train consultants, which in turn support SMEs, women and elderly.

5.3.3 Seminar for SMEs

A specific seminar for owners and managers of SMEs was not initially planned. During the

project implementation, however, it turned out that there is a great need in the companies to

be coached to cope with demographic changes, for collaborative forms of leadership and for

personnel and organisational development. Therefore, a concept, a curriculum and presenta-

tion slides for trainers for a specific SME seminar were developed. Based on this, two imple-

mentations were realised in Belarus.

The training programme including the evaluation results and detailed recommendations for

future use were published in a manual.

5.4 National conferences and cooperation agreements

There was a major concern within the IGA project to build up structures and working cul-

tures in the five participating countries south of the Baltic Sea in order to create a stable basis

for cooperation and to ensure a continuing dialogue with governments and other stakehold-

ers. The respective cooperation partners will sustainably continue pursuing these important

promotion tasks and permanently implement the Best Practice measures and other promo-

tions tasks developed in the project. To this end, national conferences and regional workshops

were conducted, and in the respective countries cooperation agreements to promote sustaina-

ble innovation through higher participation of women and elders in SMEs between project

partners and other regional institutions were completed.
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Five national conferences were organised in Poland, Lithuania, Latvia, Belarus and Germany.

The conferences were attended by project partners, experts, politicians and administrations on

the local, regional, and national level, women and elderly as well as SMEs. In this way, politics,

administration and other stakeholders were directly involved in the project development,

particularly in the development of the strategy. The conferences also served to strengthen the

cooperation between the various actors on the regional and national level and to strengthen

the continuation of innovation support and opportunities for women and elderly in SMEs. In

addition, the conferences served as platforms to disseminate the project results as well as

personal exchange of information and experiences between the target groups in order to over-

come prejudices, to transfer solutions and to positively change attitudes.

As a result of the conferences five cooperation agreements were developed and concluded for

Northern Germany, Pomerania, Lithuania, Latvia and Belarus. Project partners as well as

public and private relevant promotion institutions were part of the agreements. Particularly,

there was agreed on:

 cooperation in the implementation of support measures;

 clarification of organisational issues and post-project financing of the support

measures, e.g. collection of fees, use of public funds, etc.;

 arrangements for cooperation and the exchange of information and experiences with

the other regions;

 establishment of a permanent support structure and securing the continuation of

support for the periods after the project end.

5.5 Action plans

In the project work 50 chambers and 16 universities from Baltic Sea Region countries were

involved as associated partners and their experiences brought into the project. After the suc-

cessful transfer of all results, support measures, etc., BSR-wide action plans were elaborated

and agreed upon with all chambers/SME-promoters and all polytechnics/universities. In

general, these action plans regulate the further implementation of support measures, the BSR-

wide cooperation during the realisation as well as the consultations, the exchange of infor-

mation and experiences by the Hanse Parlament and the Baltic Sea Academy after the project

end. The following was achieved as very important results of the project:
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 Conclusion of a Baltic Sea-wide action programme with 50 chambers/SME promot-

ers from all Baltic Sea Region countries to promote innovation and equal opportuni-

ties for women and older workers in SMEs.

 Conclusion of a Baltic-wide action programme with 16 polytechnics/universities

from 9 Baltic Sea Region countries to promote innovation and equal opportunities

for women and older employees in SMEs.

Both action programmes are open for the inclusion of other relevant institutions from all BSR

countries. In particular the action plans include:

 description of the support measures that have been transferred to the transfer part-

ners;

 implementation of support measures and further use by the transfer partners;

 ensuring high sustainability of the promotion and use by the end of the project;

 introduction and monitoring of the strategy programme in political decision-making

processes on various levels by transfer partners;

 Baltic-wide cooperation between the transfer partners regarding the promotion and

monitoring of policy strategies;

 guidance throughout the work and ensuring the ongoing exchanges of information

and experience through the Hanse Parlament and the Baltic Sea Academy after the

project end.

Both action plans were published in the book series of the Baltic Sea Academy, Volume 12:

“Age, Gender and Innovation – Strategy Programme and Action Plans for the Baltic Sea

Region“.

5.6 Strategy Programme

Politics and administrations were intensively involved in the project work during the regional,

national and international conferences. On this basis, a strategy programme was developed on

the development of innovations related to equal opportunities for women and elders in SMEs

in the BSR as a whole and for the individual regions.
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The political strategy programme based on the findings of the economic and the regional

labour market analyses refers to all results, insights and experiences and formulates further

goals, strategies and measures for a comprehensive and lasting support for innovation com-

bined with equal opportunities for women and older people in SMEs. In this working process,

politicians, administration, other stakeholders as well as women, elderly and SMEs were di-

rectly involved.

The BSR-wide political strategy programme strengthens the innovation capacity of SMEs by

 higher labour participation of women in general and particularly in management po-

sitions and as entrepreneurs;

 higher labour participation of older persons;

 increasing attractiveness of vocational education.

Support frameworks of spatial development in the BSR were developed in order to promote

innovation in SMEs by gender and education policy that aim at

 strengthening the competitiveness of the entire BSR;

 fostering human capital and reinforce existing strengths and advantages;

 developing the individual sub-regions optimally and supporting the competition be-

tween locations in the BSR about the best educational opportunities and qualified

staff;

 strengthening the attractiveness and competitiveness of the BSR as a whole towards

other regions for immigration of workers and enterprises.

The strategy programme was brought into political decision-making processes at local, region-

al, and national levels by all project partners as well as by the transfer partners (50 chambers

and 16 polytechnics/universities in the BSR). The political strategy programme was presented

in international conferences, workshops and published in order to be transferred to a broad

audience from politics and administration.

Two major international conferences were organised in Germany where the following target

groups attended: project partners, politicians and administrations on the regional, national and

international levels, women and older persons as well as SMEs. In doing this, politics, admin-

istration and other stakeholders were directly involved in the project work. This enabled to
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strengthen the cooperation between various stakeholders and to ensure the continuation of

innovation support and equal opportunities for women and older workers in SMEs after the

end of the project. In addition, the results were transferred and personal information and

experience among the target groups were exchanged to overcome prejudices, for procurement

of solutions and for a positive change of consciousness.

The strategy programme was published in the book series of the Baltic Sea Academy, Volume

12: “Age, Gender and Innovation – Strategy Programme and Action Plans for the Baltic Sea

Region“.

5.7 Manual and Transfer

To achieve a broader effect with sustainable exploitation of the project results, the following

further activities were carried out:

 development and dissemination of a manual to increase innovation capacities in-

creasing the labour participation of women and elders in SMEs;

 BSR-wide transfer of the project results, the developed measures and the Best Prac-

tice solutions, and developing support structures.

The results of the economic and labour market analyses, the BSR-wide study of Best Practice

support measures, the results and experiences of the Train the Trainer programme and the

training and coaching programme for consultants were evaluated systematically and summa-

rised in a manual. Beyond that, the manual contained a literature review, experiences of the

project partners, information and contact details of advisory offices and supporting institu-

tions, etc. The main target groups of this manual are women, elders, and owners or managers

of SMEs. In order to reach as many target persons as possible all partners and further sup-

porting institutions distributed the handbook to the target groups.

6. Information and communication

Although all objective facts indicate a higher labour participation of women and older people,

in the long run, however, a lot of prejudice and barriers in business in general and in SMEs in

particular must be overcome in order to increase the innovation and productiveness of SMEs

in cooperation with women and older workers. This requires an intensive provision of infor-

mation and communication with the relevant target groups that was achieved:
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For the target group “women, older persons and SMEs” by

a) strengthening direct communication to obtain information about their needs;

b) improving information exchange and communication between women, older persons and

SMEs and with consultants, SME promoters and universities;

c) providing comprehensive information about project results to achieve an intensive use of

the support measures also in other BSR regions.

For the target group “politicians, public administrations” by

a) developing direct communication and joint development to facilitate the implementation of

the results;

b) providing comprehensive information about the project results to receive further political

support.

For the target group “general public” by

providing information about the project results on a broad basis in the whole BSR.

To achieve each of these target groups, numerous ways of personal, written and electronic

exchanges have been used in the IGA project.

6.1 Direct communication

 10 working group meetings on specific topics involving all project partners, women,

elders and SMEs.

 5 national conferences with project partners, women, elders, SMEs, politicians and

administrations on the local, regional and national level.

 1 international conference with project partners, women, elders, SMEs, politicians

and governments at all levels.

 2 consulting and transfer meetings with 50 chambers and 16 universities from all

Baltic Sea countries.

 30 presentations of the project results at third party events.
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 Several workshops, regional events and meetings for women, elders and SMEs or-

ganised by partners to transfer project results, knowledge and technologies.

6.2 Written and electronic information

 Internet platform with all the supporting information and present project results

with public access. In addition, the project results were presented on two other plat-

forms of the Hanse Parlament as well as on platforms of the 66 project and transfer

partners.

 10 regular newsletters for project partners, women, older workers, SMEs, SME-

promoters and multipliers.

 1 handbook for women, elders, SMEs, consultants, SME-promoters.

 8 books with results of the project, workshops, national and international confer-

ences.

6.3 Mass media

 Production and broadcasting of 6 TV features.

 Publication of 6 press releases.

 Organisation of 5 press conferences or exclusive interviews with journalists.

 More than 20 articles and publications in professional journals or books.

Summary

The Hanse Parlament conducted the project “Qualification, Innovation, Cooperation and Key

business for small and medium Enterprises (QUICK)“ with 39 partners from 10 countries of

the Baltic Sea Region from 2009 to 2013, that was also titled as flagship project within the EU

Strategy for the Baltic Sea Region. The QUICK project concludes that

a) the number of persons of employable age will decrease by up to 20% until 2030;

b) the increasing lack of skilled workers will limit the growth of SMEs considerably;
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c) while equal opportunities for women and elderly in the workplace are comparably high in

Scandinavia, it must be improved considerably in countries south of the Baltic Sea;

d) the greatest potential for innovation in Small and Medium Enterprises are in the field of

human resources and organisational development. Supporting them improves equal opportu-

nities of the different groups of persons and strengthens the competitiveness of SMEs.

The project “Innovative Small and Medium Enterprises by Gender and Age“ (IGA) dealt with

the above mentioned challenges and elaborated solutions. The partnership included 13 part-

ners, which have specific experiences in promoting SMEs in the field of innovation and gen-

der equality. This project pursued the following objectives:

a) levelling of equal opportunities for women south of the Baltic Sea with the ones of north-

ern countries;

b) strengthening the promotion of innovation in Small and Medium Enterprises by develop-

ing working cultures, which explicitly improve the opportunities of women;

c) supporting the regional development in order to optimally develop the human capital and

competitiveness through gender and education policy.

The project focused on the following activities at four levels:

1. Individual: Boosting motivation and workability, thus increasing the rate of women partici-

pating in work life, through qualification of consultants and the development of a manual.

2. Enterprises: Supporting working conditions suitable for women’s needs and personnel

development through the transfer of Best Practice, qualification and coaching.

3. Organisations: Competences and commitment of 50 chambers and 16 universities to sup-

port innovation and equal opportunities.

4. Policy: Development of a strategy programme, five regional agreements and two action

plans to promote equal opportunities and innovation in Small and Medium Enterprises.

The main results of the project are: more qualified consultants for gender issues; more women

in leadership and elders employed in SMEs; better regional and BSR-wide policy for gender

issues; improved work cultures and structures in Small and Medium Enterprises; increased

innovation capacities in enterprises in the southern countries of the Baltic Sea Region; regional

specific solutions for increasing innovation capacities. All activities are tested and implement-
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ed in Germany, Poland, Lithuania, Latvia and Belarus and then transferred to 50 regions of

the Baltic Sea Region.
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Age, Gender and Innovation – Policies and Strategies to Im-

prove Employability and Work Ability of Women and Older

People in the Baltic Sea Region125

A “Report from the Future”126

Alexander Frevel

 Excerpt from the annual report127 of the President of the Hanseatic Parliament on the 25th

Hanseatic Conference on 7th May 2030.

“At the Conference of the Ministers for Demographics, Family, Gender and Generations

Policy, Health, Well-Being and Work Ability, Labour, Employability and Vocational Educa-

tion, Innovation, Regional Development and Integration of all countries in the Baltic Sea

Region (BSR) from 25th to 27th September 2029 in Riga the framework for the joint BSR

Strategy “Forming Demographic Change through Integrated Generation Policies – 2031-

2040” was passed.

The final document128 of the meeting highlighted the measurable success of the past 15 years.

The most important statements are summarised below:

 “The fertility rate has grown rapidly in the BSR. It amounts to 1.82 births per wom-

an (lowest Poland 1.64, Germany 1.71; highest Norway 2.0, Sweden 1.98, Finland &

Denmark 1.95), and still seems to be increasing. This is a huge step forward by up to

0.3 children compared to more than 15 years ago.

 The average life expectancy at birth has risen to about 89.1 years for women und

86.3 years for men.

125 The article contains results of the project „Innovative SMEs by Gender and Age“.
126 This text corresponds to the summary and introduction of my eponymous contribution which is
published separately.
127 Hogeforster/Keinke/Priedulena 2030: p. 5-11.
128 http://ec.europa.eu/bsr/doc/demography (accessed 25/01/2030)
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 The proportion of the labour force between 16 and 65 years is currently 59%.

Thanks to the rise in birth rates, an increase is forecast in the medium term of about

62% by 2050.

 The proportion of over-65s in the total population (old age dependency ratio –

OADR) currently stands at 41%. In the medium term to 2050, a slight decline to

about 37% is expected (this compared with data from 2008, where the OADR in the

EU-27 by 2050 had been forecast to reach 50%).

 The employment rate of the working age population (16-65 years) is about 84% of

men and 78% of women (compared to 2008: 77.8 and 63.4). In particular, the em-

ployment rate for under-25s, the over-55s – and especially for women – has in-

creased significantly. Among older people it is currently 72% (men) and 65 % (wom-

en). In both cases, the highest levels are still recorded in the Scandinavian countries.

Estonia, Latvia, Lithuania and Poland are currently above the EU average. Poland in

particular has made great progress in the employment of older people and women.

 The average effective retirement age is 64.3 years (as at end of 2028). In the Scandi-

navian countries, it is still above average (in Sweden, for example, it is 66.2 years). …

 It is encouraging that the number of healthy years after entry into standard retire-

ment has increased in the past decade to more than 12 years on average. People are

ageing more healthily. …

 The proportion of women in senior management positions is 46%. …

 Differences in pay between women and men for equal work are rare. …”

The document also describes what the initial situation was and the strategic measures taken at

different levels to implement these positive developments. Here is a brief summary.

“The initial situation in the second decade of this century gave cause for concern. The pen-

sions systems were only partially robust to the demographics and the expected financial con-

sequences were bordering on frightening. To cite just a few examples:

 The ongoing low birth rates, especially in Estonia, Latvia, Lithuania, Poland and

Germany, were indicative of a creeping refusal to bear children. Some of the key

causes were identified as follows:
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o unsatisfactory promotion of the employability of young people, older people

and women as a result of a non-proactive employment market policy;

o lack of security for women in old age, with no satisfactory compensation for

their years spent raising children. Inconsistent family policies were unable to

provide sufficient incentives for birth and childcare and caring for dependants;

o insufficient incentives for women to seek employment based on the lack of

jobs available with longer working hours and lower payment for equal work.

 The demographic downturn in persons of an employable age was also exacerbated

by a decrease in the employable population due to increasing numbers of people tak-

ing early retirement. The cause was a lack of differentiation in employment require-

ments resulting in a protracted increase in long-term illnesses, particularly mental ill-

ness (depression) and chronic psychosomatic illnesses (musculoskeletal, heart, gas-

trointestinal diseases).

 In comparison with the Scandinavian countries, the relatively low number of older –

and especially older female – people in employment in the other BSR countries could

also be attributed to a lack of promotion of work ability.

Decisive steps were then taken in the middle of the last decade.129 Policies proclaimed “keep

doing what we’re doing, but more and better if possible” were clearly not able to bring about

fundamental change. At the conference of heads of government of all BSR countries on

16/04/2015, a decision was made to utilise powers and skills better in order to develop and

implement suitable strategies and initiatives with a view to overcoming the challenges posed

by demographic change. It was unanimously agreed that all measures should focus on well-

being, especially at employment age. The main principle of political action should be to in-

crease the number and quality of options of all those involved.

By the end of 2015, the political areas of demographics, employment and business start-ups

among women and older people were combined in all the countries and often fell within the

remit of the employment ministries. These bodies were also given lead inter-ministerial, cross-

functional powers for all the relevant questions within the areas of generational policy, diversi-

129 Important impetus on this was provided by the Interreg project “Innovative Strategies by Gender and
Age” (lead partner: Hanseatic Parliament; run time 2012-2014) with its various publications, especially
the exemplary “National Memoranda of Understanding on Promoting Innovative SMEs through
Women’s Entrepreneurship, Increased Employment of Women and Older People” in Latvia, Lithuania,
Poland, Belarus and Northern Germany.
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ty and gender as well as participation and decision-making rights relating to vocational train-

ing, regional development and innovation policy.

In 2016, the data required for the purposes of comparison across all the countries was collated

based on a uniform system. The data was ordered into areas of activity, with all the relevant

players listed within a matrix structure.

At the joint meeting of all ministers in Gdansk on 14-15/02/2017, a framework for the draft-

ing of a new strategic direction was formulated and approved on 05/09/2017 in Tallinn in the

form of a political framework programme entitled “Qualitative policies and strategies to pro-

mote employment of women and older people”130.

The progress achieved to date can be attributed to the joint efforts to produce a coherent,

proactive policy which represents a balanced mix of encouragement and requirement. The

major areas of action (selected excerpts only) are listed below with brief explanations.

Top priority in terms of society and the economy is given to the importance of children and

older people. All measures are geared towards the life course approach and particularly to-

wards phases of family (childcare and caring for dependants) and professional development.

The following were agreed as the priority areas of action:

 Promoting the employability of young people, women, older people and people with

health impairments by means of training and education and support for integration

and through industrial job design.

 Promoting the work ability of all working people through the creation of a stable

equilibrium between requirements and individual capacities.

 Encouraging the birth rate by means of specific measures targeted at women in the

workplace, with specific improvements of return-to-work arrangements after the

childcare phase and extension of professional childcare options.

 Eradicating the gender pay gap and promotion of women in management positions.

 Promoting longer working lives by creating age-appropriate working models and

making the pensions system more flexible.

130 BSR Joint Secretariat Demographic Policy 2017.
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[It is only possible to present a selection of the comprehensive number of successful political

measures taken.]

Life course approach for all employees

A number of legal regulations set special conditions on access to employment and vocational

training, employment and occupation, including dismissal and remuneration conditions, for

young people, older workers, persons with caring responsibilities and disabled persons, in

order to promote their vocational integration and ensure their protection.

Employability

The most important element in promoting employability is the qualitative development of

vocational training, especially by extending dual vocational training (work and school) and

dual academic education (work and university) options.

In-company training, or life-long learning, is supported by the specific competence-building of

trainers, whose role also lies in fostering inter-generational learning between younger and

older employees.

The role of the management is optimised by extending and reinforcing management qualifica-

tions. The key elements of generation and diversity management are: health-appropriate work,

interaction between work, age and health, appreciative management across all life phases, age-

appropriate career patterns, and the encouragement of women.

Issues of work ability are a key element of in-work and other training and continuous profes-

sional development for all employees.

Specific encouragement of women in the workplace

The statutory regulations for returning to work after having children provide for a planned

preparation for return (early upgrading of qualifications, possibility of choosing working loca-

tion and hours, support in finding childcare or care for dependants, organisation of internal

meetings).
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Pension expectations are compensated accordingly for periods of childcare and caring for

other dependants (based on the duration and intensity of the care provided). (See also: Making

the Pensions System More Flexible.)

The law stipulates that there must be no discrepancy in the pay for the same work based on

age, sex, origin or other possible discriminatory factors. Infringements face penalties of double

the difference, payable to the industry’s demographics fund, and subsequent compensation of

the difference to the person affected.

The law also stipulates that the proportion of women in management positions should be

proportional to the number of female employees across the whole company/industry. This

applies to all companies with more than 20 employees.

Promoting work ability

The comprehensive promotion of work ability is enshrined in all laws on employment and

health protection as mandatory for all employers and employees. Every year, employers must

submit evidence of a complete risk assessment to the relevant employer’s liability insurance

association. This must include an age and gender-sensitive evaluation of burdens, resources

and demands based on an analysis of the age and qualifications structure and the qualification

requirements, plus the identification of age-critical activities/elements of activities. The con-

clusions of the analyses must be presented in the form of plans for advance changes to work

requirements. It should incorporate a verifiable implementation of the assistance measures, a

report on the work ability of the staff and evidence of an effective health management system.

The employer’s liability insurance associations have the power to impose sanctions if mini-

mum standards are not met.

During the implementation process, companies are supported with work ability advice pro-

vided by chambers, associations and social insurance institutions. Based on a sliding scale

depending on the company size, the costs are co-funded by subscriptions and the de-

mographics fund.

On presentation of a work ability/diversity management system which is proven to be effec-

tive, the companies receive financial compensation in the form of reduced taxes (e.g. trade

tax) and social security contributions.

All managers must have evidence of people management skills (Leadership Licence). Skills are

tested on a regular basis by evaluating appreciative dialogues with employees and employee

questionnaires.
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The assessment of mental strain and stress has been a mandatory element of the training of

occupational health practitioners since 2019. The appreciative dialogue on work ability is a

recognised part of an employee’s medical history and is used in employment reintegration

processes.

Since 2020, what were occupational health and safety officers have been acting as company

supervisor for work ability and in-house training. They are qualified as work ability multipliers

and occupational health moderators to coordinate the implementation of all measures. Ap-

propriate training and continuous professional development programmes have been set up.

Making the pensions system more flexible

The legal retirement age was set at 65 years or 45 years of pension contributions in all coun-

tries and for all sexes.

By way of derogation, for occupations with a high proportion of hard work, night shift and

work at weekends (heavy industry, health professionals, police, firefighters, etc.), a lower limit

of 60 years or 40 years of contributions or 2200 night shifts was defined.

It is possible to take voluntary early retirement, with people choosing between a reduced pen-

sion up until the setting limit or for the entire remaining term.

Forced early retirement due to work-related injury or illness does not result in a loss of income

for the individual. Their final employer must pay the full income and social contributions up

to the legal retirement age to the respective institution (usually pension fund). Any liabilities of

previous employers must be clarified in cooperation with the relevant institution; possible

conflicts are resolved in specific mediation processes.

An extension of employment beyond those defined periods results in a modest pension bo-

nus, either as an increase in the amount paid or as a reduction in the deposit amount required.

The reduced strain on the social security system as a result of workers caring for dependants is

offset through taxation against health insurance for a maximum of one year for the care of

small children and with funds for healthcare insurance against pension contributions for the

care of dependent adults.
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Support for economic development

Support for rural areas focuses on specific economic development, which involves, among

other things, the extension of training services, the expansion of employment in personal

services and infrastructure measures specifically to support geographical mobility.

The programmes to support business start-ups by people returning to work after a period of

employment abroad provide for the education and training of suitable persons for the trans-

national transfer of best practice. In addition, funding is available for businesses founded by

returnees.

Only a brief reference can be made at this point to the national programmes for the integra-

tion of skilled people from other countries.

Research and development

The different countries have developed tailored programmes on research, development and

the transfer of results.

Implementation projects have provided evidence for phase-of-life-oriented working pro-

cess/age-appropriate working requirements and the promotion of projects on employability,

work ability, etc.

Cooperation of collective bargainers, specialist institutions and

important wage agreement provisions

Based on concerted agreements between bargaining partners, chambers and trade associations,

as well as employment market bodies and social insurance institutions (collective BSR associa-

tion policy) on generation-appropriate work and the implementation of R&D findings, the

areas of action and initiatives are extrapolated and agreed at joint annual conferences. These

include agreeing practicable approaches and tools.

The collective agreements stipulate the setting up of industry-related demographics funds to

support measures to reduce unreasonable physical and mental working requirements for em-

ployees – and these are now implemented virtually across the board.
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Example provisions:

 Reducing working hours by providing additional days off for all employees over 55

years of age (over 50 years of age in some jobs) and for persons with increased need

for relief due to medically certified conditions. The days off increase gradually from

one day to three days (for those over 64 years of age) per quarter.

 Overtime and weekend work can only be paid to a maximum of 50% in additional

pay, the remainder must be taken as time off in lieu.

 In companies with more than ten different functions and a higher number of age-

critical activities (agreed on an industry-specific basis), career progress planning is re-

quired to prevent health impairments.

 Loss of income resulting from age-related job changes is compensated for on a de-

creasing sliding scale over a five-year period (100 to 20%).

In summary, it is clear that the strategic direction of proactive policies for shaping demo-

graphic change has been and continues to be successful. A concerted cooperation with institu-

tions and associations based on a shared collection of objectives has allowed forces to be

combined to enable a significant increase in employability and work ability, in particular

among young people, women and older people. An increase in birth rates is an indicator of

the success of linking family, social and employment policy. ... We will not let up in our joint

efforts to ensure that people can, want and are enabled to live healthy, motivated and produc-

tive lives for longer.”
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Building a Socially Responsible Employment Policy in the

Baltic States131

Anicetas Ignotas

Material of this article is prepared on the basis of material from a set of scientific publications

of the same title “Building the Socially Responsible Employment Policy in Baltic States” and a

summary which was prepared by scientists from the separate Baltic countries, leading experts

in the field of the labour market: Baranovska, I., Bikse, V., Gruževskis, B., Ignotas, A.,

Neverauskienė, L.O., Moskvina, J., Pocius, A., Rivza, B., Volkova, T. Socially responsible 

labour market problems still remain highly relevant in the Baltic countries (Lithuania, Latvia

and Estonia), where the unemployment rate remained still high after the economic crisis

which occurred at the end of the past decade.

The employment and corporate social responsibility (CSR) development factors that reflect

the opportunities of the population’s integration into the labour market are closely related to

the implementation of socially responsible labour market policy and are examined in the arti-

cle. Assessment of the situation of the self-employed (having their own business) is one of the

most important priorities of accomplished analysis of the integration of the population into

the labour market, the next priority is comparison of indices expressing possibilities for appli-

cation of flexible forms of employment in the Baltic countries; the importance of innovations

for economic growth, on which depend new job opportunities, was particularly emphasized.

Applying a comparative analysis method, the situation of different population groups’ (women

and older people) in the labour market was evaluated.

Factors influencing employment

According to the classical labour market theory by Barro (1993), the balance between labour

supply and demand determines the employment. However, different authors note that perfect

competition cannot exist in the theory level of labour market because of the specifics of the

labour resources as an exchange object and the dual nature of the labour resources: working as

an economic category (determinable law of marginal utility), and working as a social category

(determinable laws and cultural and moral norms). It should also be noted that when influenc-

ing the employment of the population, the relationship between economic and social factors

131 The article contains results of the project „Innovative SMEs by Gender and Age“.
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changes depending on the historical period, the political situation in the country, as well as

fluctuations in economic cycles (economic growth or recession).

Factors Determining Labour Supply:

Such core group of factors determines labour supply:

 demographic factors;

 the level of wages;

 social benefits;

 education and qualifications;

 working conditions (job attractiveness);

 motivation for work (occupational expectations);

 mobility.

Factors Affecting Labour Demand. Demand for labour depends on:

 labour costs;

 labour productivity;

 demand for goods and services;

 production cycles;

 the number of jobs;

 employers’ expectations.
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The development of corporate social responsibility

Experience shows that the traditions of CSR are deeply rooted in Western Europe. The acces-

sion to the EU encouraged the development of CSR in the new EU member states.

The situation in the Baltic states can be assessed from studies which are closely related to the

assessment of environmental factors of the favourable development of CSR. Social cohesion

is one of the most important factors which shapes such environment; close social relation-

ships and trust in various institutions determines social cohesion.

The study from the German Research Centre “Bertelsmann Foundation” shows that social

cohesion in Lithuania and Latvia is weak. A similar situation was observed in Bulgaria, Roma-

nia and Greece. It is not possible to achieve a high level of development, which is based on

long-term traditions of the development of CSR, without a purposeful formation of social

cohesion in the country. According to the study, the strongest cohesion exists in the Scandi-

navian countries – Denmark, Norway, Sweden and Finland.132

Key factors encouraging the development of CSR are:

 Long-term and sustainable growth of the economy;

 Fostering the socially responsible business traditions, developing enterprise network,

and enhancing the part of socially responsible companies in the total businesses;

 Exciting increase in the number of jobs in the national economy;

 The growth of wages and labour productivity;

 Improvement in the labour market over a longer period of time (reduction of unem-

ployment);

 Follow-up and consistent Lithuanian labour market integration in the EU labour

market;

 Realisation of expected Europe-2020 aspirations on the labour market and social

protection;

132 Study: Weak Social Cohesion in Lithuania
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 More favorable labour taxation policies and other potential incentives of attractive

jobs.

Factors hindering the development of CSR in companies:

 An uneven development of economy cycles is associated with the negative impact of

the economic crisis in the country and its regional social development;

 Job losses and the unfavorable change. Low development of fascinating jobs;

 Negative low wages traditions, relatively low labour productivity and minimum wage;

 A bad situation in the labour market and high unemployment;

 Large territorial disparities in unemployment and significant differences in the devel-

opment of different regions;

 The existence of high social and economic development gaps between the new EU

countries and the EU old-timers;

 The negative impact of the shadow economy and corruption relations on the coun-

try’s most sustainable business development, lack of competitiveness;

 The dominant small entities (especially in peripheral regions) yet poorly take respon-

sible business measures.

Most of the information about CSR reflects the formal (“front”) CSR side, but relevant stud-

ies which would reflect the real and unvarnished situation are especially lacking. The most

noteworthy study is the study “Corporate Social Responsibility Trends among Small and Me-

dium-sized Enterprises in the Baltic Countries”, which emphasizes that 43.6% of chiefs of

small and medium-sized companies in Lithuania did not know what corporate (general) social

responsibility is. Moreover, the results of the study showed that 52% small and medium-sized

enterprises in Lithuania are not yet implemented any CSR programme. 37.7% companies

claimed that they had carried out CSR activities. 54.9% of them said that they are carrying out

CSR activities for more than three years, 25.2% for about two years, and 19.9% for about one

year.133

133 Bendros socialinės atsakomybės tendencijos tarp mažų ir vidutinių įmonių Baltijos šalyse, 2007 
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Self-employment and labour market flexibility in the Baltic states

Successful CSR development in creating jobs is impossible without the promotion of inde-

pendent population employment. Judging from the statistics, job creation opportunities in

autonomous business in the Baltic countries were worse than the EU average (Figure 1). The

share of self-employed was about 10% of the total number of employed in Lithuania and

Latvia, this rate was slightly lower in Estonia. However, observed trends are the most adverse

in Lithuania.

Figure 1. Percentage of self-employed (%)134

In order to control the impact of demographic change and promote the innovation-based

economy, it is important to promote the economic activity and employment of different

groups of the population, and to develop socially responsible business. The study, which was

carried out by Swedbank in 2013, shows that men more actively establish new companies in

the Baltic countries and Sweden. In Lithuania, Latvia, Estonia and Sweden, business which is

established by women, accounts for almost one third of all new businesses created, businesses,

which are established by men, account for more than two-thirds.

Thus, women establish their own businesses twice as rarely as men in the Baltic countries and

Sweden. 30- to 40-year-old residents mostly take business, while increased entrepreneurship

134 Employment rate of population aged between 15 and 64 years.

Data source: Eurostat.
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rate of especially young people is noticeable in Lithuania. It is also noted that after the reces-

sion, since 2011, the number of men older than 50 establishing business decreased, while the

number of women of the same age, who are establishing their own business, has remained

almost unchanged. Temporary employment opportunities reflect their labour market flexibil-

ity. However, it should be more than a replacement form of employment, which would be

applied by force instead of full-time employment, but a measure of the inclusion of additional

employment resources in the labour market. The proportion of temporary employed persons

among all hired employees is significantly higher in the EU than in the BSR (Figure 2).

Figure 2. Temporary employees as percentage of the total number of employees135

Part-time work is another, perhaps the most popular flexible form of employment. Approxi-

mately every tenth woman who worked in Latvia and Lithuania used this flexible form of

employment during the last three or four years, while the rate of women’s part-time employ-

ment increased to 13% during this decade in Estonia (Figure 3).

135 Note: Rate of EU-27 is given since 2000 (data from 1998 is not available).

Date source: Eurostat.
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Figure 3. Part-time employment as percentage of the total employment136

The influence of innovation on employment growth

Currently, innovations are the major and most effective means to increase employment in

Lithuania and other EU countries. Innovations can have a positive impact on the labour sup-

ply and demand. Appropriate innovation policy can ensure the effective use of local labour

resources and their attraction from abroad or from other areas, increase the work motivation

of the population and satisfaction at work (positively influencing wages and working condi-

tions), and reduce differences between the territorial employment opportunities and unem-

ployment (Table 1).

It is important to note that in order to ensure the effective use of innovations in employment,

it is necessary to combine the most appropriate financial and organisational arrangements with

training programmes. A shortage of a properly skilled labour in Lithuania restricts business

development increasingly.

It should also be noted that a variety of purposeful innovations can effectively contribute to

one or the other population employment. The use of information technologies and the devel-

136 Note: Rate of EU-27 is given since 2000 (data from 1998 is not available).

Date source: Eurostat.
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opment of services are constantly increasing employment of women and older workers and

their work motivation. In order to increase the employment of this population, it is purposeful

to reduce the physical work demands in industrial processes and to increase teleworking and

flexible work options through the medium of innovations. This will not only enhance the

attractiveness of employment, but also reduce costs of non-productive time and workplace

organisation.

Factors determining
labour supply

Impact of innovations
The change of factor deter-
mining labour
supply

Wage level
Increases productivity, increas-
es service or product diversity,
increases the value of the work

Results in terms of wage
growth

Education and qualifications
Introduces new technologies,
brings new businesses

Demand for skilled labour
increases, offers the possibility
of in-service training

Working conditions Unattractive jobs decline
Working conditions improve
and the attractiveness of jobs
increases

Work motivation The above-listed changes
Increases the attractiveness of
employment and satisfaction
with work

Labour mobility The above-listed changes

Can reduce or increase the
demand for labour and its
territorial formation depending
on the specific measures

Table 1. The influence of innovations on increasing labour supply137

Innovations affect the demand for labour. Processes and work organisation mostly are im-

proved by the support of innovations in order to increase productivity, reduce labour costs

and to promote new products or services. The dominant purpose of innovations is to increase

profits, so as a result the employment can not only not increase, but decrease. However, co-

operation with the local employment service agencies can ensure most benefits for organisers

of innovations. The work force compliance costs for jobs which are created can be reduced

and the social effectiveness of innovations can be increased by combining innovations with

active labour market policies which are implemented by the employment services.

137 Source: developed by the authors.
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New meaning of innovations in the context of structural changes

of the economy (the case of Latvia)

Latvia has already acknowledged the need to shift from the currently dominant sectors with

low added value to much more productive and globally competitive industries. In order to

ensure economic growth in the long-term, Latvia has set its main aim to increase added value

and work productivity through comprehensive processes of innovations, thereby fostering

entrepreneurship with a higher added value, providing support for development and imple-

mentation of new products and technologies, as well as facilitating cooperation between re-

search and business sectors (Innovation portal 2013).

According to the population census of 2011, the highest number of employers was in the

sector of services – 25% of the total employment in the country. The trade and commercial

services sector made up 20% each and the manufacturing industry constituted 13% (Latvijas

Republikas Ekonomikas ministrija 2012: p. 78). As it can be concluded from the report of the

Latvian Ministry of Economy, the most rapid growth of employment in 2013 in comparison

with 2012 is expected in the processing industry (by 62,000 or 5.1%) and in several services

sectors – the ICT sector (by 3400 or 15.1%), professional and technical services (by 2700 or

3.9%) as well as finance and real estate sectors (by 4200 or 0.5% in total). A significant growth

is also expected in construction (Latvijas Republikas Ekonomikas ministrija 2012: p. 82).

The increasing importance of the service sector in the Latvian economy results from the fact

that the structure of the economy has developed according to the model of advanced econo-

mies. In order to ensure economic development, policy makers have to focus not only on

industrial policy, but on innovation policy that determines the sustainable development of the

economy, without focusing on a particular sector at the cost of others and by acknowledging

economy as a unified whole and the contributions of both sectors to the future development

of the economy. Innovation policy has to be focused on the creation of favourable ecosys-

tems for innovation, paying particular attention to the deployment of innovation potential of

women and elderly, thus ensuring long term competitiveness and increasing the wellbeing of

society.

Long-range labour market forecasts in Latvia indicate that the observed structural changes will

be favourable for the development of innovations (Table 2). Of course, service and other

economic sectors’ development still does not automatically ensure faster implementation of

innovations. However, more rapid development of innovations is exactly related to the im-

plementation of informational and other advanced technologies in service and other sectors of

the economy.
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Number (in thousands) Increase (%)

Economic
sectors

Employees Change GDP Productivity Employment

Agriculture 75 -1 35.4 37.1 1.7

Manufacturing 132 17 72.3 57.2 15.1

Other industry 23 1 28.5 24.9 3.6

Construction 69 8 100.7 87.8 12.9

Commerce 172 11 48.2 41.5 6.7

Transportation and
communication

79 6 51.7 43.2 8.5

Services 166 13 43.4 34.6 8.8

Public services 208 9 29.4 25.1 4.3

In total 925 64 50.7 43.3 7.4

Table 2. Changes in GDP, productivity and employment in Latvia’s economic sectors

in 2020 compared to 2011 (the target scenario)138

In particular, it is worth paying attention to labour demand forecasts in information technolo-

gies, natural sciences, mathematics, engineering, industry, and construction; these forecasts are

very favourable fro the development of innovations (Table 3).

How do women and elderly drive innovation? Women have valuable insights when it comes

to devising products or services that better serve female clients and customers. For companies

tasked with understanding female consumers, tapping women’s knowledge improves the

likelihood of their success. Women’s ideas would not translate into marketable products or

services unless leadership backs them; therefore the culture of organisation matters. Culture is

crucial to unlocking women’s insights where all voices get heard and everyone feels welcome

to contribute to the success of company. Leaders who are willing to change direction based on

women’s input are more likely to tap into winning ideas.

Retired people becoming the dominant sociodemographic group in many countries. Only few

companies recognise the potential benefits of exploiting this market segment. Elderly are not a

homogeneous group, they are individuals with their own preferences and habits, and a user-

driven approach in creating innovations takes these diferences into consideration. Therefore it

is important to ensure that the elderly play an important role in project teams and are involved

138 Source: table above is based on a forecast of Latvia‘s labour market (Ministry of Economics 2012)
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more broadly in the companies activities. User-driven innovation is based on having access to

the elderly’s life and to understand their point of view to build relationships with elderly in

order to make them feel safe and be able to express what they think. Is it crucial to understand

ther life better and learn about changing needs of elderly? Focus group meetings can be organ-

ised to get deeper insights into problems faced by the elderly seeking best solutions and im-

proving the quality of life of elderly.

Educational field
Higher education

Professional secondary
education

2020 2030 2020 2030

Education 38.0 34.9 2.7 1.8

Humanitarian sciences and arts 23.0 26.2 7.2 6.7

Social sciences, business studies, and law 137.4 156.5 33.7 32.5

Natural sciences, mathematics, and infor-
mation technologies 23.9 33.5 6.6 6.5

Engineering, industry, and construction 55.3 66.4 172.4 175.3

Agriculture 9.0 9.6 17.2 14.5

Health care and social welfare 33.8 45.2 11.5 9.2

Services 15.3 19.7 40.9 46.6

Total 336.2 392.7 292.2 293.1

Table 3. Forecasts of Latvia’s labour market demand by educational levels and groups

(in thousands, the target scenario)139

Labour market policy implementation options using active labour

market policy measures

Active labour market policy measures (ALMPM) were already mentioned when suitable labour

resources were supplied for innovations and these innovations were combined. However,

options of ALMPM are much broader. They improve labour supply and increase its relevance

to real labour market conditions, promote the demand for labour (especially from the popula-

tion which is more difficult to employ) and reduce structural unemployment. Vocational train-

ing, retraining and in-service training programmes play a significant role in the ALMPM struc-

ture. They are long-term in nature in regard to increasing employment, but they impact the

139 Source: table above is based on a forecast of Latvia’s labour market (Ministry of Economics 2012)
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employment indirectly. In order to maximise their effectiveness and impact on employment in

most cases:

 vocational training programmes are offered just for those who have no profession,

mostly young people;

 training and employment contracts are made; unemployed who have an employers’

agreement for employment after completing the programme are sent to training pro-

grammes.

Such a strict regulation of vocational training of unemployed is often criticised under market

economy conditions, but these programmes are one of the most expensive in the ALMPM

system, so tighter regulation and control enables greater savings (Gruževskis et al. 2006).

It may be noted that ALMPM regardless of their varying effects have a positive impact on the

integration of the unemployed into the labour market and increase the opportunities in em-

ployment of different population groups. Research in EU countries has shown that the effi-

ciency of ALMPM depends on education, age and the place of residence of the unemployed.

The younger and more educated unemployed use options of ALMPM more successfully, as

well as people from urban areas. Older people, especially in rural areas, have fewer opportuni-

ties to participate in ALMPM.

Observed tension shows that the integration of the unemployed into the labour market re-

mains a major socio-economic problem. The Labour and Social Research Institute has carried

out a study on the effect of labour market policy measures in 2011-2013. The results of the

study suggest that the application of active labour market measures in different economic

cycle conditions played an important role in the process of unemployed integration, despite

the previously expressed thoughts about the lack of unemployed people’s activity (motivation

to work). Regression analysis showed that the activity of the unemployed in Lithuanian’s la-

bour market during their participation in ALMPM in the last decade has let to achieve a posi-

tive result of the unemployment reduction. ALMPMs efficiency asserts itself an statistically

significant effect on reducing the level of unemployment.

The activity of the unemployed in Lithuania’s labour market, when they participated in

measures, was chosen as a result variable in a regression analysis; an important conclusion was

formulated. The growth of the number of people receiveing social benefits significantly re-

duces the activity of the unemployed in the labour market. This is evidenced by a strong in-

verse (negative) relationship between relative indices of the activity of the unemployed in the

labour market and the dynamics of social benefits receivers. In other words, the number of
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recipients of social benefits grows because the unemployed seek to live more on social bene-

fits but not to participate in active measures. The social support system, which existed in

Lithuania, was far from discouraging job-seekers to actively engage into the labour market. In

this way, a kind of “de-motivating trap” forms because there are few levers which would push

persons which seek to live on welfare to integrate into the labour market.

Elderly people belong to the group whose members have most difficulties to find jobs after

the use of the active labour market policy measures (ALMPM). The study of The Effective-

ness of active labour market policy measures (Okunevičiūtė-Neverauskienė 2007) shows that 

only the long-term unemployed are employed worse than 50-year-old and older persons after

the Lithuanian Labour Exchange ALMPM (supported employment, assistance for job crea-

tion). It should be noted that a large part of participants of active labour market policy

measures have both these employment support features at the same time, which further com-

plicates the process of their integration into the labour market. The study showed that older

individuals also most of all devalue their chances in the labour market (Okunevičiūtė-

Neverauskienė 2007).

Women and older people in the labour market

A statistical analysis of the example of Lithuanie was performed and it allowed seeing that the

effects of the economic downturn on the various economic sectors and on people employed

in those sectors are different. Hired employees who had low qualification and worked in in-

dustry and construction sectors were affected worst during the crisis in 2008. The more rapid-

ly changing number of unemployed men is one of the most striking consequences which were

conditioned by economic fluctuations and structural changes in the economy. Fluctuations of

women’s employment rate were much lower during the change of economic conditions.

Women’s employment rate decreased from 48.9 to 46% during the period 2007-2010 and was

felt significantly less than the equivalent change of men’s ratio (Figure 4).

The horizontal segregation of the labour market has remained virtually at the same level, or

became even worse; during the analysis of the last decade women’s and men’s employment

trends by economic types of activity were observed. Human health care and social work, activ-

ities of accommodation and food service, as well as education remained women’s main fields

of activity. Women represented the major part among junior specialists and technicians, junior

officers and service and sales workers. Women also amounted to 67% of public sector em-

ployees (Statistics Lithuania. Employed and Hired). The textile industry, health care and education

remained women’s “traditional” spheres of employment. In addition, more women than men
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had lower incomes, thus, a threat of the feminisation of poverty remains in Lithuania (Women

and Men in the Society of Lithuania, 2009).

Figure 4. Employment and Unemployment Rates by Gender in Lithuania (%)140

Despite the fact that statistics show that the unemployment rate of 55- to 64-year-old persons

is usually lower than the national average, the target group of the elderly is experiencing diffi-

culties in the labour market. The study “The Impact of Labour Market Policy Measures on

Employment in Different Cycle Conditions of Economic Development” (2011-2013) con-

firms that during the growth of labour demand people aged 50 and above are facing more

difficulties returning to the labour market in comparison to other unemployed. It is necessary

to remember that the proportion of unskilled persons is quite significant among the older

unemployed. In addition, it should be noted that the number of older unemployed women

declined more slowly than the number of older unemployed men during favourable economic

periods. Older people have became “more marketable” in the labour market just at the begin-

ning of labour deficit.

Statistics Lithuania carried out a study of the transition from work to retirement in 2012; the

population aged 50-69 was surveyed during this study (Ambrozaitienė 2012). Almost one-

third (31.2%) of 50- to 69-year-olds who receives a pension or are entitled to it said that they

will continue to work or look for work even when they are receiving the old-age pension; 84.6

of them for financial reasons. Almost a quarter (23.8%) of the 50- to 59 year-olds and more

140 Source: Statistics Lithuania.
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than half (56.1%) of the 60- to 69-year-old population indicated that they would cease em-

ployment immediately after receiving retirement or prior to receiving. Information about the

wish of the employed and unemployed residents of this age to continue working was provided

during the study. The study showed that every tenth (10.2%) 50- to 69-year-old unemployed

and recipient of an old-age pension man and every ninth (8.5%) female unemployed and re-

cipient of an old-age pension would want to remain employed.

Conclusions

The studies demonstrated that the problems of persons of risk groups have a complex charac-

ter in the labour market. However, it can be noted that a large-scale study should be based on

this provision; this kind of study should identify how the economic situation, social and cul-

tural environment, traditions of social security, education and vocational training, the degree

of tolerance in the society, territorial economic features, the degree of sociality, perception of

social solidarity in society and other factors affect the behaviour, mindset, opportunities and

their perception of individuals who are being attributed to risk groups in the labour market.

Adverse employment and activity trends for young people are especially worrying, but when

encouraging them to integrate into the labour market at the same time employment decline

among older people should be avoided. This would help to prevent the negative effect of

displacement of the older people from the labour market.

Studies show that unemployment affects men and women differently. First of all, it should be

noted that sectors of the economy that require men’s labour force experience the largest de-

cline during the economic downturn, thus, the unemployment rate of men is growing much

faster than that of women. Accordingly, unemployed men more quickly find a job during the

recovery of the national economy. Secondly, the unemployed men and women have different

opportunities to anchor in the labour market. There is a major chance for unemployed women

to stay out of work for a long time (longer than 12 months). Thirdly, women who are victims

of long-term unemployment more hardly return to the labour market. The differences of

women’s and men’s transition from employment to unemployment and from unemployment

to employment demonstrate that the population group of men in the labour market is more

flexible, while the adaptation of the group of women to changes in the labour market is slow-

er, therefore, the macroeconomic processes can have long-term negative consequences. It can

be assumed that women are more interested in preserving their jobs, and it leads to the choice

of the profession and the preferred form of the employment. In this case, the salary may play

a less important role in women’s choice of job than in men’s.
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A positive effect in terms of population activity occurs when the unemployed, even in the case

of unsuccessful placement, will continue to actively integrate into the labour market again

looking for a job or participating in active measures. Inactive population falls out of the labour

market and becomes a large load of the country’s welfare state system. It must be emphasised

that highly different trends of the population and the unemployed activity which were found

during the study show the relatively low systemic social policy effectiveness in Lithuania (the

gap between the population and the unemployed activity rates was very high during their

participation in active measures according to the data from conducted estimates by the Labour

and Social Research Institute). Therefore, the conclusion is that the activity of the unemployed

may have little impact on the total population activity. It is believed that active measures

should become an important condition for social benefits pay for unemployed people of

working age. This would encourage the integration of problematic population groups into the

labour market.

In conclusion, it should be noted that labour market policy measures which are applied in

Lithuania have a positive impact on the total employment of the population, and especially on

representatives of population groups which are more difficult to integrate into the labour

market (young people, the disabled, senior citizens and so on). However, ALMPM funding

decreased significantly (especially in respect of the total number of unemployed) after the

economic downturn in 2008-2009, therefore, involvement of the registered unemployed in

ALMPM respectively decreased. Vocational training programmes and subsidised employment

fell most according to the measures. Women’s and older residents’ participation fell most

among the groups of unemployed.

Through innovation in the field of labour market policy, it is appropriate to increase the varie-

ty of measures and their conformity with the opportunities of the integration of the unem-

ployed in the labour market. On the one hand, it is necessary to increase the mobility of ser-

vices and the unemployed to ensure greater access to ALMPM. On the other hand, it is neces-

sary to strengthen the formation of the motivation for work in the general education system,

because lack of motivation for work reduces even the most attractive ALMPM performance.

At the same time, compatibility of labour market measures with the social support policy

measures and the execution of the overall social and economic policies in the municipalities

should be increased. The integrity of the labour market policy with the overall country’s eco-

nomic policy should be constantly increased.

Different researchers observe that high level of flexibility, employment, social security and

guarantees of income is not generally typical of the Lithuanian labour market. The situation is

similar in the other Baltic countries. More flexible and influenced by the traditions of the

development of CSR, the labour market would help to better deal with the integration of
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working women and other social groups of the population. Experience shows that women’s

opportunities to employ for part-time jobs significantly determine the increase of women’s

employment. However, these opportunities are poorly exploited in Lithuania and other Baltic

countries. Almost one third of women worked half-day in Europe at the beginning of this

decade, whereas only one tenth of Lithuanian and Latvian women, and slightly more in Esto-

nia (13%). It is believed that half-day should not be forced replacement of full population

employment. This is a form of employment, which should encourage inactive women and

older people to enter the labour market and at the same time increase the activity of the popu-

lation and the opportunities to participate in the labour market.

Relative opportunities of temporary job creation were much lower in the Baltic countries than

on average in the EU. In 2012, temporary work accounted for only 2.6% of the total number

of hired employees in Lithuania, values of this index were slightly higher in the other Baltic

countries (EU-27 average was 13.7%). On the other hand, a little more temporary jobs are

created for women than for men in the EU (14.2% and 13.2% respectively).
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Regional Development Support for Optimal Development of

the Human Capital and Competence by Means of Gender

and Educational Policy

Albina Volkova

The advancement of modern society demands a higher quality of life. Such demands result in

a greater emphasis on human capital formation and development both in governmental and

non-governmental organisations.

It should also be noted that the methods of influence human capital to a large extend depend

on regional characteristics. In European countries, for example, they differ greatly from those

used in Africa. These differences are determined by the level of social and economic devel-

opment, natural and climatic conditions, political regime, traditions and culture and other

factors.

In these terms, methods of human capital development have always been regional and coun-

try-oriented. At the same time, the principles of global multiculturalism, and the well-known

Ashby principle of requisite variety in management theory, made it necessary to study the

accumulated broad-ranging experience in this area, in order to enrich the national policy of

motivating the economic and social development with some borrowed successful institutions.

The use of such borrowing will allow to use the resources of the government and civil society

and business institutions more efficiently (Vertakova/Plotnikov 2013). In this regard, we shall

consider the experience of Russia, which can be applicable in other countries.

First of all, it is necessary to define the category “human capital”. As a rule, this term is treated

as comprehensive knowledge, expertise and skills, used to meet various needs of a single indi-

vidual and the whole society. This term was first introduced by T. Schultz; his successor H.

Becker developed his mentor’s ideas, he proved the effectiveness of investments in human

capital and formulated an economic approach to its development.

Subject to this economic approach, initially the human capital referred only to a package of

investments in humans, increasing the ability to work, which is determined by the level and

quality of education and skills. Later on, the concept of human capital was significantly broad-

ened. According to up-to-date ideas, particularly evident in reports of the World Bank, the

investment in human capital include a wide range of consumer costs – private costs of house-
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holds on food, clothing, housing, education, health, culture, as well as government spending

on these purposes from central funds.

In a broad sense, human capital is an intensive factor of economic development, social and

family development, including educated stratum of labour recourses, knowledge, tools of

intellectual and managerial labour, life and work environment that provides effective self-

reproduction of human capital and the comprehensive development of its carriers, the people.

Human capital in modern terms is the main factor in innovative and knowledge economy

formation and development (Vertakovaet al. 2013). Conventionally, we can classify it as fol-

lows:

1. Individual human capital,

2. Company human capital,

3. National human capital.

The share of human capital in the national wealth of developed countries is estimated between

70 and 80%. In Russia this figure is about 50% (Shulgin 2010). These results suggest the ne-

cessity of measures to optimise both the formation and exploitation of human capital. Gender

and education policy of the State must have a leading role to play here. Let us consider them

in more details.

Regrettably, no well-defined and legally-stated gender policy is carried out in Russia. In this

respect, it seems appropriate to enforce the strategy developed in 2002 by the Ministry of

Labour and Social Development of the Russian Federation together with the United Nations

Population Fund (UNFPA) “Gender Strategy of the Russian Federation” (Karelova et al.

2002).

This strategy should be a fundamental document to define the state’s gender policy, its goals,

objectives and principles, directions and priorities for short and long terms. The Strategy

provides coordinated efforts of government legislative and executive bodies with all civil insti-

tutions that are involved in social programme implementation, non-discrimination based on

gender, protection of human rights and family, parenthood and childhood as the highest hu-

man values.

The strategy should serve as an instrument to form the state’s gender policy and monitor its

implementation publicly, it can also be treated as an important stage of its development. The

strategy aims to:
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 determine the system of requirements and criteria that reflect modern concepts of

social justice in the distribution of roles between women and men in the political and

public life, social, labour and family relations, business, property ownership distribu-

tion, as well as in the information sphere;

 outline the prospects for social welfare development in terms of strengthening gen-

der democracy that will provide socially responsible policy and help to fulfil the civil-

ian potential without discriminating individual rights and freedoms based on gender;

 increase the level of general and political culture in the Russian society, indicators of

which lie among the possibility of civil self-realisation and provision of gender equal-

ity in all spheres of life, including public production, social, work and family relation-

ships.

The urge to adopt the Strategy is, in our opinion, one of the basic conditions for the success-

ful integration of Russia into the world community, because in the modern world the level of

social development and civilizational level are mostly determined by such factors as gender

equality, which implies total extirpation of both explicit and implicit forms of discrimination

based on gender. This significantly increases requirements to the number of female represent-

atives in legislative and executive authorities, governing bodies of private companies, and the

role of gender analysis of socially relevant plans and projects rises up.

In order for even implicit forms of violence and discrimination to be identified and con-

demned in the mass consciousness, it is necessary to (McDonald 2006):

 enhance the role of gender statistics, which involves improving forms and methods

of obtaining, propagation and use of statistical data about the real situation in all

spheres of political, social and economic activities, together with the registration of

the gender equality level and any form of discrimination;

 carry out large-scale national and international information and educational cam-

paigns aimed at increasing the level of gender culture in the Russian society and so-

cial responsibility of the media;

 accordingly, correct pre-school education and general education programmes in

schools, colleges and universities;

 introduce special courses into professional training programmes in different areas,

and especially in the areas where women’s rights are infringed;
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 introduce special courses into the training and retraining programmes for experts in

charge of carrying out or guiding gender policy.

We support the relevance and urgency of a universal gender policy that regulates the social

status of men and women, and eliminates discrimination in order to ensure social progress in

all areas of life under modern conditions. Analysis of the real current situation reveals the

priority of activities in favour of the “catching up” gender (women), whose rights are often

violated. Today, the violation of women’s rights is usually in terms of access to resources, in

the property area, employment, professional career and management. The measures that en-

courage transition from a formal to substantive equality and elimination of social-gender

asymmetries in the country (minimum income guarantees, children benefits, quotas for em-

ployment and training, promotion, etc.) should not be regarded as privileges and/or discrimi-

nation.

We are fully aware that the declaration of gender policy priority does not automatically mean

its successful implementation. Fiscal policy at the federal and regional levels, sectoral and

regional social-economic development programmes must comply with the main objectives set

out in the Strategy and with the requirements of the national gender policy. Businesses and

industry in Russia should fully participate in activities leading to the implementation of the

Strategy.

It should be emphasised that the state’s gender policy is closely related to the issue of human

capital formation and development, creation of prerequisites for improving the quality of

people’s life. The global aim of the Strategy in question is a large-scale participation in policy

of social (gender) equality for men and women, the policy that is aimed at eliminating all

forms of discrimination, providing welfare and development for everyone in society and

households. This aim reveals itself in the system of sub-goals (Karelova et al. 2002; Dugin

2010; Marcinkiewich/Soboleva 1995; Volkova 2013).

The first goal is to ensure the human potential development. To achieve this goal it is neces-

sary to:

Ensure the reproduction the potential of humans who are spiritually, mentally and physically healthy, which

involves:

 strengthening the family institution, as a voluntary union of a man and women that

provides social and cultural continuity of generations, and serves as a factor of stabil-

ity and sustainable development of civil society;
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 state and public cultivation of parenthood as the ultimate display of humanity and

civilization, as the main guarantor of human capital reproduction and development;

 recognition of female contribution to the sustainable human resource reproduction

and development, accumulation and transfer of social and cultural values;

 elimination of the current gender imbalance for men (super-mortality, employment

conditions in social-cultural sectors, their right of parenthood and bringing-up chil-

dren);

Ensure sustainable self-development of human potential, which involves:

 maintenance of the principle of equal social value of men and women in the state’s

cultural, educational and information policy;

 reforms of the education system in order to provide each person, regardless of their

gender and age, with an opportunity of free spiritual development, and comprehen-

sive development of public education in environmental and information technology

areas, which includes family and maternity clubs;

 improving legislative, administrative and moral requirements to the level of gender

culture in various aspects of the political, industrial and social life for the benefits of

fulfilling the human potential at most;

 initiating special compensatory measures in order to involve representatives of the

gender with a poorly-developed potential in development of arts and science; provid-

ing additional (compensatory) opportunities in order to improve education of moth-

ers.

The second aim is to promote the sustainable economic development, which involves:

Guaranty of a basic quality of life for every citizen as an essential element of sustainable development of the

economy and democracy:

 providing adaptation of all social, professional and age groups, regardless of their

gender, nationality and religion to the changing political and economic conditions in

Russia, taking into account the economic potential, natural, ethno-cultural and reli-

gious characteristics of the Russian Federation;
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 preventive protection of the most vulnerable social strata from the negative impact

of property and social differentiation;

 Creation of additional privileges for representatives of the artificially down-graded

gender in any activities or sphere where they are at risk as a result of scaling back so-

cial programmes and guarantees, which leads to superseding representatives of either

sex from a variety of professions.

Abolishing evidence of economic discrimination based on gender, namely:

 taking measures to eradicate the roots of violence and gender discrimination, with a

special emphasis on international trafficking in women and children for sexual ex-

ploitation;

 initiating special measures targeted at comprehensive support of parenthood and

childhood, providing compensatory measures for women to restore their social sta-

tus reduced during a childbirth period, as well as for women or men caring for chil-

dren under three.

 enforcement of legislation on obligatory state social standards subject to the ILO

standards and other international organisations.

There are other aims, but the aforementioned seem to have the priority.

The second important focus direction in the sphere concerned is education policy, as it is

education that creates a substantial part of the human capital. Effective policy in general and

vocational education should be guided by the needs of the region and the whole country.

Requirements for specialist training are formulated beyond the education system. They result

from general economic and social goals of civilization development. The task of the education

system is to adapt to these goals. On the other hand, nowadays the education system is being

transformed from the social subsystem, as it used to be, into an element of economic mecha-

nism. It begins to have a significant impact on the formation of economic elements (Vertako-

va et al. 2013).

The main instruments to initiate an effective development of human capital through education

policy are as follows:

 monitoring and studying the major trends in the educational migration process with-

in the country and abroad;
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 promotion of free movement of skilled labour, making the labour-market flexible;

 effective balance between labour demand and supply;

 establishing a system of educational projects aimed at training new elites at the re-

gional and local levels, a new generation of young state managers and senior execu-

tives;

 advanced involvement of all social groups in education, implementation of a life-long

education concept.

It deems appropriate to add to the above-listed instruments for initiating a human capital

development programme such instruments as public and private investments in upbringing

children and pupils, in education, in specialists re-training, in science and public safety, in

health, in information availability, computerisation of education, science and production.

These areas of human capital development are in one way or another set out in local devel-

opment policies and programmes of the Russian Federation, but, regrettably, they are not

converted into one coherent and systematic strategy of Russian human capital development.

At the same time, the priorities of social-economic development in the short term are associ-

ated with human potential development, especially education and health development.

Human capital of the highest quality level is the primary requirement and condition to create a

post-industrial economy, innovation economy, and a modern national information system.

The main competitive advantage of a modern developed country is related to individuals and

factors directly related to human activity. These include the level of education, health and

housing. These elements of human capital are listed in the programme of the Government of

the Russian Federation, other important elements to add are science, safety of citizens and

business, information access and availability for white-collar workers, upbringing system,

freedom of labour movement, mentality, and creation-aimed ideology of the state and the

nation.

The Government demanded to improve the level and quality of Russian education. For this

purpose the entire education system has to be reformed. Basic instruments of reforming and

improving the level and quality of education are:

 advancement of educational programmes and standards;

 computerization of education;
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 clearly defined obligations of the state and education at its various levels;

 restructuring the system of educational institutions;

 improvement of the budgetary and non-budgetary funding by switching to norma-

tive per capita financing;

 introduction of educational loans.

Thus, a clearly defined gender and educational policy, conformed in its objectives, tasks and

resources, can be a powerful instrument for human capital development, that will accelerate

and support general social-economic development.
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Innovative SMEs by Gender and Age around the

Mare Balticum – Results of the Working Groups at the 9th

Hanseatic Conference

Philipp Jarke

1. Importance of women and elderly for SMEs

Which experience was gained in the respective countries? What can we

learn from one another?

In general, all countries in the Baltic Sea Region seem to be facing the same economic

and social challenges: The demographic change will continue, so that less people of working

age will have to support more pensioners financially. At the same time enterprises will have to

cope with a growing scarcity of skilled workforce.

Small and medium-sized enterprises will be disproportionately affected by this development,

as they often recruit their employees locally. The “availability” of specialised personnel will

be dramatically reduced – therefore the management of enterprises has become more

complex and more difficult already and will become even more so.

One partially untapped source of skilled workforce are women and the elderly. Both groups

are less involved in the labour market than is desirable. Therefore the participants of the Han-

seatic Conference agree with the call for women and elderly to be promoted as employees

and entrepreneurs.

But all necessary reforms should be implemented with respect for traditional values and

the functionality in the sub-regions. This applies especially for regulations and laws that

may be introduced and affect small and medium-sized enterprises.

Is it possible to strengthen innovation and productivity in SMEs

through a higher proportion of women and elderly persons?

Most participants are convinced that women and people of retirement age are one of the

main resources of SMEs. Women in the Baltic Sea Region on average are better – in the
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Eastern countries even much better – educated than men, so that they have a lot to offer to

potential employers. The same applies for elder professionals because of their skills and expe-

rience. SMEs should observe the strengths of the elderly – there is a treasure box of

experience.

But SMEs do not make sufficient use of this resources yet. Many women devote their time to

their families instead of going to work; and many older employees (have to) retire early, and

only a tiny fraction of women and men past the official retirement age keep on working. Thus,

the hidden knowledge (women and elderly) and experience (mostly the elderly) should get

more attention as a factor for higher productivity.

But not all participants of the Conference consider a higher participation of women and elder-

ly in the labour market a silver bullet. The specific demands of economic sectors and sub-

regions have to be analysed. Even technical professions have to analysed: What is the

exact workforce demand?

And this raised another important question: Does the demand of enterprises for skilled

personnel correspond with the skills of women and elderly who are currently not working

(anymore)? Some doubts about the perspectives and chances for women and people aged

50+ in the labour market emerged: Are there chance or not?

Especially difficult is the situation of elderly persons in Russia and Belarus: It is not possible

to increase the retirement age for men in Russia as the life expectancy is very low. It is

about 12 to 15 years lower than of men in the Northern or Western Baltic Sea Region. There-

fore the health status of the male population in Russia and Belarus has to be improved sub-

stantially before a larger share of men are going to work beyond the current retirement age.

Is there a demographic management in SMEs? Is it used as a strategic

tool?

There is no demographic management in small and micro-companies. Or if there is,

the management makes its decisions rather intuitively. One suggested sustainable human

resource strategy was to have a good mixture of age groups within the enterprises staff: not

too many young workers (as they tend to be less loyal and leave after 3-5 years) and not

too many old workers (as they may be less productive). But of course human resource

management and especially the demographic management is more difficult in a smaller enter-

prise than in a large corporation, as the smaller number of employees makes it harder to

achieve an good mix of age groups.
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2. Promotion of Women and the Elderly in SMEs

Equal opportunities for women and elderly is very important from a social justice

point of view. A higher participation of women and elderly professionals in the labour

market also improves the economic situation in the BSR.

But promoting women and elderly in the labour market is not an easy task. There are a lot of

obstacles and resistance that have to be overcome. The traditional role of women in the

family and the work environment is still persistent in society. It is not popular for

working men to take care for the family, so that most working women carry a double or

triple burden: They work, take care of the children (and older relatives) and household chores.

An increased level of female entrepreneurship is dependent not only on external factors but

also on internal factors like the women’s mind-set, skills, motivation, traditions, whether or

not they grew up in a family business – these factors are not easily and quickly influenced

by political agendas or projects.

Another point worth thinking about is: When more women are putting their career first –

what are the consequences for society? How does women’s increasing employment and

entrepreneurship influence the children’s education and development? It seems obvious

that the more women will work full-time, the more financial resources have to be spent on

professional child care by society.

What are the key objectives for the promotion of women and elderly?

First of all, equal opportunities for women in the labour market is a prerequisite for the self-

realisation and financial independence of women. If they chose to rather work than stay-

ing at home with the family, they must have a fair chance to do so. In order to achieve this,

stereotypes and clichés have to be overcome.

From a national economy perspective, women and elderly are needed to boost the econ-

omy. Their activation would increase in the labour force (promotion for enterprises).

Unemployment rates are high now in parts of the Baltic Sea Region, but skilled labour

force will be scarce in the future. And already today the costs of the social security systems

would be distributed more evenly if more women and older persons were integrated in the

labour market. This will become even more important in the future when the population in

the Baltic Sea Region will be aging. With more working women and elderly, the proportion of

working population to pensioners could noticeably improve.
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And at the same time the longer working-lifespan would increase the actual retirement

age and reduce the average number of years the elderly are receiving their pensions. Working

elderly can also help integrating generations: when the youth and elderly are working

together, the social fabric is strengthened.

Within the company the benefits of working elderly persons can be even bigger: First, the

elderly can transfer their professional experience to the young generation. Second, the

knowledge of the market is a major factor in enterprises – who knows the market better

than someone who is working in this market for 35 or even 45 years?

Female entrepreneurs are needed as much as female employees. As women are more cau-

tious than men, women’s enterprises are more sustainable.

What are the most important measures to promote women and elderly?

For sure there are many more than five important measures to promote women and elderly

employees. A close look around the different countries of the Baltic Sea Region will retrieve a

vast amount of effective measures: These best practices of other Baltic Sea Region coun-

tries should be applied elsewhere. But what are success factors for the transfer of best

practice? The measures have to be adjusted to each region they are being transferred to. But

in which way this adjustments have to be performed, remains a challenge.

Some of main promoters of women and elderly are women and elderly themselves.

Governments and enterprises cannot be the sole solution to the problems women und elderly

are facing on the labour market. Women’s and the elderly’s own initiative is equally important,

especially when it comes to becoming entrepreneurs.

Generally speaking, the attitudes and the motivation to work of both, men and women,

need to be supported on the

 individual level, within the family, e.g. by sharing equal burdens like time spent

on household chores, child care;

 company level, e.g. the management should support fathers and mothers with

flexible working hours, stabilise the commitment between people and the

company;

 political level, e.g. multi-topic process, models of intergenerational lives.
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a) Time for work and family life

The most important factor hindering women to engage fully in the labour market, is their lack

of time. It is women who carry most of the burden of family lives: taking care of children and

elderly relatives, the household, etc.

Time for work and time for family life have to be reconciled. Within the family the burdens

have to distributed more fairly between women and men. But this alone will not be enough.

Day care for children of all ages has to be extended: nurseries, pre-schools, full-time schools,

etc. (increase the number of pre-schools).

These day care providers, private or public, have to be monitored regularly with regard to the

quantity of the places offered and especially the quality of the care and education being pro-

vided. The United Kingdom is a good example: A public body (Ofgem) is regularly inspecting

and assessing all childcare institutions and schools, and the extensive reports are published on

the Internet for everyone.

Pupils must be offered healthy and affordable school meals, so that mothers and fathers don

not hesitate to work full-time because they are worried about their children’s diets.

The same applies for the care for sick and elderly family members: The geriatric care system

has to be developed so that women are less needed at home to care for elderly family

members if they prefer to or need to work. The services have to be of high-quality, flexible

and affordable – a difficult task, indeed, but by all means necessary.

b) Corporate Social Responsibility

Enterprises can do a lot to improve the chances of women and elderly in the labour market.

Some employers may hesitate to recruit young women/mothers because they are worried that

they may soon go on maternity leave or that they have to stay home with their children when

they are sick, etc. Nevertheless they must give women the chance to enter the company. It

may help, if the human resources department is run by female managers.

The promotion of women in the company should be part of the corporate social respon-

sibility strategy of SMEs. Becoming an attractive employer for parents takes some efforts in

the beginning, e.g. introducing flexible working hours, organisational and technological

solutions for home-office (telework), setting up a nursery/kindergarten within the company

(for larger enterprises) or in cooperation with other local (small) enterprises; but once the

enterprise has become known for its family-friendliness, the effort will pay off. The image in



Philipp Jarke

375

the general public, among customers and among (potential) employees will improve consider-

ably and will be a competitive advantage.

Family businesses additionally have got a special chance to promote women: Daughters

should play a more prominent role as entrepreneurial successors.

All these ways to reconcile work and family life have to be discussed and taught already

during vocational training and further education (Meisterprüfung). By this the next gener-

ation of floor managers, directors and entrepreneurs will grow up regarding the reconciliation

of work and family life a “no brainer”.

To keep older employees in the company, the elderly also need an adjusted work environ-

ment to be able to stay healthy and productive up to the official retirement age and beyond.

Working conditions have to be improved to enable older employees to keep on working.

The type of work and working time have to be flexible for older employees. Elderly need

technological support and individual health management within the company as well as

flexible working hours.

Additionally, enterprises have to create jobs especially for elderly employees. A roofer

can hardly work on top of buildings lifting heavy beams up to retirement age – but the com-

pany can still benefit from the knowledge and experience of employees aged 60+ if there is

the right position for them, e.g. in quality management, as trainer and mentor for apprentices.

c) Government, SME Chambers, Universities

Enterprises promoting women and elderly need support from the government. Financial

incentives to employ more women and elderly could be one measure (benefits for enterpris-

es that give new jobs to people of retirement age): To promote the employment of

elderly, enterprises could be offered reduced contributions to social security systems.

Laws and regulations are another way to achieve equal opportunities in the labour market –

for women as well as for the elderly (regulation by law for gender equality). Age and gen-

der discrimination have to be prohibited.

To promote the elderly, the governments should introduce laws to enforce the increase

in workability. In countries with a strict obligatory retirement age like Belarus, a flexible

system of retirement age (60 years for men and 65 years for women) should be intro-

duced, so that someone who is healthy and willing to continue working, is allowed to do so.
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In many European countries men have not got the chance to take paternity leave after a baby

is born. The introduction of equal rights to take parental leave should be a measure to

apply in all BSR countries.

Chambers also have to play their role in promoting women and the elderly. They should –

whether on their own or in cooperation with schools and universities – support young

women in planning their career/choice of occupation (also: individual consultation by

social associations). Only if more women decide to learn skills that are in strong demand on

the labour market, they will have very good chances to enter the labour market, climb up the

career ladder quickly and – if they plan to have a family – will face less difficulties returning to

work after pregnancy.

Young mothers should be offered special trainings to help them to return to their work-

place or to find a new full- or part-time job. Chambers should develop special programmes to

teach women and elderly entrepreneurial skills. And they should provide trainings for

managers on the potential benefits of employing women and elderly (consultants

should address the promotion of women in companies, perhaps consultants can im-

prove conditions).

How can women be better promoted as entrepreneurs?

First of all the individual and personal dispositions of women to become an entrepreneur have

to be improved. Women who have a family have to get support from their partners, oth-

erwise they will not be able to dedicate enough time, attention and effort to their business. In

many BSR countries we need a change of culture between women and men, roles within

the family have to become more flexible to give women the chance to start their own busi-

ness.

Compared to men, there are more women who lack the confidence to start their own business

although they have the necessary skills, ideas and products/services to offer. These women

need (psychological) help to overcome the personal barriers to start a business (mental

training for women, boost confidence). Another means to help female entrepreneurs to get

started are mentoring programmes for business starters offered by chambers (mentor-

ing/coaching/utilize alumni networks).

The women have got the chance to support themselves by networking with other female

entrepreneurs, to exchange their experience, ideas and knowledge (strengthen existing

women’s organisations or create new women’s organisations and improve the possibil-

ities for female entrepreneurs to network with peers).
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Women who want to become an entrepreneur not only need the courage and a good product

or service to offer, they also need strategic know-how to enter the market successfully, to

attract customers, employees, etc. Therefore, further education in entrepreneurship for

women (and elderly) is needed. Chambers and universities are ideal organisations to offer

this service (universities should offer training and further education for female and

elderly entrepreneurs and platforms for testing business ideas).

Young entrepreneurs can easily gat lost or put off by the administrative muddle like regula-

tions, rules of taxations, exception to these rules, deadlines, etc. Someone impartial like

chambers should offer consultation on laws and regulations and the tax system to

women (and persons’ of retirement age).

Establishing a new business is very hard and young entrepreneurs should not spend a big

amount of their time and energy on paperwork. To help new female entrepreneurs, the gov-

ernment could ease the administrative burden on newly entrepreneurial women, by reducing

the bureaucratic requirements (less bureaucracy, simplified administration).

And finally, financial support for female entrepreneurs who start their own business is

required, whether as seed money or grants to support initial investments, subsidized social

security contributions, or reduced taxation (for the first 5 years). And in countries where

women have more difficulties to get loans for their business, equal access to capital for

women has to be guaranteed.

3. Political Strategic Programme

How would you assess the strategic programme “Age, Gender and In-

novation”?

The level of awareness of the problem (gender inequality and age discrimination in an aging

society resulting in scarcity of skilled workforce) is too low to change the processes that

cause the problems. Pro-active strategies and common goals are needed. The strategic

programme “Age, Gender and Innovation” lays an excellent foundation for the BSR coun-

tries’ strategy for political and economic reforms.
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What can chambers do to promote the employment of women and the

elderly in SMEs more extensively?

First of all the chambers should get a precise overview of the situation among their members:

How many women are employed? In which positions and with what kind of contracts (full- or

part-time)? How many men and women near or beyond the official retirement age are em-

ployed? The chambers should create a monitoring system to keep track of the inclusion of

women and elderly.

Once the chambers have found out in which sectors and which regions the employment of

women and elderly is disproportionately low, they can – together with the enterprises – ana-

lyse the reasons for the situation and develop measures to change it.

A sensible strategy of the chambers would be trans-regional and international cooperation:

Regional organisations should exchange their knowledge and experience with each

other (chambers should cooperate on a regional level). Other countries may have more

experience and the chambers abroad could share their best practices.

As one possible measure the chambers should organise retraining courses to help women

who struggle re-entering the labour market, e.g. after a maternity break, and to help elderly

persons who cannot continue to work in their old job.

SMEs should be supported by chambers in their demographic management, so that the

enterprises can plan the career of each of their employees in a way that allows for a high level

of workability.

Furthermore the chambers should change their curricula in further education, to help

women and persons of retirement age to develop a business plan, tell success stories

and offer other consulting for prospective entrepreneurs.

What can colleges and universities do to promote the employment of

women and the elderly in SMEs more extensively?

Educational opportunities are becoming an increasingly important factor in the interregional

competition: to attract enterprises, investments and skilled workforce. Therefore interaction

and cooperation of cities and educational institutions has got a great potential to stimulate

economic growth, to cope with demographic changes and to guaranty sustainable regional tax

revenues. When public administrations and universities, colleges, but also schools and even

kindergartens cooperatively create an attractive bundle of educational opportunities for all age
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groups, the region will become very attractive for companies and aspiring people. This results

in growth of the economy, population and tax revenues to the benefit of all: the inhabitants,

the companies, and public administration.

Universities must include in their education plan the subject “social responsibility of

enterprises”.

Universities should be more open for older students. But they should not only offer courses

for retired people as a hobby in subjects of general interest like most of them they do nowa-

days. There should be applied study courses and further education customised for people aged

50+ (“University of the third age”) that enable them to stay in their current job or give their

career path a turn so that they can change their workplace, employer or even their occupation

entirely.
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Energy Efficiency and Climate Protection
around the Mare Balticum

2011; ISBN: 978-3844800982

Volume 5

SME Relevant Sectors in the BSR: Personnel Organisation, Energy
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2012; ISBN: 978-3848202577

Volume 6

Strategies and Promotion of Innovation in Regional Policies
around the Mare Balticum

2012; ISBN: 978-3848218295



Volume 7

Strategy Programme for Innovation in Regional Policies in the Baltic
Sea Region

2012; ISBN: 9783848230471

Volume 8

Humanivity - Innovative Economic Development through Human
Growth
by Kenneth Daun

2012; ISBN: 9783848253395

Volume 9

Economic Perspectives, Qualification and Labour Market Integration
of Women in the Baltic Sea Region

2013; ISBN: 9783732243952

Volume 10

Corporate Social Responsibility and Women’s Entrepreneurship
around the Mare Balticum

2013; ISBN: 9783732278459

Volume 11
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2013; ISBN: 973732293971
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2014; ISBN: 9783735784919

Volume 13

Innovative SMEs by Gender and Age around the Mare Balticum
2014; ISBN: 9783735791191



Members of the Hanse-Parlament

The Chamber of Craftmanship and Enterprise in Białystok  

Brest Department of the Belarusian Chamber of Commerce and Industry

Hungarian Association of Craftsmen Corporations

Företagarna Kalmar länCottbus Chamber of Skilled Crafts and SME’s

Dresden Chamber of Skilled Crafts and Small Businesses

Pomeranian Chamber of Handicrafts for SME’s

Hamburg Chamber of Skilled Crafts and Small Businesses

The Federation of Finnish Enterprises

Chamber of Craft Region Kaliningrad

Kaliningrad Regional Economic Development Agency

Chamber of Crafts and SME in Katowice

Chamber of Crafts and SME in Kielce

Handicraft Chamber of Ukraine

Handicraft Chamber Leningrad Region

The Craft Chamber of Łódź  

Företagarna Skåne Service AB

Belarusian Chamber of Commerce and Industry

Minsk Department of the Belarussian Chamber of Commerce and Industry

Mogilev Branch of Belarusian Chamber of Commerce and Industry

Russian Chamber of Crafts

Warmia and Mazury Chamber of Crafts and Small Business in Olsztyn

Chamber of Crafts in Opole

The Norwegian Federation of Craft Enterprises

Master of Crafts Norway

Eastern Mecklenburg-Western Pomerania Chamber of Handicraft

Panevėžys Chamber of Commerce, Industry and Crafts  

Satakunnan Yrittajät R.Y.

Wielkopolska Craft Chamber in Poznań  

Latvian Chamber of Crafts

Craft Chamber in Rzeszów

Schwerin Chamber of Skilled Crafts



The Chamber of Handicraft Middle Pomerania in Słupsk  

The St. Petersburg Crafts Chamber

The Chamber of Crafts and SME in Szczecin

Estonian Association of Small and Medium Enterprises

The Baltic Institute of Finland

The Organisation of Handicraft Businesses in Trondheim

Vilnius Chamber of Commerce, Industry and Crafts

Lithuanian Business Employers Confederation

The Chamber of Crafts of Mazovia, Kurpie and Podlasie Regions in Warsaw

Small Business Chamber Warsaw

The Lower Silesian Chamber of Craft and Small and Medium-sized Businesses

Kyiv Chamber of Commerce and Industry

IBC Innovationsfabrikken Kolding

Donskaya Craft Chamber in Rostov/Don

Nordic Forum of Crafts


