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Abstract 

 
Gender equity is the equality of opportunities and rights between women and men, but inequality is one of 
the most latent problems today. Consequently, the study explores gender equity in managerial positions in 
the municipalities of Amazonas region, Peru. A descriptive study was conducted with a non-experimental 
design, using questionnaires, the research collected information on gender gaps in management positions in 
municipalities. The results revealed a gender inequality gap of 20%. The results also revealed that 60.4% of 
management positions are held by men and 39.6% by women, and all municipal managers are men. This 
proves the lack of gender equality policies and the existence of social and cultural biases that limit the 
development of women, so it is necessary to improve policies to generate equal opportunities for women in 
the exercise of professional development. 
 

Keywords: Gender equality, management positions, labor gaps, labor policies, personal training 
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1. Introduction 
 
Gender equality is opportunity equality between men and women  (Unesco, 2020; López-Padilla et 
al., 2021), considered the situation in which both genders, regardless of age or size, enjoy the same 
rights and resources (Pérez et al., 2023; Villavicencio, 2019), The Sustainable Development Goals 
(SDGs) encompass gender equality as a crucial component, they serve as means to promote a life free 
from discrimination for both men and women, emphasizing the importance of freedom for all 
(Consolo & Bauger, 2023; Galbiati et al., 2022; Narváez & Cabrera, 2020; Rodríguez, 2023). 

For years, society has struggled to combat inequality in various fields; gender inequality persists 
even more at workplace (Rodríguez et al., 2022), women continue to be ravished or stereotyped 
simply because they belong to female gender (Bauger, 2020; 2023; Regalado et al., 2022), in labor and 
economic sector, female population has been lagging behind for a long time compared to men 
(Colomina, 2020; Delgado et al., 2023). 

It is also observed that, globally, in 146 countries, the reduced gender gaps are, in health and 
survival 95.8%, education 94.4%, economic and opportunities in 60% and political in 22% (World 
Economic Forum, 2022). The remaining countries with parity governments are Nicaragua, 
Liechtenstein, Chile, Belgium, Mozambique, Andorra, Colombia, Germany, the Netherlands and 
Norway (Forbes Staff, 2023). In the world ranking, Iceland is the country that ranks first in providing 
the highest gender equality with 0.908, which is closer to 1, meaning full equality (Statista, 2023). 
Gender inequality exists for about 3 billion women, including girls, living in countries with low and 
very low gender equality presence (Equal Measures 2030, 2023). There is a huge labor and economic 
gap by gender, with 80% male participation compared to only 53% for women (World Bank, 2022). 

Currently, by the year 2023, there are 34 women holding the position of Head of State or 
Government (United Nations Women, 2023). In Europe, countries such as Spain and Portugal during 
the period 2006-2022, there has been no improvement in economic gender equality in the 15 years 
between 2006 and 2022 (Rivera-Mata, 2023); the theory of patriarchy has not been useful, companies 
where there is less presence of women, there is a greater amount of selfishness, affirming the 
existence of patriarchy (Suarez et al., 2019). The policy of conciliation-work was implemented in 
Spain, and this has limited effect on the problems faced by women to access high-level positions 
(Herrarte & Gómez-Salcedo, 2022). It is essential the incorporation of women in studies traditionally 
attended by men, allowing to supply the labor market equitably between both genders (Moreno, 
2021), gender influences professional training, determines the orientation towards the decision to 
choose a professional career (Sánchez-Martín et al., 2023). 

In Latin America, the participation of women in management positions is 8.6% in Argentina, 
12.1% in Uruguay, 17% in Paraguay, 19.7% in Colombia and 24.2% in Bolivia (Solari, 2021a). In 
Argentina this percentage varies according to the size of the companies and the level of experience of 
women for management positions, 26.18% of women have held management positions and the 
highest participation in medium-sized companies with 27.35% unlike large companies (Solari, 2021b). 
There is no presence of women in higher hierarchical positions, which means that there is, in fact, a 
large percentage of women occupying important positions, but not high hierarchy (Marconi et al., 
2020). In 2019, 117 million women are part of the labor force in the region, from being 20% of the 
population to 65% of the working female population (Bustelo & Marchionni, 2019). 

Men occupy a greater number of positions than women, due to the existence of discrimination 
(Bucaram-Leverone et al., 2023), gender bias and, above all, cultural barriers in Brazil (Da Costa et al., 
2022). In Ecuador, 72.53% of the organizations are made up of women, and 57.99% of the top 
positions, such as the presidency, are held by men; this shows that it is mostly men who occupy 
positions of presidency and administration (Sigüenza et al., 2019). In Chile, 8.8% of women occupy 
some managerial position, during the period no woman was president of companies (Améstica et al., 
2020), there are still scenarios of gender inequality in terms of the occupation of positions of high 
power between men and women (Caro et al., 2021), to occupy positions in the public sector, only 29% 
of women reached a managerial position, there is a large gap in terms of appointments of 
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competitions in the public sector (Gaete & Álvarez, 2020). 
In Peru, gender inequality has been reduced from 0.43 to 0.39 points, ranking 87th out of 162 

countries, with the most relevant gaps being in health, education, politics and economy (National 
Center for Strategic Planning, 2023).13% of women hold managerial positions, and the goal is for 
women to reach a 30% participation level in both public and private entities (El Comercio, 2022). In 
Peru, in Peruvian companies, only 3 out of 10 board positions are held by women; 21.3% of companies 
have a woman as CEO leader, which is 1.6% lower than expected in Latin America (RPP, 2021). In the 
case of women, women do not reach high positions, due to the stereotypes of our society, prejudices 
that are harmful to the female gender in our society today (Regalado et al., 2022). 

In the labor field of the public sector in Peru, only 23% of the organizations have women as 
managers, 77% of these positions are occupied by the male gender (Verástegui & Rojas, 2020), the 
preparation and access by meritocracy, 60% of women manage to occupy a managerial position as a 
matter of their own achievements and merits (Sánchez et al., 2021), in one of the literatures of the 
Enterprise Survey of the World Bank showed that 18% of the companies have the presence of a 
woman in a managerial position and the figure in Peru rises to 20% (The World Bank, 2020).  

The salary gap arises from the undervalued work performed by women and the lower job 
opportunities in the market (Cerquera-Losada et al., 2020); both genders have the same opportunities 
and the positions they occupy should be previously evaluated based on their abilities (Bendezú et al., 
2023), gender equity is an ongoing struggle for women, even so there are more men than women with 
positions of greater responsibility in journals and equal production of scientific articles (Alejo & 
Lopes, 2023; Aquino et al., 2022). 

The importance lies in the benefit that the female gender can bring to the development of the 
country, more than 13 thousand companies in 70 different countries, it went from 5% to 20% benefit 
when women reached management positions (International Labor Organization, 2019). When there 
is greater participation of women in the labor market, the GDP of a country increases (El País, 2020; 
Ferre, 2020). 

Therefore, the research aims to explore gender inequality in managerial positions in the 
municipalities of Amazon region, Peru. In order to identify compliance with policies on gender 
inclusion and equality in state institutions. 
 
2. Gender Equality: Theoretical Considerations 
 
In today's society, gender inequality is one of the most latent problems, families prepare both genders 
from childhood to assume roles according to their culture and beliefs (Feenstra et al., 2023; Regalado 
et al., 2022), there must be equal opportunities and rights between women and men, which provides 
and guarantees the possibility of achieving their goals (Jacob & Chandrasekhar, 2021; Zuleta, 2019), 
both genders should equally enjoy all rights, resources, opportunities and protections (Esparza, 2019). 
This implies that women can have the same level of opportunities and rights regardless their gender 
(Lobato, 2019; Peng & She, 2020). It is a problem that affects mostly women, and is leading our 
society not to develop economically and socially (Olaskoaga & Ruiz, 2020). It is inclined to prejudice 
against the female gender, which causes them to be victims of discrimination in various fields, such 
as labor (Corrales & Retamoza, 2022; García-Sánchez et al., 2023; Sánchez et al., 2022). 

That is why, the gender gap is the result of ideologies and cultures, and society does not allow 
women to reach their potential, neither to have the same opportunities as individuals (Lee, 2022; 
Vázquez et al., 2016). These opportunities in relation to entry, permanence, continuity and 
recognition within an organization (Linthon-Delgado & Méndez-Heras, 2021), these differences are 
due to the low valuation and recognition of society (Arrobo & Arrobo, 2022), within them are wage 
gender gap, access to decision making and gender bias (Adongo et al., 2023; Cuellar & Moreno, 2022; 
Moreno et al., 2022). 

The gender gap is disadvantages between men and women in accessing areas such as 
employment, education, health care, and participation in politics (Jackman, 2022). The gap is usually 
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very insignificant in areas where there is a greater female presence (Molina & Usui, 2023; Taylor et al., 
2019), cultural background, parental discrimination between sons and daughters is part of the gap 
(Chenxu et al., 2022; Inam et al., 2020). 

But it also has value and importance in the labor gap, it exists when women of working age do 
not have access to equal employment and economic opportunities, it is a severely unequal constraint 
(Espinel, 2022; Hua-Tang et al., 2023). Both men and women should and can count on equal access to 
employment, as well as the same wage level, especially to reach higher-level positions (Ilieva & 
Wrohlich, 2022; Maubrigades, 2020). However, the level of discrimination of women persists, even 
more so in backward societies (Paz, 2019). In this sense, it is necessary for organizations to ensure 
gender equality as much as possible (Bloch et al., 2021; Güezmes et al., 2022).  

Labor policies play a very important role in gender equality, around the world it is desired that 
the differences between men and women are reduced; the State together with society do hard work 
to achieve this goal (Amore & Garofalo, 2021; Furlín & Graupe, 2023; Medina-Gamero & Regalado-
Chamorro, 2021). Policies must be properly designed, executed and above all must give the expected 
results and for this, first the reality of the population as a whole must be known (di Paola et al., 2022; 
Espinosa & Bustelo, 2019). In Peru, the National Policy on Gender Equality was approved by Supreme 
Decree with N° 008-2019-MIMP, with the intention of promoting the participation of both men and 
women in the development of society, providing equal access to opportunities and respect for their 
rights (El Peruano, 2019). 

Faced with this, professional training in both genders have vital importance. There is a gender 
stereotype in certain professions, 9 out of 10 are men are trained in "Masculine" careers noting the 
low presence of women (Sánchez et al., 2023), it is necessary to know that women are prepared to 
assume the management of an entity, but present difficulties to ascend to management positions 
causing the loss of human capital in organizations (Jain et al., 2022; Rodrigues et al., 2020), the 
knowledge and skills obtained by women in their professional training influences their insertion in 
the labor field decreasing gender inequality (Felix & Inzunza, 2019). 

As described, Peru is one of the countries that has an integrated system of free education, with 
access to both women and men, without any discrimination (Arroyo-Corahua & Ruiz-Ruiz, 2023; 
Ugarte, 2019), both men and women need to be in constant training to acquire new competencies, 
more skills and better knowledge (Olgarenko et al., 2019; Vieyra & Ortega, 2021). 
 
3. Methodology 
 
The research has a quantitative approach and a descriptive scope with a non-experimental design. 
The investigation was carried out with the management officials of the Provincial Municipalities that 
are part of the Amazonas Region of Peru. 

The study population was made up of 115 managers (Municipal Managers and Sub Unit 
Managers) from the 07 Provincial Municipalities of the Amazonas Region, which were the following: 
Provincial Municipality of Chachapoyas; Provincial Municipality of Utcubamba; Provincial 
Municipality of Bagua; Provincial Municipality of Condorcanqui; Provincial Municipality of 
Rodríguez de Mendoza; Provincial Municipality of Bongará and Provincial Municipality of Luya. To 
obtain data from the research population, a technique known as convenience sampling was used, that 
is, only managers and sub-managers of each municipality were considered as part of the sample, 
making a total of 48 officials of both sexes. 

The questionnaire was designed in online format and distributed by email. It consisted of 18 
items distributed in 03 dimensions of 06 items each. For the dimensions “Labor Gaps”, “Labor 
Policies” and “Professional Training” they were measured using a 5-point Likert scale (1-Not at all, 2- 
A little, 3- Medium, 4- A lot, 5- Quite a bit). 

The results of this study were evaluated using the SPSS statistical software packages. The gender 
gap analysis of the study was performed with SPSS using descriptive statistics grouped into levels. 

There were limitations in the application of the survey, due to having very distant 
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municipalities, opting for a virtual questionnaire to survey all the municipalities in the region. 
 
4. Results and Discussion 
 
This section shows the results on gender equality in municipal management positions in the 48 
public servants of the municipalities of the provinces of the Amazon region, on its three dimensions, 
labor gaps, labor policies and professional training, expressed below. 
 
Table 1: Gender equality in management positions 
 

Level Frequency Percentage 
High 1 2.1% 
Medium 40 83.3% 
Under 7 14.6% 
Total 48 100.0% 

 
Taking as a reference 48 public servants in managerial positions in the different provincial 
municipalities of the Amazonas region - Peru, 83.3% of those surveyed perceive a medium level of 
gender inequality in the occupation of managerial positions, 14.6% perceive a low level and only 2.1% 
consider that there is a high level, according to the number of respondents, there are 19 women and 
29 men occupying municipal positions, which means that there is a gender gap of 20%. 

The gender disparity in municipal positions in the region can be attributed to various 
interrelated factors, such as cultural norms that limit women's access to leadership roles, disparities 
in education and training, gender stereotypes that influence perceptions and selection process. The 
lack of professional networks for women, discrimination and institutional barriers in the selection 
and promotion processes, disproportionate family responsibilities, the absence of specific gender 
equality policies in municipalities, and the lack of role models for young women. Addressing this gap 
requires a comprehensive approach that includes policies to promote gender equality, equitable 
access to education and training opportunities, as well as measures to challenge gender stereotypes 
and create inclusive work environments that support the advancement of women in the workplace. 

In the 7 provincial municipalities of the Amazonas region, only 39.6% of women occupy a 
managerial position, but none have occupied a position as municipal manager; coinciding with the 
situation in Buenos Aires, (Marconi et al., 2020) affirms that there is a large number of women 
occupying important positions, but not high hierarchy positions, (Aquino et al., 2022) state that there 
are more men than women occupying positions of greater responsibility; when it comes to high 
hierarchy, gender inequality increases, as stated by (Caro et al., 2021), there is gender inequality in 
terms of occupying positions of high power between men and women. This shows that there are 
gender gaps in managerial positions, even more so in high-ranking positions. This also shows that 
policies on gender equality in public entities are not being complied with; in view of this, the 
characteristics of the positions must be restructured in order to give women opportunities to occupy 
managerial positions within state entities. In particular, they confirm the continuing importance of 
the gender gap in labor participation, documented by (Clark et al., 2021; Cuberes et al., 2023; Cuberes 
& Teignier, 2016; Fang & Norman, 2006) who show a problem that needs to be addressed with actions 
that allow important implications for policy and future research. 
 
Table 2: Labor gaps in management positions 
 

Level Frequency Percentage 
High 1 2.1% 
Medium 26 54.2% 
Under 21 43.8% 
Total 48 100.0% 
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In Amazonas region, 54.2% of the 7 municipalities surveyed consider that there is a medium level of 
labor gaps, 43.8% a low level and 2.1% perceive that there is a high level; 94% consider that the 
number of women in managerial positions is increasing, but there are still limitations and barriers 
that hinder the development of the female gender in the workplace. As stated by (Da Costa et al., 
2022), there are gender biases and especially limiting cultural barriers. This is a problem when 
applying gender equality policies, since it shows limitations on women's professional practice.   

In support of this, (Bucaram-Leverone et al., 2023), 62% perceive that there is a salary disparity 
between men and women for the same management position, salaries vary in favor of men and women's 
work is considered less valued because they are women, due to the fact that there is a lot of discrimination.  

In addition, 80% state that there are obstacles to reach managerial positions, culture and society 
displace women to occupy these positions, corroborate this statement (Cerquera-Losada et al., 2020), 
who evidenced that the presence of obstacles is due to the undervaluation of the work done by 
women; on the other hand, 78% indicate that there is discrimination for a woman to occupy a 
managerial position, based on the thought that this position should be occupied by a man. Similarly, 
(Regalado et al., 2022) mention that this problem is explained by the presence of stereotypes in 
hierarchical positions, this being a cultural issue in the institutions. 
 
Table 3: Labor policies in management positions 
 

Level Frequency Percentage 
High 2 4.2% 
Medium 37 77.1% 
Under 9 18.8% 
Total 48 100.0% 

 
In Amazonas region, the perception of public servants in the different municipalities of the region 
with respect to labor policies for gender equality in management positions is high in 4.2%, medium in 
77.1% and low in 18.8%, which means that the national reality is growth above the medium level, to 
mitigate such statistics labor policies must be properly structured and implemented, with the 
participation of the institutions and population involved, as stated by (Afacan et al., 2021), norms that 
promote gender equality should be adopted in collaboration with the institutions with the creation of 
policies to promote the inclusion of women in the labor market. 

In Peru, gender policy does not have the expected effect at the rate that the population expects, 
there is a great gender inequality in the Amazon region, the gender equality policy implemented in 
different countries and in Peru does not have the expected effect as mentioned (Herrarte &Gomez-
Salcedo, 2022). The policy of reconciliation of work and family life, was implemented in Spain, this 
has a limited effect on the problems faced by women to access high level positions. This is a problem 
that not only affects local institutions, but also nationally and internationally. 
 
Table 4: Professional training for management positions 
 

Level Frequency Percentage 
High 14 29.2%
Medium 31 64.6%
Under 3 6.3% 
Total 48 100.0% 

 
In favoring men over women to access management positions, the existence of women with a 
professional profile, the influence of this to access management positions, and the consideration of 
the abilities of both genders equally, the perception is high in 29.2%, medium in 64.6% and low in 
6.3%, which means that the perception is above the expected average, referring to gender equality. 
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A country should have applications from professionals of both genders in equal numbers for a 
job position, as well as studying a career in equal numbers leaving aside and overcoming gender 
stereotypes, as mentioned by (Moreno, 2021), in Spain it is essential to incorporate women in studies 
that traditionally men attend, allowing to supply the labor market equally between both genders, in 
Peru as in Amazon region, gender influences professional training, gender determines the orientation 
towards the decision to choose a professional career (Sánchez-Martín et al., 2023). Therefore, 
professional careers are stereotyped, which is reflected in the professionals and in the number of 
applicants to a job position. This affects the labor field where women have to face difficulties to enter 
the labor market, which affects the development of policies to close gender inequality gaps in Peru. 
According to (Cunningham, 2008; Gueltzow et al., 2023; Hargrove et al., 2020; Leupp, 2017; Oksuzyan 
et al., 2010) the U.S. gender gap can be explained by unequal labor market opportunities. This 
suggests that policies that attempt to equalize labor market opportunities have the potential to 
reduce the gender gap. Decreasing labor market inequalities, especially in employment opportunities, 
reduces the gender gap most in the groups with the largest gender depression gap, i.e., Hispanics and 
groups with low educational attainment. 
 
5. Conclusions 
 
Women live in a constant struggle to have the same level of opportunities as men, gender inequality 
exists due to discrimination, stereotypes and above all cultural ideologies that prevent women from 
reaching their goals and occupying high positions; society as a whole must change its perspectives 
and focus on creating an environment of equity and gender equality between men and women. 

The implementation of policies and labor standards on gender equality is intended to ensure 
that men and women have the same rights and opportunities in various aspects of their lives, 
particularly on labor field. These policies should be constantly evalated within both public and 
private institutions and entities to ensure their correct application and, most importantly, to achieve 
the objective of gender equality. If this is not the case, failures should be identified, and strategies 
should be implemented to help meet the goals. 

Labor policies for gender equality in the country are perceived to be growing steadily, but 
society believes that this growth is insufficient. Labor policies serve as a pillar for fostering growth 
and reducing the gender gap. Therefore, the work and commitment of the State are essential for their 
implementation and improvement. 

In the training and professional profile, it is concluded that there are qualified personnel to 
assume managerial positions, with many cultural and social limitations. This is the starting point to 
improve the hiring policies of public servants in municipalities and other State entities, on the part of 
society, it is essential to eliminate gender stereotypes in professional careers, both genders can 
develop in any profession they wish. 
 
6. Implications 
 
With its academic contributions, this research will broaden knowledge to contribute to improve 
policies on reducing gender inequality. This research studies inequalities in positions within 
provincial municipalities as a basis that can be strengthened to analyze inequality in state entities in 
all sectors. The analysis of inequalities in managerial positions reinforces the importance of the study, 
finding gaps that should be strengthened through the implementation of policies. 

The study is of enormous importance for the development of policies to close gaps in gender 
inequality.  The report provides regulators with important recommendations for improvement in 
policy implementation.  The report recommends that regulators develop strategies to improve 
country applications so that the government can ensure equal opportunity. The research helps 
regulators to develop procedures for gender inclusion, which would be achieved through conditions 
for each managerial position. 



E-ISSN 2240-0524 
ISSN 2239-978X 

      Journal of Educational and Social Research
          www.richtmann.org  

                           Vol 14 No 3 
               May 2024 

 

 288

References 
 
Abalkhail, J. M. (2019). Women's career development in an Arab Middle Eastern context. Human Resource 

Development International, 22(2), 177-199. https://doi. org/10.1080/13678868.2018.1499377.  
Acheson, J., & Collins, M. (2021). The gender pay gap in Revenue. Administration, 69(3), 45-75. https://doi.org 

/10.2478/ADMIN-2021-0020. 
Addabbo, T., Gunluk, G., & O'Hagan, Á. (2020). Acting for gender equality: evidence, gaps and prospects for real 

change in economic policy. Politica Economica, 36(3), 277-294. https://doi.org/10.1429/100367 
Adongo, A. A., Dapaah, J. M., & Azumah, F. D. (2023). Gender and leadership positions: understanding women’s 

experiences and challenges in patriarchal societies in Northern Ghana. International Journal of Sociology 
and Social Policy. https://doi.org/10.1108/IJSSP-02-2023-0028 

Afacan, M., Acar, D., & Ustabas, A. (2021). Gender Inequality in Businesses: Woman Managers and Resilient 
Gender Norms. Gender and Politics, 205-227. https://doi.org/10.1007/978-3-030-52770-9_10 

Agénor, P. R., Ozdemir, K. K., & Pinto, E. (2021). Gender Gaps in the Labour Market and Economic Growth. 
Economica, 88(350), 235-270. https://doi.org/10.1111/ECCA.12363. 

Ain, Q. U., Yuan, X., & Javaid, H. M. (2022). The impact of board gender diversity and foreign institutional 
investors on firm innovation: evidence from China. European Journal of Innovation Management, 25(3), 
813–837. https://doi.org/10.1108/EJIM-10-2020-0439 

Alejo, L. V., & Lopes, T. M. G. D. C. (2023). GENDER PARITY VERSUS EQUITY IN THE 21ST CENTURY The Crisis 
of Modern Societies. VISUAL Review. International Visual Culture Review / Revista Internacional de Cultura, 
10. https://doi.org/10.37467/REVVISUAL.V10.4556 

Améstica, L. R., King, A., Espinoza, C., & Daza, M. (2020). Women's participation in top management of Chilean 
firms and its impact on financial performance. International Journal of Social Science Research, 16(2), 248-
266. https://doi.org/10.18004/riics.2020.diciembre.248. 

Amore, M. D., & Garofalo, O. (2021). Pay inequality and gender dynamics in top executive positions. Corporate 
Governance: An International Review, 29(6), 526–540. https://doi.org/10.1111/CORG.12389 

Aquino, C. R., Chávez, S. G., Benites, C. A., Quijano, R., & Arroyo, H. (2022). Female participation in the editorial 
committees of medical journals in Latin America. Biomedica: journal of the National Institute of Health, 4(2), 
355-363. https://doi.org/10.7705/biomedica.6120. 

Arrobo, M. L., & Arrobo, M. C. (2022). Digital gender gap in the context of the COVID-19 pandemic. Revista 
Iberoamericana de Ciencia, Tecnología y Sociedad. https://n9.cl/r3261. 

Arroyo-Corahua, L. F., & Ruiz-Ruiz, M. F. (2023). Factors promoting gender-responsive early childhood education: 
The Peruvian case. Revista de Ciencias Sociales, 29(2), 32–48. https://doi.org/10.31876/RCS.V29I2.39961 

Bauger, E. S. (2020). El amparo colectivo para garantizar el derecho de igualdad laboral y no discriminación en 
razón del género. Anales de La Facultad de Ciencias Jurídicas y Sociales de La Universidad Nacional de La 
Plata, 50, 049. https://doi.org/10.24215/25916386E049 

Beletskaya, M. Y., & Zotova, E. A. (2020). Towards gender equality in the labour markets of Canada, USA and 
Russia: an overview of progress in achievement of international commitments. Population and Economics, 
4(1), 38-50. https://doi.org/10.3897/popecon.4.e50338.  

Bendezú, A. R., Núñez, L. A., Riojas, D. R., & Puga, N. B. (2023). Gender pay equity in times of pandemic COVID-
19: A systematic literature review. International Journal of Professional Business Review, 8(1). https://doi. 
org/10.26668/businessreview/2023.v8i1.937. 

Bloch, K. R., Taylor, T., Church, J., & Buck, A. (2021). An Intersectional Approach to the Glass Ceiling: Gender, 
Race and Share of Middle and Senior Management in U.S. Workplaces. Sex Roles, 84(5–6), 312–325. 
https://doi.org/10.1007/S11199-020-01168-4 

Bucaram-Leverone, R., Quinde-Rosales, V., Quinde-Rosales, F., & Vera, P. (2023). Gender Discrimination in the 
Labor Market. A case study for graduates of the Faculty of Agricultural Economics. Revista Venezolana de 
Gerencia. https://doi.org/10.52080/rvgluz.28.102.15. 

Bustelo, M., & Marchionni, M. (2019). Female labor participation in Latin America: more and better is possible. El 
País. https://n9.cl/df9as 

Caro, P., Román, H. & Armijo, L.  (2021).  Women in senior mining positions in Chile.Agency and gender tensions. 
Convergencia Revista de Ciencias Sociales, 28, 1-29. https://doi.org/10.29101/crcs.v28i0.14438. https://doi.org 
/10.29101/crcs.v28i0.14438 

Cerquera-Losada, O. H., Arias-Barrera, C. J., & Prada-Hernández, J. F. (2020). The Gender Wage Gap in Colombia 
and in the Department of Caldas. Ánfora de las Ciencias Sociales y Humanas. https://n9.cl/h7y15. 

 
 



E-ISSN 2240-0524 
ISSN 2239-978X 

      Journal of Educational and Social Research
          www.richtmann.org  

                           Vol 14 No 3 
               May 2024 

 

 289

Chenxu, H., Hao, G., & Xiaozhou, D. (2022). Son preference, intrahousehold discrimination, and the gender gap in 
education in China. International Review of Economics & Finance, 79, 324-339. https://doi.org/10.1016/j.iref.2 
022.02.007. 

Chu, C., & Araujo-Alvarez, G. H. (2022). The impact of increased participation of women in corporate 
management on profitability. University of the Pacific. https://n9.cl/jot06 

Clark, R. L., Ogawa, N., Mansor, N., Abe, S., & Mahidin, M. U. (2021). Wage differentials in malaysia: Public employment, 
gender, and ethnicity. Asian Economic Papers, 20(3), 16-34. https://doi.org/10.1162/ASEP_A _00840 

Colomina, M. J. (2020). Anesthesiology: Gender and leadership. Revista Española de Anestesiología y Reanimación 
(Spanish Journal of Anesthesiology and Resuscitation). https://doi.org/10.1016/j.redar.2019.11.001 

Consolo, A. N., & Bauger, E. S. (2023). Gender equality and the human rights of women and girls as sustainable development 
goals. Onati Socio-Legal Series, 13(2), 589-607. https://doi.org/10.35295/OSLS.IISL/0000-0000-0000-1389 

Corrales Borboa, L. G., & Retamoza López, A. (2022). Wage gap attributed to gender discrimination in Mexico. 
Revista Venezolana de Gerencia, 27(100), 1645-1665. https://doi.org/10.52080/RVGLUZ.27.100.22 

Cuberes, D., & Teignier, M. (2016). Aggregate effects of gender gaps in the labor market: A quantitative estimate. 
Journal of Human Capital, 10(1), 1-32. https://doi.org/10.1086/683847 

Cuberes, D., Schmillen, A., & Teignier, M. (2023). The aggregate gains of eliminating gender and ethnic gaps in the 
Malaysian labor market. Journal of Asian Economics, 87, 101615. https://doi.org/10.1016/J.ASIECO.2023.101615 

Cuellar, C. Y., & Moreno, J. O. (2022). Employment, wages, and the gender gap in Mexico: Evidence of three 
decades of the urban labor market. Latin American Journal of Central Banking, 3(2), 100055. 
https://doi.org/10.1016/J.LATCB.2022.100055 

Cunningham, M. (2008). Changing attitudes toward the male breadwinner, female homemaker family model: 
Influences of women’s employment and education over the lifecourse. Social Forces, 87(1), 299-324. 
https://doi.org/10.1353/SOF.0.0097 

Da Costa, L. P., Capellari, G., & Vargas, K. (2022). Public Management and Gender: women's experiences in 
entering and occupying positions in a Brazilian city. urbe. Revista Brasileira de Gestão Urbana, 14, 1-12.  
https://doi.org/10.1590/2175-3369.014.e20210070.  

Delgado, C., Castrejón, I., Hernández-Cruz, B., García Vivar, M. L., García de Vicuña, R., Romera Baures, M., 
Carreira, P., Naredo, E., Reina, D., Galindo, M., Peralta, C., Varas de Dios, B., & Carmona, L. (2023). Sesgos 
de género en la reumatología española: Percepciones y realidad. Reumatología Clínica. https://doi.org/10.101 
6/J.REUMA.2023.02.004 

di Paola, V., Dupray, A., & Moullet, S. (2022). Does occupational gender composition affect women’s chances of 
becoming managers? Evidence from France, Sweden, Switzerland and the UK. International Journal of 
Sociology and Social Policy. https://doi.org/10.1108/IJSSP-12-2021-0315 

El Comercio (August 4, 2022). Labor gender gap: Only 13% of women hold managerial positions in Peru. El 
Comercio. https://n9.cl/ld0hw 

El País. (July 27, 2020). Increased participation of women in the labor market can increase GDP by 16.8%. 
Economy. https://n9.cl/qaw0s 

El Peruano (2019). National Policy on Gender Equality Supreme Decree No. 008-2019- MIMP. El Peruano. 
https://n9.cl/2ir9e 

Equal Measures 2030. (2023). Impact Report. https://acortar.link/EvuAJZ 
Esparza Reyes, E. (2019). Some critical reflections on the right to equality as non- discrimination in Chile. 

Cuestiones constitucionales, (40), 3-37. https://doi.org/10.14482/INDES.30.1.303.661 
Espinel, M. A. (2022). Corporate Social Responsibility as a key to fight labour inequality. TECHNO Review. 

International Technology, Science and Society Review / Revista Internacional de Tecnología, Ciencia y 
Sociedad, 11(7). https://doi.org/10.37467/REVTECHNO.V11.4473 

Espinosa, J., & Bustelo, M. (2019). How do we evaluate the success of gender equality policies? Criteria and 
methodological tools. Revista Española de Ciencia Política, (49), 151-172. https://doi.org/10.21308/recp.49.07 

Fang, H., & Norman, P. (2006). Government-mandated discriminatory policies: Theory and evidence. 
International Economic Review, 47(2), 361-389. https://doi.org/10.1111/J.1468-2354.2006.00382.X 

Feenstra, S., Stoker, J. I., Lammers, J., & Garretsen, H. (2023). Managerial stereotypes over time: the rise of 
feminine leadership. Gender in Management. https://doi.org/10.1108/GM-10-2022-0331 

Félix, G., & Inzunza, P. (2019). Persistence of gender roles in the labor participation of women with professional 
studies in Mexico. Papeles de Poblacion, 25(99), 209-248. https://doi.org/10.22185/24487147.2019.99.09 

Félix, G., & Inzunza, P. (2019). Persistence of gender roles in the labor participation of women with professional 
studies in Mexico. Papeles de Poblacion, 25(99), 209-248. https://doi.org/10.22185/24487147.2019.99.09 

Ferre, J. C. (2020). Precarious Work in Argentina, 2003–2017. Latin American Perspectives. https://doi.org/10.117 
7/0094582X19898291 



E-ISSN 2240-0524 
ISSN 2239-978X 

      Journal of Educational and Social Research
          www.richtmann.org  

                           Vol 14 No 3 
               May 2024 

 

 290

Forbes Staff (2023). Chile is among the 10 most equal governments in the world. Forbes. https://n9.cl/dhnwv 
Furlín, N., & Graupe, M. E. (2023). Educational policy proposals with a gender perspective in Brazil and Chile 

(1994-2016): a comparative study. Educacao e Sociedade. https://doi.org/10.1590/ES.256467 
Gaete, R., & Álvarez, J. (2020). Senior public management and glass ceiling. Women's access to managerial 

positions in Chile. Espiral (Guadalajara), 27(77), 179-222. https://doi.org/10.32870/eees.v27i77.7085 
Galbiati, L. A., González, A. B. P., dos Santos, N. M., Palmieri, R. H., & Rodrigues, E. R. (2022). Rupturas a partir de 

la “política de la boiada”: Un análisis según los Objetivos del Desarrollo Sostenible. Ambiente e Sociedade, 25. 
https://doi.org/10.1590/1809-4422ASOC20220021L5ARO 

García-Sánchez, I. M., Aibar-Guzmán, C., Núñez-Torrado, M., & Aibar-Guzmán, B. (2023). Women leaders and 
female same-sex groups: The same 2030 Agenda objectives along different roads. Journal of Business 
Research, 157. https://doi.org/10.1016/J.JBUSRES.2022.113582 

Gueltzow, M., Bijlsma, M. J., van Lenthe, F. J., & Myrskylä, M. (2023). The role of labor market inequalities in 
explaining the gender gap in depression risk among older US adults. Social Science & Medicine, 332, 116100. 
https://doi.org/10.1016/J.SOCSCIMED.2023.116100 

Güezmes, A., Scuro, L., & Bidegain, N. (2022). Gender equality and women's autonomy in eclac thinking. El 
trimestre económico. https://doi.org/10.20430/ete.v89i353.1416 

Hargrove, T. W., Halpern, C. T., Gaydosh, L., Hussey, J. M., Whitsel, E. A., Dole, N., Hummer, R. A., & Harris, K. 
M. (2020). Race/Ethnicity, Gender, and Trajectories of Depressive Symptoms Across Early- and Mid-Life 
Among the Add Health Cohort. Journal of Racial and Ethnic Health Disparities, 7(4), 619-629. https://doi.org 
/10.1007/S40615-019-00692-8 

Herrarte, A., & Gómez-Salcedo, F. B. (2022). Gender gaps in wages and managerial positions: do family-oriented 
policies contribute to achieving gender equality among european university graduates? World Economic 
Review. https://doi.org/10.33776/rem.v0i62.5486 

Hua-Tang, Y., Chun -Ping, C., Donni Fajar, A., & Iman, G. (2023). Gender equality and central bank independence. 
Economic Analysis and Policy. https://doi.org/10.1016/j.eap.2023.04.006 

Ilieva, B., & Wrohlich, K. (2022). Gender Gaps in Employment, Working Hours and Wages in Germany: Trends 
and Developments Over the Last 35 Years. CESifo Forum, 23(2), 17-19. 

Inam, H., Janjua, M., Martins, R. S., Zahid, N., Khan, S., Sattar, A. K., Darbar, A., Akram, S., Faruqui, N., Khan, S. 
M., Lakhani, G., Gillani, M., Hashmi, S. A., Enam, A., Haider, A. H., & Malik, M. A. (2020). Cultural Barriers 
for Women in Surgery: How Thick is the Glass Ceiling? An Analysis from a Low Middle-Income Country. 
World Journal of Surgery, 44(9), 2870-2878. https://doi.org/10.1007/S00268-020-05544-9 

International Labor Organization. (22 de Mayo de 2019). Women in management positions contribute to 
increased business performance. Las mujeres en la gestión empresarial. https://n9.cl/5koz1 

International Labour Organization (May 22, 2019). Women in managerial positions contribute to increased 
business performance. Women in business management. https://n9.cl/5koz1 

Jackman, M. (2022). The effect of tourism on gender equality in the labour market: Help or hindrance?       
Women's       Studies       International       Forum, 90. https://doi.org/10.1016/j.wsif.2021.102554.  

Jacob, N., & Chandrasekhar, S. (2021). Advancing Female Corporate Leadership: A Comparative Analysis of Female 
Versus Male Leadership Behaviour in India. Millennial Asia. https://doi.org/10.1177/09763996211048988 

Jain, S., Bajaj, B., & Singh, A. (2022). Are Indian Higher Education Institutions Doing Their Bit Towards 
Empowerment of Mid-Career Women? Women in Higher Education and the Journey to Mid-Career: 
Challenges and Opportunities, 119-143. https://doi.org/10.4018/978-1-6684-4451-1.CH007 

Lee, K. (2022). The gender wage gap: Evidence from South Korea. IZA Journal of Labor Economics, 11(1). 
https://doi.org/10.2478/IZAJOLE-2022-0005 

Leupp, K. (2017). Depression, Work and Family Roles, and the Gendered Life Course. Journal of Health and Social 
Behavior, 58(4), 422-441. https://doi.org/10.1177/0022146517737309 

Linthon-Delgado, D. E., & Méndez-Heras, L. B. (2021). Decomposition of the gender wage gap in Ecuador. Mexican 
journal of economics and finance. https://doi.org/10.21919/remef.v17i1.706. 

Lobato, J. (2019). Equality clause in the workplace and gender perspective. Law School Journal, (46), 1-48. 
https://doi.org/https://doi.org/10.22187/rfd2019n46a9. 

López-Padilla, D., García-Río, F., Alonso-Arroyo, A., Arenas Valls, N., Lajas, A. C., Corral Blanco, M., Gallo 
González, V., Flores, M. L., Redondo, M. M., Martos Gisbert, N., Castillejo, E. O., Padilla Bernáldez, M., 
Gallán, M. P., Ribera, V. P., Puente Maestu, L., Moreno, B. R., Jimeno, E. R., Azofra, A. S., Segrelles-Calvo, G., 
… Paz, L. (2021). Diferencias de género en las publicaciones originales de Archivos de Bronconeumología en 
el periodo 2001-2018. Arch Bronconeumol, 57(2), 107-114. https://doi.org/10.1016/j.arbres.2020.04.020 

 
 



E-ISSN 2240-0524 
ISSN 2239-978X 

      Journal of Educational and Social Research
          www.richtmann.org  

                           Vol 14 No 3 
               May 2024 

 

 291

Marconi, A., Knopoff, E. G., Irurzún, A. M., Rojo, C., Negri, C. V., Freddi, I., & Chiarelli, J. (2020). University 
teaching in health: Analysis of the distribution between types of work and gender. Saludiciencia, 23(8), 619-
625. https://doi.org/10.21840/siic/161236. 

Maubrigades, S. (2020). Gender gaps in the rural labor market in Uruguay, 1990- 2010. History debates and trends. 
https://doi.org/10.5335/hdtv.20n.2.10928 

Medina-Gamero, A., & Regalado-Chamorro, M. (2021). Pandemia, confinamiento y violencia de género: un 
trinomio peligroso. Atención Primaria, 53(10), 102151. https://doi.org/10.1016/J.APRIM.2021.102151 

Ministry of Women and Vulnerable Populations (2017). Gender equality in policies and management of local 
development. Contributing to informing local authorities (First ed.). Ministerio de la Mujer y Poblaciones 
Vunerables - MIMP. https://n9.cl/m1q57 

Molina, T., & Usui, E. (2023). Female labor market conditions and gender gaps in aspirations. Journal of Economic 
Behavior & Organization, 211, 165-187. https://doi.org/https://doi.org/10.1016/j.jebo.2023.04.031 

Moreno, A. M. (2021). Gender, professional training and labour insertion. Asparkia. https://doi.org/10.6035/ASP 
ARKIA.2021.38.5 

Moreno, Á., Fuentes-Lara, C., & Khalil, N. (2022). Gender gaps and opportunities in communication management 
in Spain. Palabra Clave. https://doi.org/10.5294/pacla.2022.25.3.5 

Narváez, Y. V., & Cabrera, M. D. D. (2020). Violence and labor inequality in mexico: Theoretical review from a 
gender perspective. Andamios, 17(42), 423-440. https://doi.org/10.29092/UACM.V17I42.750 

National Center for Strategic Planning (2023). Peru reduces gender inequality, ranking 87th. https://n9.cl/m7sa0 
Oksuzyan, A., Crimmins, E., Saito, Y., O’Rand, A., Vaupel, J. W., & Christensen, K. (2010). Cross-national 

comparison of sex differences in health and mortality in Denmark, Japan and the US. European Journal of 
Epidemiology, 25(7), 471-480. https://doi.org/10.1007/S10654-010-9460-6 

Olaskoaga, J., & Ruiz, R. S. (2020). Measuring gender equality in Europe. A review of the particularities of the 
Gender Equality Index and its implications. Papeles de población, 26(104), 213-238. https://doi.org/10.22185/ 
24487147.2020.104.17. 

Olgarenko, G. V., Ugryumova, A. A., Pautova, L. E., & Ezhikova, T. S. (2019). Modern problems in the 
implementation of supplementary education training for specialists in the Russian’s federation’s 
reclamation department. Espacios, 40(8). 

Paz, J. A. (2019). The gender wage gap in Argentina: an analysis about labor segmentation. Socieda e Cultura 
Revista de Ciencias Sociales. https://doi.org/10.5216/sec.v22i1.57894.  

Peng, C., & She, P. W. (2020). Are women less likely to be managers in the UK labour market? Economic 
Modelling, 85, 317-324. https://doi.org/10.1016/J.ECONMOD.2019.10.021 

Pérez, G. (2023). Identidad de género: Conceptos actuales y tratamiento hormonal de afirmación de género. 
Endocrinología, Diabetes y Nutrición, 70, 27-37. https://doi.org/10.1016/J.ENDINU.2022.02.007 

Pérez, G., Bartroli, M., Pasarín, M. I., Artazcoz, L., Juárez, O., Pérez, G., Bartroli, M., & Pasarín, M. I. (2023). 
Articulo especial Estrategia de promoción de relaciones equitativas y saludables en centros educativos de 
Barcelona Strategy for the promotion of equitable and healthy relationships in educational centers in 
Barcelona. Gaceta Sanitaria, 37, 102286. https://doi.org/10.1016/j.gaceta.2022.102286 

Regalado, M., Medina, A., & Anaya, A. (2022). Gender equality in medicine: an ongoing struggle. Atención 
Primaria Práctica. https://doi.org/10.1016/j.appr.2022.100145 

Rivera-Mata, J. (2023). Gender equality in Spain and Portugal 2006-2022; economy and competitiveness. Journal of 
Globalization, Competitiveness and Governability. https://doi.org/10.58416/GCG.2023.V17.N1.06 

Rodrigues, J. R., Castro, L. P., & Santiago, R. (2020). Labor market from a gender perspective: perceptions in the 
Spanish tourism sector. Revista Venezolana de Gerencia, 25(92), 1478-1501. https://n9.cl/hy9yh 

Rodríguez, J. L., Mercado, N. N., Vidal, L., Guarín, A. F., Chang, E., & Fernando, J. (2022). Evolution of Women in the 
Spanish Tourism Industry Labor Market. Procedia Computer Science. https://doi.org/10.1016/j.procs.202 2.07.089 

Rodríguez, L. (2023). El necesario objetivo 18: La Comunicación en los Objetivos de Desarrollo Sostenible (The 
necessary Goal 18: Communication in the Sustainable Development Goals). Journal of Speech Therapy, 
Phoniatrics, and Audiology. https://doi.org/10.1016/j.rlfa.2023.100318. 

Rodríguez, L. (2023). The Needed Goal 18: Communication in the Sustainable Development Goals (The necessary 
Goal 18: Communication in the Sustainable Development Goals). Revista de Logopedia, Foniatría y 
Audiología. https://doi.org/10.1016/j.rlfa.2023.100318 

RPP (September 14, 2021). Female leadership: Why do women hold fewer management positions than men? RPP. 
https://n9.cl/umyk3 

Sánchez, M. M., Torres, J. M., Jiménez, D., Huari, F., & Centurión, Á. J. (2022). Equality and liberty in The State by 
Rousseau: insights today. ACADEMO, 9(1), 53-61. https://doi.org/10.30545/academo.2022.ene-jun.5. 

 



E-ISSN 2240-0524 
ISSN 2239-978X 

      Journal of Educational and Social Research
          www.richtmann.org  

                           Vol 14 No 3 
               May 2024 

 

 292

Sánchez, R., Ordaz, A., Oliveres, V., & Bolinches, C. (2023). Gender stereotypes remain in the professions: women 
to care and men to manual labor. El Diario.es. https://n9.cl/3ispl 

Sánchez, R., Vassallo, K. L., & Mendoza, M. (2021). Women and universities: A model of equal opportunities in a 
Peruvian university.  MIAR, (14), 50-61. https://doi.org/10.55777/rea.v14iEspecial.3450.  

Sánchez-Martín, M., Corral-Robles, S., Bastida-Llamas, M. C., & González-Gijón, G. (2023).  Academic 
determinants and motivations according to the gender of vocational training students. Revista de Educacion. 
https://doi.org/10.4438/1988-592X-RE-2023-399-560 

Sigüenza, S., Mendoza, A., & Álava, G. (2019). Women and their contribution to local development: A look from 
managerial positions. Maskana, 10(1), 19-26. https://doi.org/10.18537/mskn.10.01.03 

Solari, E. (2021a). Women's access to managerial positions in socially responsible Argentine companies. Espiga 
Magazine, 20(41), 121-136. https://n9.cl/u60dx 

Solari, E. (2021b). Women's access to managerial positions in Latin American firms:Argentine case. Ciencias 
Administrativas Teoría y Praxis, 17(1), 71-85. https://doi.org/10.46443/catyp.v17i1.273 

Statista (March 7, 2023). Which countries are the most advanced in gender equality? Gender equality. 
https://n9.cl/tak2s 

Suárez, Ó., Álvarez, M. A., Babío, M. R., & Vidal, R. (2019). Self-serving attributions in management reporting and 
gender diversity in corporate governing bodies. Revista Espanola de Financiacion y Contabilidad. 
https://doi.org/10.1080/02102412.2018.1478367. 

Suárez, Ó., Álvarez, M. A., Babío, M. R., & Vidal, R. (2019). Self-serving attributions in management reports and 
gender diversity in corporate governance bodies. Revista Espanola de Financiacion y Contabilidad. 
https://doi.org/10.1080/02102412.2018.1478367 

Sunedu (2022). Género y educación superior una mirada al sistema universitario peruano desde las trayectorias 
estudiantiles. Sunedu. https://n9.cl/ucub3 

Taylor, T., Buck, A., Bloch, K. R., & Turgeon, B. (2019). Gender composition and share of management: Tipping 
points in US workplaces, 1980–2005. Social Science Journal, 56(1), 48–59. https://doi.org/10.1016/J.SOS 
CIJ.2018.07.005 

The World Bank (2020). Gender. The World Bank. https://n9.cl/zvad2 
Ugarte, Ó. (2019). Governance and stewardship of quality in health services in Peru. Revista Peruana de Medicina 

Experimental y Salud Pública, 39(2), 296-303. https://doi.org/10.17843/rpmesp.2019.362.4495 
UN Women. (2015). Gender equality. UN Women. https://n9.cl/hrrtt 
UN. (2022). Peace, dignity and equality. United Nations. https://n9.cl/vviqe 
UNESCO (2020). Gender Equality. Unesco, 104. https://n9.cl/y3bj 
UNICEF. (2019). Gender equality. Unicef. https://n9.cl/7htu 
United Nations Women's Organization (March 7, 2023). unwomen. https://n9.cl/5zka 
UN-Women. (2020). Training and capacity development in gender equality and women's empowerment. UN-

Women. https://n9.cl/w6rk5 
Vázquez, J. C., Arredondo, F., & De la Garza, J. (2016). Gender gap in the member countries of the Pacific Alliance. 

Estudios Gerenciales. https://doi.org/10.1016/j.estger.2016.09.003 
Verástegui, L. L., & Rojas, C. (2020). Characterization of ICT in Peruvian companies. Global Business          

Administration Journal, 3(1), 18-24. https://doi.org/10.31381/gbaj.v3i1.2299.  
Vieyra, M. I., & Ortega, M. J. (2021). Analysis of the process of women's socio-labor inclusion: formation and 

training for gender promotion-equity. Revista Conrado, 17(81), 443-449. https://n9.cl/bmwro 
Villavicencio, M. A. (2019). Gender equality in Mexican organizations: advances and challenges. MILLCAYAC - 

Revista Digital de Ciencias Sociales. https://n9.cl/pm1rg 
World Bank (2022). The World Bank Group starts from the premise that no country, community or economy can 

achieve its potential or meet the challenges of the 21st century without the full and equal participation of 
women and men, girls and boys. Bancomundial.org. https://doi.org/https://n9.cl/vnxgh 

World Economic Forum (2022). Global Gender Gap Report 2022. World Economic Forum. https://n9.cl/8o3qy 
Zuleta, A. G. (2019). The principle of equality and non-discrimination analyzed from the figure of women as subjects of 

rights. RES NON VERBA REVISTA CIENTÍFICA, 9(2), 1-14. https://doi.org/10.21855/resnonver ba.v9i2.216 
 
 
 
 



<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /None
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Error
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /CMYK
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments true
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile ()
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /CreateJDFFile false
  /Description <<

    /BGR <>
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000410064006f006200650020005000440046002065876863900275284e8e9ad88d2891cf76845370524d53705237300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef69069752865bc9ad854c18cea76845370524d5370523786557406300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /CZE <>
    /DAN <>
    /DEU <>
    /ESP <>
    /ETI <>
    /FRA <>
    /GRE <>

    /HRV (Za stvaranje Adobe PDF dokumenata najpogodnijih za visokokvalitetni ispis prije tiskanja koristite ove postavke.  Stvoreni PDF dokumenti mogu se otvoriti Acrobat i Adobe Reader 5.0 i kasnijim verzijama.)
    /HUN <>
    /ITA <>
    /JPN <FEFF9ad854c18cea306a30d730ea30d730ec30b951fa529b7528002000410064006f0062006500200050004400460020658766f8306e4f5c6210306b4f7f75283057307e305930023053306e8a2d5b9a30674f5c62103055308c305f0020005000440046002030d530a130a430eb306f3001004100630072006f0062006100740020304a30883073002000410064006f00620065002000520065006100640065007200200035002e003000204ee5964d3067958b304f30533068304c3067304d307e305930023053306e8a2d5b9a306b306f30d530a930f330c8306e57cb30818fbc307f304c5fc59808306730593002>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020ace0d488c9c80020c2dcd5d80020c778c1c4c5d00020ac00c7a50020c801d569d55c002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /LTH <>
    /LVI <>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken die zijn geoptimaliseerd voor prepress-afdrukken van hoge kwaliteit. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /POL <>
    /PTB <>
    /RUM <>
    /RUS <>
    /SKY <>
    /SLV <>
    /SUO <>
    /SVE <>
    /TUR <>
    /UKR <>
    /ENU (Use these settings to create Adobe PDF documents best suited for high-quality prepress printing.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /ConvertColors /ConvertToCMYK
      /DestinationProfileName ()
      /DestinationProfileSelector /DocumentCMYK
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure false
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles false
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /DocumentCMYK
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /UseDocumentProfile
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice


