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[bookmark: _Toc19554650]ABSTRACT 
The main purpose of this research study is to find out the factors that determine the career progress of the women in banking sector in Albania. In order to achieve its scope this study will collect data from women that employee in banking sector in Albania. Through the data gathered this study aim is to answer the following questions :
1. Which are the factors that determine the career’s  progress of the women from low positions to managerial positions in banking sector in Albania?
2. What is the role of  management personal in the career progress of the women in this industry?
3. Does gender play a role in the career of the women in Albania ?
This study has employed qualitative methods and techniques to answer the above questions. The researcher intend to interview women from seven commercial banks in Albania. In order to provide insight for this research paper we intend also to interview even manager level employee that work in these institutions. The study will gather data through face to face interviews and after  the interviews will be transcript. To analyze the data collected this research paper uses inductive method. The findings of this study can help the managers to improve their policy for the career management of the employees, government to introduce policies that reduce the gender discrimination in the workplace and it also serves as a start point for other researchers that might conduct studies in this topic. The interview focus on four main issues : employee recruitment, employee training, career consultancy and mentor. The interview will be an unstructured interview, followed by open-ended questions. Some notes will be taken also. 






1 [bookmark: _Toc516013070][bookmark: _Toc18616374][bookmark: _Toc19554651]INTRODUCTION
There are various definitions of the career concept in international and national literature . According to the Oxford English Dictionary, career is defined as "the course or progress of one person throughout life or a distinct part of life. " Based on this definition it can be concluded that that career is related to a variety of aspects of one's individual life, learning and career is the sum of all work-related contributions, throughout one's lifetime man, ascribed to society.
[bookmark: _Toc516013071][bookmark: _Toc18616375][bookmark: _Hlk19444435][bookmark: _Toc19554652]BACKGROUND OF THE STUDY 
 Defined as equality between men and women, gender equality means equal access and control over resources and benefits, equal participation in political decision-making and equality by law for women and men. Gender equality is not just one democratic need, but also an economic need, political and social issues to reduce poverty and integrate countries. In the first decade of this century  are introduced  important institutional and structural developments for progress and the further emancipation of women in Albanian society, as well as ensuring their active participation like men in political, economic life and social of the country. The participation of both sexes in social, political, economic environment  creates opportunity of using all human resources, capabilities, contributions and values ensuring efficient, complete and sustainable development for the whole of society. 
Career is one of the most important functions of the human resources department that lead  to a point of common interest for both employee and organization. But what is is a career? The answer to this question depends from the point of view of the person who asks the question. Career belongs to the individual, but it is also planned and  managed for the individual by the organization. The organizational structure serves as a map guidance that helps employees identify positions, connections that exist between positions, the qualities needed to occupy them. Moreover, it serves as a mechanisms that enable employees to navigate this guide map and in this way organizations influence their career planning and management their employees. Today, more than ever organizations are interested in investing in the careers of their employees. This investment is reflected in policies implemented by them and Employee Career Management practices. These policies and practice as well as the interest in them have changed over time. In his study Schein (1978)  concludes that the career management system on the part should ensure that the needs are matched between employee aspirations and demands of the organization . This research   observes the adaption of some of the most usable practices of  employee career management used by commercial banks that conduct their activity in the banking sector in Albania. For conducting this  study, seven banks operating in Albania are observed : National Commercial Bank, Tirana Bank, Union Bank, National Bank of Greece, Societe General, Credins Bank and ProCredit Bank. 

[bookmark: _Toc18616376][bookmark: _Toc19554653]2. STUDY DESIGN                                                                                                                    
This research study will be separated in two main part: The first part of the study focus on the literature review, evidences from previous studies in this field etc.. While the second part will focus on the case study. Through qualitative methods and techniques it analyzes the data gathered for the purpose of this study. In the second part is given a detail description about interview process, data analysis and finding. 
[bookmark: _Hlk18532367][bookmark: _Toc18616378][bookmark: _Toc19554654] 2.1   AIM AND OBJECTIVES OF THE STUDY 
[bookmark: _Hlk19546174]The main goal of this study is to analyze the factors that effect the career progress of Albanian women in banking sector. This study will try to provide findings  that can be used by commercial banks in Albania, government and other research  studies in the future in this field. The banks can use the finding of this study to improve the policies that can help the career progress of women in this sector. The study can help the government to understand the inequality that exist between gender in Albanian society. So it can introduce policies that can help to reduce this gap. This study can also serve as a starting point for further research in the future in this topic. The general objective of this study is to find out the factors that determine the career of Albanian women in the baking sectors. So it will try to identify the factors that push the women career in the banking sector but on the other hand it will also try to find out also the factors that prevent this movement. Some of the factors that this research  study will take into account are: management, gender and social environment . The objectives of this study can be concluded as following :

· Analyze the role  of management in the progression of the women career in banking sector.
· Find out the possible  practices and policies that prevent the women to have top management role in the banking sector.
· Analyze the importance of the social factors (gender, the role of the women in the society, balancing work and family responsibility) in the women career. 
In order to answer these  research questions, employees will be divided based on their current job position :non-managerial staff, managerial staff. 
[bookmark: _Toc19554655]  2.2  RESEARCH APPROACH 
This research study has employed an  inductive approach.  I think this approach is suitable for this research as it as appropriate for small sample size like in this study. According to Cooper & Schindler (2003) the inductive approach help to answer the questions what, where and how one  of a phenomenon. The descriptive research design used in this study will help to have in depth understand of the career progress determinants of women in banking sector in Albania.  The first step taken by the researcher using this approach is observation. After the observation the researcher produces generalized theories and conclusions from the information collected during the observation stage.  Furthermore this approach helps to produce qualitative data necessary in this research study. Despite the advantages and contribution that this approach brings in qualitative research it has also some disadvantages. As it concluded by  Denzin & Lincoln (2005) this approach gives generalized theories but they are based in a limited number of data. 

[bookmark: _Toc18616379][bookmark: _Toc19554656]  2.3  METHODOLOGY
To achieve its scope this study data collected from interviews, observations,  questionaries’ and key informants. The explanation of the concepts of the main variables has been based on a diverse literature and in various studies and theories. Different authors have used different terminologies to describe the phenomenon of motivation, performance, commitment and consumption at work, as well and the intention to quit. Also, for the career factors that are  an integral part of our study, an operational definition of the terms and concepts is given from different theories, authors or studies. 
[bookmark: _Hlk18569694][bookmark: _Toc18616380][bookmark: _Toc19554657]   2.4 RESEARCH LIMITATION
 Despite the achievements the study brings, we are aware that it does contain some limitations. The number of employees interviewed is relatively small. If the sample would be larger even the results could be more accurate. This study has employed only qualitative methods to achieve its scope. As it uses only qualitative methods the results cannot be measured. In fact this is one of the main disadvantages of the qualitative methods. The qualitative research uses only description to interpret and analyze the data gathered and interpret the results. As all the information and data gathered in in the form of the words which should be analyzed and interpreted by the researcher. In this way this method is very time consuming for the researcher. 
In the interview questionnaires  we have included some questions regarding the some factor that we think that effect the career progression of women in banking sectors in Albania. Be we should be aware that they are even other factors that have impact on the career of these women. But it is not possible that this research study to analyze all these factors. The results of this study depends on the answers provided by the participants on this research project. Sometimes the interviewers are not very realistic on their answers. Especially when they are asked questions regarding their management or organization. So they might be scared or have pressure from the environment proving sincere and true answers. 
 
[bookmark: _Hlk18612216][bookmark: _Toc18616381][bookmark: _Toc19554658]  2.5  DATA COLLECTION
[bookmark: _Hlk19546101]The data will be collected through  interviews. The interviews are semi structured questionnaires Obviously some of the questions were prepared before the interview process took place, these interviews allow us to get all the information that this research paper need. Through unstructured interviews it is possible to learn more about participants feeling, opinions, ideas etc. The interviews will be face to face and individually, so we can have a personal contact with interviewers. According to Gill & Johnson ( 2002)  unstructured interviews help very much the research as they give room to as questions that previously were not planned to be asked. But one the other side the interview process may derivate from the research goal. If this happens is the research responsibility to bring the interview back to the aim of the study. The content of the questionnaire focused on 5 contemporary policies and practices used by organizations: Employee Recruitment, Investing in employee education, career management strategy, training and career counseling, performance evaluation .Regarding the recruitment process, we intend to ask bank executives how to they fill the  the vacancies  (low positions and high levels management) initially prefer to communicate with the bank's internal employees first or prefer to fill in with external recruitment. The employees interviewed have been selected randomly. Previously we have contacted the bank management to ask for their permission to conduced this research . Each employee interviewed was familiarized with the topic, the aim of the interviews and the content of the the interview. Only after they agreed the research has conducted the interview. The interview lasted approximately 30 minutes. The interviews are recorded but at the same time notes were taken all the time during the interview. Furthermore we explained the participants on this study that the data and information gathered from them are confidential and are used only for the purpose of this research. 

[bookmark: _Hlk19529288][bookmark: _Toc19554659]   2.5 DATA ANALYSIS 
To analyze the data and information collected from the interviews this empirical research uses content analysis. According to this method the data collected is divided in themes and sub- themes. It follows the following steps: initially the data is collected from observations and questionnaires conducted with the participants, after the researcher red carefully all the data produced by the questionnaires. After the researcher was familiarized with the data gathered it started the coding process. In this step the research selected the coding units used for the analysis.  The content analysis methods gives the research the opportunity of the comparation between the data collected. The comparison  of the data gathered allows  to get useful results and information that can be used during quantitative methods and techniques used on this study. The content analyze help very much the research in organizing the information collected in the way that can be used to answer the research questions. Furthermore this methods gives the opportunity to conduct even statistical analysis if it is need for further investigations in the future. As is mentioned above are many advantages that this data analysis method brings in qualitative research but there are also some disadvantages. The risk of the human error in the way how the data is interpreted is highly present in this method. As it is stated even by Krippendorff & Bock (2008) the research unconsciously may misinterpret the information and this will led to unrealistic results. 
[bookmark: _Toc19554660]  2.6  ETHICAL CONSIDERATIONS 
The research satisfied the ethical considerations, it is conducted by following all ethical considerations and regulations suggested by University of Wales Trinity Saint David. Before the interview took place all participants were informed regarding the topic, aim of this research and was asked for their permission to record the interview. All the employee interviewed participate in this study voluntary and they were informed  that they could quite at any time if they no longer wanted to be part of this study . All data gathered from these interviews are used only for this research study and they will remain confidential. All the recordings are in my personal computer and are password protected. Each employee interviewed was provided a copy of the interview after the interview finished. 
3. [bookmark: _Toc18616383][bookmark: _Toc19554661]LITERATURE REVIEW 
 This chapter will focus on the literature review. It describes some of the most important concepts and theories related to this topic. Through the literature review this chapter will attempt to give insight to the factors that face women in their career path. It cites the findings of previous research conducted on this field. 

According to Arnold  & Cohen (2008)  the traditional concept of career has been the focus of progress according to a hierarchy within an organization or profession. It is already clear that the concept of climbing the bottom-up career ladder is an old concept. According to Ilagan-Bian (2004), there many barriers that women face when they try to progress in top management roles such ,gender discrimination, non-supportive environment from management and colleagues . Employees in the organization do not move from bottom to top in an organization, but also horizontally. The number of women the reach a top management level is relatively small compared to men. 
The individual program of our career begins with personal needs. We can feel the need a change in our careers, but we do not  know which direction to take. Career is a modeled sequence of work experiences (attitudes and behaviors that relate to them), which includes the life of the individual. Career management is about attempts made by the individual or organization to direct the employee’s career. It also consists of identifying interests, opportunities and job opportunities, identify goals and creating plans or strategies to achieve those goals. One of the factors that greatly influences the type of career that individuals choose is our personality. One of the theories that describes the matching personality with profession is Holland's theory. Holland suggests that "People can function and develop better and find job satisfaction, at work environments that match their personality ”.
From the organization's point of view, the career development  is about:
· How individuals manage their careers within and between different organizations.
· How the organization structures career progression for its members and can be linked as well with human resource planning.
From a personal standpoint, career development is:
The set of psychological, sociological, schooling, physical, economic and destiny factors that combine to influence the nature and importance of work in each individual's longevity. As such, career development involves creating a career model, a decision-making style, integration into the roles of life, and the concepts of the role of life itself.
Most of the literature and studies related to careers are focused on the individual aspect of the career and and only few studies  discuss about practices of the employees' career management by organization. Both parties are interested and investing in careers, where interest and investment though for different objectives and interests, converge to one common point : career progression. So, to have good  result career progression requires an investment from both sides: as an individual who wants to  achieve the objective and subjective success of his career, by the organization which will maximize employee contribution to the organization by benefiting maximally from the investment made for that employee. It is in the interest of the organization to consider human resources as a resource strategy and evaluate their contribution to the performance of the organization Becker et al. , (2001). That is to make employees feel good in their place work, not feel pressured, feel important to the company and the most important  to feel equal among them in the organization Riaz (2010). This will lead to a  dual benefit for both employees and  organization, which would have a lower turnover of employees,  that translates in  less cost and higher performance for the company Haines et. al., ( 2010). According to Arnold (1966) Organization Career Management  is defined as a set of formal and informal activities designed and managed by organizations to influence the career development of one or more employees and consequently improve the effectiveness and performance of the organization . Various scholars have studied the use of the practices of employee career management  and their impact on employee career progress (Baruch, 2004 , Baruch & Peiperl, 2000) . So the importance of career management and planning by the organization as well part of HR management, is already well known. The researchers conclude that the systems of organization career management  should ensure that the employee needs are matched with the aspirations and demands of the organization (Schein 1978) . Some of the practices used by organizations for their career management  system are: the method used for recruiting employees (recruiting  external or internal), investment made for the employee education and further training of their employees, organization investment for career counseling of employees (training by the organization for the development of employees' careers),  mentor etc.

· Career types
 According to Crowley  & Weir (2007) it is a big  difference in the literature between the traditional 'organizational' career and its “modern” concept. Traditional careers focus on a progressive series of steps towards hierarchy growing positions of authority and responsibility.  Traditionally, the employer assumes many responsibilities for the management and development of career and gives employees more job security. New career forms consist of some other types, the most typical of which is the 'protean' career. The protean career focuses on self-management and self-esteem (self-worth versus the values ​​of the organization). These new career forms include less loyalty to employers, career self-management, and job changes or employment disciplines. Furthermore employees who prefer these types of careers can be defined as 'independent' . Another difference relates to the importance an individual attaches to a career. While linear and non-linear types together consider the career as an important aspect  in their lives, there may also be another category of employees  that do not pay to much importance to the  working life either reflecting a lack of commitment to a career as a key interest in life . Many studies emphasize the need for a close link between the evaluation System Performance  and Career Development. In their studies   Baruch (2004) and Weitzel (1987) show a gap between theory of performance evaluation systems and the implementation of evaluation systems . The career management policies and practices, the performance evaluation is among the most the important factors in the employee’s career. For Human resources , system performance  has the same value as reports (such as income and expense or balance sheet) for financial systems and accounting. Valuable and reliable performance systems can identify who should be promoted, who should leave the organization (if needed staff cut) , and identify training and development needs. The selection of persons with potential for further development can be made through based  on performance results. If the performance  system is reliable and valuable, it can serve as a powerful stepping stone for an integrated career management system. 
· Investing in employee education 
In terms of investing in employee education, in general studies conducted by different researchers show that organizations  prefer to hire the right profile staff for each job position. But both at the lower levels and at senior management levels, individuals who do not have a high educational profile have the appropriate skills are accepted technical and professional positions.
· Employee Career Management Strategy 
Training and career consulting Banks generally have an employee career management strategy in place Thu .4 of the 7 banks surveyed have a formal strategy of written, for the management of their employees' careers. While in 3 banks e others, although there is no formal and written strategy, their leaders recognize that virtually special attention is paid to career progression employee. Thus to evaluate the performance of each employee, an evaluation of I alternating of its performance starting from the employee himself, who makes one self-evaluation of his performance at work, by his close colleagues, by his superior. So for every employee there are several performance evaluation systems to get a clearer picture and realistic about their performance.
· Employee Recruitment
When vacancy is created or opened, organizations tend to fill it with internal or external employees. The choice depends on the level and type of position as well as the organization's internal management policies employees' careers. Sometimes, organizations prefer to fill their vacancies by taking staff from outside the organization even if there are internal staff who have applied for that position, who often remain dissatisfied and leave organization, creating another vacancy. Some organizations decide to give priority applications from  internal employees, initially these vacancies are announced for employees within the organization. Many organizations have in their policies that vacancies are first communicated to internal staff and then only if there are no requests from internal employees, the will advertise these vacancies  for external employees. Increasing importance and attention to filling vacancies by internal employees is seen as a good career management system employees by the organization. The organizations use  this practice to let their employees know that they prefer  promoting their current employees rather than recruiting new employees, especially for senior management. Traditionally, vacancies were made public in the indoor organizations, such as. notice board. During the 1990s the way of communication using internal e-mail for internal communication organization, while outside recruitment forms are used different communication: publishing vacancies on the official website of organization, newspapers, private and public employment agencies. 
· Investing in employee education
Organizations can identify and select employees who have skills ,managerial or technical potentials and send them to different courses training, or further study programs (eg Master study programs),  as part of their career development steps. Usually these strategies are used in those areas where the organization has identified a staff need in the future and these qualifications are a very good solution for such positions. Those organizations that do short-term HR planning do not invest in long-term programs for their employees. This happens not only  due to the short-term nature of today's employment contracts (unlimited careers that will to say that today employees change jobs very quickly and often), but also for due to a low level of commitment by employees. Given that this current  career trend is expected to continue even in the future, so employees change jobs very often.
· Career consultancy
Career counseling is a communication that is usually done with the employee by  two sources. The first source is the direct manager (or a manager another who is in a position above the direct manager) who has knowledge good about employee behavior, attitude, skills, etc. The second source is human resources manager. Depending on the complexity of the organization,  its size and financial resources, it can be done also even from external resources. There are agencies providing career consulting services  for both employees and organizations. In many organizations the direct manager is the best fit to do career counseling given that he has the appropriate knowledge about the employee. The counseling service may conflict with other roles manager, such as trustworthiness (if his behavior and attitude are credible as well for the organization and its subordinate). Career counseling can also be provided by HR staff. The advantages that these have individuals in career counseling are that they know the most goals and developments last in the organization, are familiar with the HR plans for the whole organization and have the knowledge, skills and experience in career counseling in general. The barrier that usually prevents HR staff from career counseling is that they are a bit of excluded from the professional life of the organization. One of the most worrying problems of this practice is that managers directly see it as a task, bureaucratic  and most are untrained to carry out career counseling Baruch (2004). While HR managers are more oriented to the overall business strategy so they are more aware of the future plans of the organization, so are they more suitable for dealing with career counseling. The third option, counseling through external consultants, is the one that individuals may prefer more compared with the first two, if they have the opportunity to choose among the three.
· Performance Evaluation 
[bookmark: _Hlk19430666]In their studies Baruch (2004), Jacobson & Kaye ( 1986)  have emphasized the need for a close link between the evaluation of the performance  system  and their implementation, suggesting the necessity of combining of career management with performance  systems. Performance systems proved to be operational in many research carried out by different scholars. Compared with  career management policies and practices, the performance evaluation is one of the  the most  important. In the  Human Resources Department performance evaluation has the same value as reports (such as income and expense or balance sheet) for financial systems and accounting. Valuable and reliable performance management systems can identify who should be promoted, who should leave the organization if needed staff cuts, and identify training and development needs. The selection of employee with potential for further development can be made  based  on performance evaluation results. If the  employee performance system is reliable and  valuable it can serve as a powerful stepping stone for an integrated system 360-degree performance appraisal system: The late 1990s was associated with an increased use of this employee evaluation system
Mentor 
The main purpose of mentor practice is to improve the collaboration  between two people: one with potential, managerial skills (that is or  aspires to  become a manager) and an experienced manager who does not necessarily should be the direct manager of the aspirant manager. According  Innes (2008) senior management and executives argues that the main reason why women do not move to high positions in the corporate is that they do not have the desire to excel. 

[bookmark: _Toc19554662]   3.1 GLASS CEILING 
One of the main issues that effect the career progress of many women is the relationship with the management positions and gender. According to statistics and previous studies on this field  in Albania most of the managerial positions are occupied by men ,  reducing  so the gender equality in  the workplace . However, sometimes these results are contradictory because in the banking institutions according to the statistics  an equality of promotion has been noted in this sectors , and as if there is gender dominance feminine. Should this lack of them in senior positions have to be attributed to the factors others not gender. The fact that women do not occupy leadership positions is related to the fact that males are more prone for cooperative behavior. One important measure of the effectiveness of cooperation is the way how the individual himself values ​​and perceives his career. Men aim for central positions and tend to be more influential, more instrumental, and more powerful than women . Private institutions offer greater equality in recruitment and promotion than state-owned  institutions . However, I would like to emphasize that the gender that predominates in the banking sector in Albania is female.
 To describe the gender discrimination in the workplace in 1980 was introduced the concept of the glass ceiling . This term describes the hidden factors that prevent women to move to top management positions in their workplace. There are many research studies that have attempted to analyze the role of the glass ceiling in their career path. In his study Blank (1996) argues that there are many visible and invisible barriers that prevent women in their early life to have executive roles, including gender bias, social environment, personal life etc.  On the other hand some other research argues that nowadays do not exist a glass ceiling. According to Rai & Stravastava (2008) nowadays organization operate in a global market and the concept of glass ceiling is just a myth. Jacqueline (2004) in her research paper argued that one of the reason why the women do not move very quickly to top level management positions is the lack of the promotion. The women do not face only with the lack of promotion compared to men but also even with a pay gap. Mandel & Semyonov (2005) conducted a research study to find out the gender pay gap in different countries. Their finding suggest that the gender pay gap is effected by the labor market structure of the countries. Globalization is seen a good opportunity for the career development of employees in many organization. But when it comes to women career path many studies argue that globalization may be an disadvantage in the women career progress.  


[bookmark: _Toc19554663]   3.2 COUNTRY BACKGROUND
The banking system plays an important role in the economy and the financial system, and therefore its development it is very import in the country economy. The Albanian banking system began to develop with the structure of a market economy in 1992, when the two-tier system was first established: the Central Bank and commercial banks. In 1992, there were three state-owned banks: Savings Bank, National Commercial Bank and Agrarian Commercial Bank. Over the last 25 years, significant progress has been made in this system, through the expansion of new private banks, the privatization and restructuring of state-owned banks, the expansion of the banking network, the improvement of legislation and the development of technology. The banking system continues to be one of the most favored sectors for young people. The expansion of economic activity in recent years has also  increased engagement of women in running various businesses. According to INSTAT (2018)   at the end of 2018, women managed 25.7% of the total active enterprises in Albania. Enterprises managed by women are mainly enterprises with 1-4 employees. 
In Albania the banking sector is dominated by women. Despite this fact the number of female in the top management positions is still relatively small. It seems still hard for women in Albania to reach a high level position in the workplace. 





Table 1: The number of employees in banking sector in Albania in 2016 and 2017
	Bank Name 
	2016
	2017

	Alpha Bank
	417
	411

	ABI
	243
	236

	BKT 
	1311
	1319

	Credins 
	800
	844

	CBA
	28
	29

	FIBANK
	140
	142

	ICB
	93
	97

	IntesaSanpaolo
	575
	580

	NGB Bank Albania
	309
	307

	ProCredit
	258
	248

	Raiffeisen
	1363
	1308

	Societe General 
	410
	410

	Tirana Bank
	432
	443

	Union Bank
	362
	369

	UBA
	77
	81

	Veneto 
	132
	132

	Total
	6950
	6956



Source : Gazeta Shqiptare (2017




4. [bookmark: _Toc19554664]CONCLUSION 
This chapter aim is to present all the conclusion of this research paper. It  describes all the methods used to conduct this study, data collection and results. The findings provided in this chapter can be used by the organizations to improve their career management practice, by the government in order to introduce regulations and policies that reduce the gender discrimination in the workplace and can also serve as a start point for other research study in this field.
This study is conducted  to identify the extent of gender discrimination in the workplace and to what  extent  does it impact on career development of Albanian women that work in banking sectors . The study is  based on one a questionnaire addressed a target groups: the employees of the banking institutions .The results from the previous studies have shown  that banking institutions in Albania are closer to equality gender in career development than state enterprises. Career advancement is much more harder on state institutions than on private institutions. This research study analyzes the factors that drive the progress of women career in banking  sector in Albania. In order to achieve its scope this research paper uses qualitative data collected through face to face interviews with open- ended questions. In this study participate 30 female that work in seven different commercial in Albania. The employees interviewed work in low position or mid position levels. For the purpose of this study were also interviewed even seven employee that hold a managerial position in the organization.   The interview with employees that have a manager level positions give more insight about the career management strategies used by banks. Two are two main sources that this research uses to achieve its goal:  literature review and information gathered from interviews. The literature review helped us to understand better the statement of the problem and to prepare for the interview stage . The interviews with employees allowed to collect data that were used in the analysis stage.  This study uses a descriptive approach to analyze the information gathered through interviews. The interviews included unstructured and semi structured questions that gave more insight to the problem statement. The employees interviewed have been selected randomly. Previously we have contacted the bank management to ask for their permission to conduced this research . Each employee interviewed was familiarized with the topic, the aim of the interviews and the content of the the interview. Only after they agreed the research has conducted the interview. The interview lasted approximately 30 minutes. The findings carried out from this study  can be used by commercial banks in Albania, government and other research  studies in the future in this field. The banks can use the finding of this study to improve the policies that can help the career progress of women in this sector. The study can help the government to understand the inequality that exist between gender in Albanian society. So it can introduce policies that can help to reduce this gap. This study can also serve as a starting point for further research in the future in this topic.

















5.     REFLECTIVE ESSAY
This chapter aim is to present a descriptive essay  on the qualitative and quantitative approach. The essay analyzes the importance of the two research methods in the world of the research. It sates some of the main advantages and disadvantages of  these two methods It concludes that a mixed method is the best approach to use  in one dissertation.                               
In the research field are two main approaches that the research can use to gather, analyze and interpret the information : qualitative methods and quantitative methods. There exist a distinction between these two methods : the data gathered by using this approach can be measured while the data gathered from qualitative approach cannot be measured. The quantitative method is considered as a “realistic” approach while qualitative method is described as a “subjective” approach.  For many years qualitative method was considered as inferior compared to qualitative methods. Quantitative methods are used by research in many empirical studies. The main reason is that they are easy to apply and to interpret. They always produce numeric data that can be understand easily by the reader. To collect the data quantitative methods uses : surveys, observations and secondary data. To analyze the information gathered qualitative methods uses statistical analysis. The number of participants in this approach is large. As the sample size is big in this research approach conclusions findings  from qualitative research can be used to generalize for the whole population .The qualitative methods are more time consuming and require a high attention from the research in the interpretation of the results. The qualitative approach aim is to understand the phenomenon from a closer point of view.   The data is gathered through structured, unstructured or semi structured interviews. The qualitative methods uses description to analyze the information gathered. There are many methods that the research can use to analyze the information gathered content analysis,  In general interviews are open ended questions individual or focus groups. In the research that follow a qualitative approach the number of interviews is relatively small. This is one of the main disadvantages of this method, because the small number of participants the data produced cannot be used to generalize to population. Another disadvantage of this method is that the statistical methods cannot be applicable in this research approach.  Both methods have advantages and disadvantages.
 We cannot say than one method is better than the other one. It depends primary from the research topic and sure from the researcher to decide which method to use in his/her research. There exist a disagreement among the researchers regarding the combability of qualitative and quantitative approach. Some scholars argue that a mixed method cannot be used in the same research and it is not appropriate as they are incompatible. One the other hand are other research that argue that a mixed method can be used in the same study.
[bookmark: _Hlk19564828] In my opinion the  ideal situation  would be a combination of these two approaches in the research studies. In my research paper I am planning to use mixed methods approach. I think the quantitative method will be suitable  in my research as my topic involves a depth analyze of secondary data. . I plan to use statistical software and excel for the data analysis. Through quantitative approach I will be able to test hypotheses formulated. Despite I find the qualitative methods easier to use I will not limit my analyze only on the interpretation of numbers provided by statistical methods. As my topic involves even interviews with managers enterprises I will use even the qualitative approach in the explanation of the finding. The use of qualitative methods will help to in the interpretation of the data produced by qualitative approach. 
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