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labour market and, at a later stage, also to assess whether these areas are correlated with each 8 

other. 9 

Design/methodology/approach: The first part of the article refers to the theoretical 10 

assumptions of discrimination. In turn, the empirical part presents the results of a preliminary 11 

survey conducted in early 2024. In this respect, an attempt was made to build a logit model 12 

based on the ordinary least squares (OLS) method. Only the responses given by women,  13 

who accounted for 64.19% of the total respondents, were used for the analysis. 14 

Findings: Based on the research conducted, it was proven that there is a significant relationship 15 

between the explained variable and the explanatory variables. According to the respondents, 16 
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access to high-level positions, as well as because of their choice to have and raise children, 18 

simultaneously believe that they are discriminated against because of their choice of jobs. 19 

Further, according to the same respondents, there should be no work-life balance in women's 20 

lives. It was also found that employers do not take any measures to encourage women to return 21 

to the workforce, which reinforces feelings of discrimination. 22 

Research limitations/implications: Based on the results of the analysis conducted, it was 23 

assumed that further research would assess the solutions promoted by employers to encourage 24 

women to return to the labour market. The limitations of the research conducted were taken to 25 

be its concentration on one region only. 26 

Social implications: The results of the research carried out prove the need for solutions to 27 
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willingness to return to the labour market and, consequently, changing social attitudes and 30 

suppressing stereotypes. 31 
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1. Introduction 1 

According to the definition in the Public Information Bulletin of the Commissioner for 2 

Human Rights, discrimination occurs when persons — due to their gender, nationality, religion, 3 

belief or disability — are treated worse than they would be if they did not stand out from others 4 

in terms of the aforementioned characteristics (Public Information Bulletin of the ROP, 2014).  5 

The obligation of equal treatment of citizens by public authorities, including with particular 6 

emphasis on gender equality, is regulated by the Polish Constitution (Constitution of the 7 

Republic of Poland, Art. 32., Art. 33. Chapter II. The Freedoms, Rights and Obligations of 8 

Persons and Citizens. General Principles, 2009). Notably, additional provisions have been 9 

established to guarantee that these standards will be respected, including: the Act of 3 December 10 

2010 on the implementation of some regulations of the European Union regarding equal 11 

treatment (Labour Code, Art. 112–113., Art. 183c., 2023). 12 

Regardless of the area it concerns, discrimination is recognised as a widespread problem, 13 

present at many levels of socio-economic life. Generally, this phenomenon is the subject of 14 

numerous scientific considerations, with one of the most frequently addressed being the issue 15 

of discrimination against women in the labour market. 16 

In this regard, discrimination is the inferior treatment of women in relation to men, even 17 

though — from a work-oriented standpoint — these individuals do not differ in terms of social, 18 

demographic or economic characteristics (Niedziński, 2022). The unequal treatment of women 19 

results from using different criteria to verify the work of individuals, which, in practice, creates 20 

unequal conditions for their individual development. At this point, it is worth mentioning the 21 

prevailing social patterns according to which a woman is obliged to take care of children.  22 

It must be noted that motherhood negatively affects women's professional development and 23 

their ability to generate income (Yopo Díaz, 2022). Labour market discrimination occurs in 24 

spite of the fact that women and men are characterised by similar competencies, comparable 25 

experience and the same productivity (Dziuk, 2020; Fernandes et al., 2023). 26 

The main forms of discrimination include direct (intentional) discrimination (Aislinn 27 

Bohren et al., 2023) and indirect discrimination, i.e. in the area of wage policy (Lindholm et al., 28 

2022). The former occurs when the inferior treatment of employees is due to their gender.  29 

The latter, on the other hand, stems from forcing a particular group of employees to meet 30 

demands that they are unable to cope with. This results in a disparity between positions in the 31 

labour market (Dziuk, 2020; Niedziński, 2022; Wilk, 2018). 32 

Another, more detailed, classification of discrimination considers the relationship that exists 33 

between a person and the labour market. This classification is included in Table 1. 34 

  35 
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Table 1. 1 
Discrimination according to the relationship between the employee and the labour market 2 

Discrimination 

by relationship 

between the 

individual and 

the labour 

market 

Pre-employment discrimination, including: 

 employment-related (when an employer selects an employee based on the characteristics 

of a particular group of people) 

 competencies- and occupation-related (related to the existence of top-down educational 

restrictions, e.g. assumptions that women should not work in certain professions) 

 human capital (related to the inhibition of certain groups of people who seek to increase 

their work efficiency, e.g. access to training) 

 self-discrimination (involves fighting each other to defeat an "opponent" instead of 

fostering cooperation and mutual assistance) 

Work-related discrimination 

Wage discrimination (occurs when wage disparities are due to arguments other than labour 

productivity indicators) 

Source: own elaboration based on (Kalinowska-Nawrotek, 2004; Dziuk, 2020). 3 

D. Witkowska notes that, despite successive efforts to eliminate gender inequalities in the 4 

labour market, gender-based disparities and resulting discrimination against women are still 5 

observed. In this regard, she draws attention to discrimination against women, which can take 6 

such forms as (Witkowska et al., 2019):  7 

 discrimination in terms of choosing specific fields of education, 8 

 discrimination in terms of the salary received, 9 

 discrimination with regard to terms and conditions of employment, 10 

 forcing women into low-paid industries and professions, indicating low social standing, 11 

 limited opportunities for promotion and enhancement of competencies to achieve  12 

a better professional position. 13 

The first of the above types of discrimination is indirectly linked to the labour market and 14 

concerns people who are at the "pre-entry" stage. In contrast, the next four types are directly 15 

linked to it (Witkowska et al., 2019) 16 

The literature contains scientific studies focused on the search for the causes of 17 

discrimination against women in the labour market (Wilk, 2018). In this respect, it is often noted 18 

that women are less committed and lack proper skills towards negotiating a higher salary or 19 

have a low tolerance for risk, among other things. The considerations undertaken in this area 20 

generally involve assessing the level of discrimination against women in the labour market in 21 

statistical terms, while taking into account prevailing stereotypes. It is worth noting that such 22 

an approach conceals the real conditions that directly influence the unequal treatment of women 23 

and men in the labour market. These factors include things like background, ascribed social 24 

status and any prejudices or stereotypes acquired during the socialisation process, etc. (Adamus, 25 

2015). 26 

Citing E. Lisowska's research, D. Witkowska notes that what lies at the root of women's 27 

discrimination in the labour market is their historical legacy, and more specifically, the barriers 28 

that existed in the past in terms of access to education, which contributed to the lowering of 29 

women's standing. Women's discrimination in the labour market is observed as early as the 30 

recruitment process, which is sometimes expanded to include questions regarding marital status 31 
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and future plans (Lisowska, 2009). It is worth mentioning that women have always been viewed 1 

as kind-hearted and highly committed to the community, whereas men have always been 2 

perceived as decisive and characterised by a high level of commitment but without a sense of 3 

community (Manzi et al., 2024). Accordingly, the entry of women into the workforce was 4 

treated as the arrival of cheaper labour, while the work they performed was considered less 5 

demanding than that performed by men. It is vital to emphasise that there is still a belief in 6 

society regarding the division of occupations into "typical for women and characteristic for 7 

men" (Witkowska et al., 2019). 8 

In practice, the influence of stereotypes on women's labour market situation is noticeable, 9 

including in terms of employment conditions, salary levels and the acquisition of new 10 

competencies. Still, the approach of women themselves to their professional development 11 

cannot be overlooked either. Due to the desire to balance their professional and private lives, 12 

they often lose their determination and decide to work in jobs requiring much less commitment 13 

and, therefore, accountability, resulting in a lower salary. In EU countries, discrimination 14 

against women in the labour market is most often associated with (Witkowska et al., 2019): 15 

 earning lower wages than men working the same job, 16 

 inhibiting the development of competencies and the pursuit of career advancement, 17 

 limiting access to high-level positions, 18 

 women's achievements being appropriated by men. 19 

Recently, many attempts have been made to eliminate these stereotypes from society.  20 

These include:  21 

 legislation to eliminate discriminatory practices affecting women's professional 22 

development,  23 

 promoting women's employment in managerial positions, which translates into faster 24 

economic growth.  25 

It is worth mentioning that the percentage of women occupying high-level positions is at an 26 

all-time low (28% in EU countries) (Maheshwari, Lenka, 2022). It is assumed that this is mainly 27 

due to society's beliefs about women's commonly accepted social roles, which are 28 

overwhelmingly reduced to childbearing and childrearing.  29 

The so-called glass barriers preventing women from achieving leadership positions are 30 

particularly highlighted in the literature. They are described in Table 2. 31 

  32 
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Table 2. 1 
Barriers hindering women's professional development 2 

Glass ceiling It is regarded as an invisible barrier that hinders women's professional development in terms 

of taking up high-level positions, which is the case in both politics and business (Babic, 

Hansez, 2021; Espinosa, Ferreira, 2022; Maheshwari, Lenka, 2022). Notably, this also applies 

to professions commonly dominated by women (Góral, 2021). The glass ceiling phenomenon 

refers to persons with tertiary education and extensive white-collar competencies (Witkowska 

et al., 2019). According to researchers, women occupy inferior positions to men in the area of 

management (Czajka, 2016). Glass ceilings are also referred to as glass doors (Kräft, 2022). 

Glass wall It occurs when women in managerial positions are not fully accepted by their colleagues 

(Góral, 2021; Shatilova et al., 2021). 

Glass cliff It involves appointing a woman to a managerial position with the presumption that she will 

not be able to handle the undertaking to which this promotion relates. In such cases, women-

led projects are doomed to fail (Góral, 2021). This approach is intended to show that women 

do not perform well in management positions, especially in "no-win" situations. The term 

"glass cliff" also refers to constantly judging and criticising women in high-level positions 

(Witkowska et al., 2019). Often, it also refers to appointing a woman to a position of power 

when the company is about to collapse (Grangeiro et al., 2022; Yang et al., 2022). 

Glass 

escalator 

Refers to cases where men obtain managerial positions in jobs typically held by women, while 

limiting women's opportunities for advancement (Dziuk, 2020). 

Source: Own elaboration. 3 

With respect to the above barriers, the following notions should be mentioned as well:  4 

 sticky floor — refers to hindering the professional development of employees with 5 

lower education and qualifications, who are employed in low social status "pink collar" 6 

positions (Ciminelli et al., 2021; Dziuk, 2020; Witkowska et al., 2019); 7 

 Matilda effect — relates to the continued ignoring of women in the context of their 8 

research and scientific activities and the appropriation of their successes by men (Song 9 

et al., 2024; (Witkowska et al., 2019); 10 

 velvet ghetto — refers to the continued dissemination of stereotypes according to which 11 

a woman's place is at home and her role is reduced to caring for the home and family. 12 

In practice, this approach generates difficulties for women's employment and inhibits 13 

their further professional development (Dziuk, 2020; Zeler, Bridgen, 2024); 14 

 Leaky pipeline effect — implies a gradual reduction in the share of women at 15 

subsequent career levels. This phenomenon is observed within different specialisations, 16 

particularly affecting women working in STEM, as well as those holding judicial or 17 

managerial positions (Witkowska et al., 2019; Witteveen, Attewell, 2020). 18 

 Queen Bee — occurs when, despite male dominance, a woman gains access to  19 

a managerial position while at the same time inhibiting the professional development of 20 

other women (Grangeiro et al., 2022). 21 

As the literature shows, women's discrimination in the labour market is a broad problem, 22 

manifested through such things as barriers that prevent women from pursuing their professional 23 

development. Regardless of social expectations regarding women's place in the labour market, 24 

a question arises whether these expectations coincide with commonly held views, often dictated 25 

by stereotypes, which in effect generate prejudice and, at a later stage, discriminatory 26 

behaviour. The analysis of the literature presented above proves the relevance of the 27 
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considerations undertaken. The issue of discrimination against women in the labour market is 1 

a widespread problem, which in practice can negatively affect socio-economic development. 2 

Discriminatory behaviour against women demotivates them to self-development, return to the 3 

labour market and also discourages family enlargement. In accordance with the above,  4 

the purpose of this article was to analyse the areas in which discrimination against women in 5 

the labour market is observed, and at a further stage also to assess whether there is a relationship 6 

between these areas. In this regard, the following research questions were posed: 7 

 Do women feel discriminated against in the labour market, and if so, what do they think 8 

this discrimination is about? 9 

 Are there solutions that can reduce women's feelings toward their discrimination in the 10 

labour market?  11 

The research conducted in the next section is current and new, moreover, it confirms the 12 

existence of the problem in question in society. They should be considered an important 13 

contribution to further scientific analysis, including both the assessment of the determinants of 14 

the occurrence of discriminatory behavior and measures aimed at eliminating it. 15 

2. Methods 16 

To answer the above questions, this section of the paper attempts to verify the relationship 17 

between the selected variables. In this regard, the results of a preliminary survey, which was 18 

conducted in early 2024 on a group of 310 respondents, were used. It must be noted that its 19 

purpose was to assess the public's views on the roles women play in different areas of the socio-20 

economic environment, with particular emphasis on the labour market and private life. 21 

The survey was a pilot study, and the responses obtained were intended to show whether 22 

society considers the phenomenon under analysis to be a problem and whether it should be 23 

explored further. As part of the research, only responses from women, who accounted for 24 

64.19% of all respondents (199 people), were analysed. Table 3 presents their breakdown by 25 

age. 26 

Table 3. 27 

Share of female respondents by age (%) 28 

Age  

(years) 

<18 18-25 26-35 36-45 46-55 56-65 >65 

Share of women of a specific age in the 

total structure of female respondents  

(%)  

8.54 5.53 24.62 20.60 19.10 13.07 8.04 

Source: Own elaboration. 29 
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The data in Table 3 shows that most of the women interviewed were aged 26-35 (24.62%), 1 

36-45 (20.60%), 46-55 years (19.10%) and 56-65 years (13.07%), which accounted for 77.39% 2 

of the analysed group of respondents. Based on the responses of the female respondents,  3 

an attempt was made at a later stage to build a logit model, which made it possible to verify the 4 

relationships between the explained variable and the explanatory variables. It was assumed that 5 

the variables would be the responses given by respondents to specific survey questions,  6 

which were captured on a 5-point Likert scale (strongly disagree: 1, somewhat disagree: 2,  7 

no opinion: 3, somewhat agree: 4, strongly agree: 5). Accordingly, the dependent variable was 8 

the responses of the female respondents to the following topic: 9 

 Do you think women are discriminated against when it comes to their choice of jobs? 10 

(A). 11 

In turn, the results for the following questions were selected as independent variables:  12 

 Do you think that women are discriminated against when it comes to the terms and 13 

conditions of employment (e.g. working time standards, annual leave, applicable notice 14 

period, etc.)? (B). 15 

 Do you think that women are discriminated against when it comes to their remuneration 16 

for work? (C). 17 

 Do you think women are discriminated against when it comes to access to high-level 18 

positions? (D). 19 

 Do you think that employers encourage women to return to the labour market, e.g. after 20 

a long-term illness or after childbirth and childrearing period? (G). 21 

 Do you think that women are discriminated against in the labour market with regard to 22 

their choice of giving birth to and bringing up children? (I). 23 

 Do you think there should be a work-life balance in women's lives? (L). 24 

 Do you think that a partnership-based family model should be promoted, i.e. one with  25 

a fair division of household chores between partners? (M). 26 

The parameters of an ordered logit model were defined at a further stage using the variables 27 

indicated above and the Ordinary Least Squares method. The Gretl econometric package 28 

(Kufel, 2013; Adkins, 2018; Cotrell, 2021) was used for this purpose. The results obtained in 29 

this respect are included in the next section of the paper. 30 

  31 
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3. Results 1 

Table 4 shows the parameters of the ordered logit model for the dependent variable A.  2 

Table 4. 3 

Model: OLS, using observations 1-199. Dependent variable: A 4 

 Coefficient Std. error t-ratio p-value  

const. 0.173219 0.302470 0.5727 0.5675  

B 0.380940 0.0641216 5.941 <0.0001 *** 

C 0.193381 0.0698595 2.768 0.0062 *** 

D 0.301752 0.0643409 4.690 <0.0001 *** 

G -0.0988430 0.0538864 -1.834 0.0682 * 

I 0.112976 0.0589960 1.915 0.0570 * 

L -0.114042 0.0668172 -1.707 0.0895 * 

M 0.164088 0.0650919 2.521 0.0125 ** 

Mean dependent var.  2.989950  S.D. dependent var.  1.477064 

Sum squared resid.  128.1358  S.E. of regression  0.819065 

R-squared  0.703376  Adjusted R-squared  0.692505 

F(7, 191)  64.70170  P-value(F)  4.64e-47 

Log-likelihood -238.5674  Akaike criterion  493.1349 

Schwarz criterion  519.4813  Hannan-Quinn  503.7980 

Source: Own elaboration. 5 

The data in Table 4 proves the significant relationship between the dependent variable and 6 

the independent variables. As indicated by the p-value, the explanatory variables' significance 7 

levels range from p<0.1 (variables: G, I, L) to p<0.05 (variable M) up to p<0.01 (variables:  8 

B, C, D). The signs of the individual parameters show that variables: B, C, D, I and M are 9 

stimulants, while variables G and L are destimulants. At this point, it is worth mentioning that 10 

an increase in the value of stimulant variables determines an increase in the dependent variable's 11 

value, while a decrease in the value of stimulants results in a decrease in the explained variable's 12 

value. The situation is different for the destimulants, where a decrease in their value contributes 13 

to an increase in the value of the complex phenomenon, while an increase in the value of this 14 

type of variable affects the decrease in the value of the dependent variable. The analysis of the 15 

parameters of the logit model in question shows that respondents (women), who expressly 16 

confirm that women are discriminated against in such areas as:  17 

 terms and conditions of employment, 18 

 remuneration for work,  19 

 access to management positions, and  20 

 individual choices regarding childbirth and childrearing,  21 

 also believe that they are discriminated against when it comes to their choice of jobs. 22 

In contrast, respondents who believe that women are not discriminated against in these areas 23 

disagree with the statement that they are discriminated against in relation to their choice of jobs. 24 

On the other hand, interpreting the destimulants allows us to conclude that the more respondents 25 

disagree that: 26 
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 employers encourage women to return to the workforce and 1 

 there should be a work-life balance in women's lives, 2 

 the more they agree with the view that women are discriminated against in their choice 3 

of jobs. 4 

Coupled with an increase in the values of the destimulants, construed as the respondents' 5 

positive attitude to women being encouraged to return to the workforce by employers and 6 

approval for work-life balance, this shows that discrimination against women in terms of their 7 

choice of jobs does not occur. On this basis, it can be concluded that the involvement of 8 

employers in women's return to the workforce and their work-life balance can condition  9 

a positive perception of women's place and role in the labour market, effectively conditioning 10 

the absence of discrimination. The analysis of the R-squared value demonstrates a satisfactory 11 

fit of the variables to the model, with the variation of the explanatory variables explaining nearly 12 

70% of the variation of the explained variable. Equally important, the p-value for the F-test was 13 

<0.01, which indicates that the variables used in the model are significant. 14 

4. Discussion 15 

The issues outlined in this article indicate that discrimination against women in the labour 16 

market is still present and is a widespread problem. This is evidenced both by theoretical 17 

considerations, in which particular attention is focused on definitions and barriers limiting 18 

women's professional development, and by the results of the early 2024 survey. Significant 19 

importance in this regard is attributed to stereotypes, which largely shape society's opinions 20 

regarding the perception of women's role in the socio-economic environment.  21 

Limiting the survey results to women's responses was intended to show the investigated 22 

problem only from their perspective; it is also worth emphasizing that about 80% of them were 23 

of working-age, and as such, were active in the labour market. Based on the parameters of the 24 

ordered logit model, it can be seen that women who are discriminated against because of their 25 

choice of jobs simultaneously feel discriminated against with regard to their employment 26 

conditions, remuneration for work, access to high-level positions or because of their choice to 27 

give birth to and raise a child. Those same women believe that a partnership-based family model 28 

should be promoted, i.e. one in which there is a fair division of domestic chores between 29 

partners; however, this does not mean that there should be a work-life balance in women's lives. 30 

According to respondents, women who are discriminated against in the areas indicated above 31 

are not encouraged by employers to return to the workforce. It is not difficult to see that 32 

women's discrimination in the labour market in a particular area is linked to their simultaneous 33 

discrimination in other respects, meaning that women are discriminated against for different 34 

reasons at the same time. Moreover, it can be assumed that the lower the involvement of their 35 
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employers in encouraging a return to the workforce, the more discriminated against the women 1 

feel in terms of their choice of jobs. By encouraging women to return to the labour market, 2 

employers may in turn reduce their impressions of discrimination. This conclusion highlights 3 

the need to implement new solutions to eliminate discriminatory behaviour against women, 4 

among which are, for example, the possibility of working from home or additional paid 5 

childcare days. 6 

Based on the above considerations, it should be pointed out that the previously posed 7 

research questions have been answered, so that the purpose of the article has been fulfilled. 8 

Discrimination against women in the labour market can relate to many areas at the same time, 9 

i.e. ranging from the type of work to remuneration to discrimination based on the desire to start 10 

or expand one's family. Discrimination against women in the labour market is a widespread 11 

issue that is successively analysed in research. Its determinants include the stereotypes and 12 

prejudices held by society, especially in terms of the perception of women's roles in the social 13 

and economic environment. Notably, nearly half of the respondents (44%) believe that women 14 

are discriminated against in the labour market because of their choice of jobs, which is  15 

a substantial percentage and confirms the importance of the problem in question.  16 

The conclusions obtained from the above research show, it seems necessary to implement 17 

measures that would make it possible to eliminate discriminatory practices used against women 18 

in the labour market. Despite the relevant legal regulations in force, including those introduced 19 

by the European Union, changing existing social prejudices and eliminating stereotypes in this 20 

context plays a key role here. Also noteworthy is the issue of employers encouraging women 21 

to return to the workforce. According to the research conducted, the dissemination of activities 22 

in this area determines the feelings of respondents concerning the lack of discrimination.  23 

As a result, this may contribute to increasing women's motivation to return to the labour market, 24 

as well as their striving for career development challenges. As a consequence, this will have  25 

a significant impact on broader social development and the dynamics of economic growth. 26 

Therefore, it is assumed that subsequent surveys will focus on the analysis of solutions 27 

encouraging women to return to the labour market, including as perceived by both employers 28 

and employees.  29 

At this point, it should also be mentioned that the study was a pilot, and its purpose was to 30 

verify the occurrence of the adopted research problem. The justification for its occurrence 31 

implies the expansion of the research to include additional aspects. As part of the weaknesses 32 

of the implemented research, it was pointed out first of all that it was limited to one region. 33 

  34 



Determinants of discrimination against women… 531 

References 1 

1. Adamus, M. (2015). Ograniczenie dyskryminacji kobiet na rynku pracy jako potencjalne 2 

źródło wzrostu gospodarczego. Nierówności Społeczne a Wzrost Gospodarczy, 41(1). 3 

2. Adkins, L.C. (2018). Using gretl for principles of econometrics, (5th, Version 1.0 ed.).  4 

Free Software Foundation. http://www.learneconometrics.com/gretl/index.html 5 

3. Aislinn Bohren, J., Hull, P., Imas, A., Abaluck, J., Agan, A., Arnold, D., Bertrand, M., 6 

Blair, P., Bursztyn, L., Fang, H., Jones, D., Davenport, D., Dellavigna, S., Dobbie, W., 7 

Glaeser, E., Hirshman, S., Katz, L., Luttmer, E., Knepper, M., … Tufano, F. (2023). 8 

Systemic Discrimination: Theory and Measurement*. 9 

4. Babic, A., Hansez, I. (2021). The Glass Ceiling for Women Managers: Antecedents and 10 

Consequences for Work-Family Interface and Well-Being at Work. Frontiers in 11 

Psychology, 12. https://doi.org/10.3389/fpsyg.2021.618250 12 

5. Biuletyn Informacji Publicznej RPO (2014). Czym jest dyskryminacja. 13 

https://bip.brpo.gov.pl/pl/content/czym-jest-dyskryminacja 14 

6. Ciminelli, G., Schwellnus, C., Stadler, B. (2021). Sticky floors or glass ceilings? The role 15 

of human capital, working time flexibility and discrimination in the gender wage gap. 16 

OECD Economics Cepartment Working Papers, 1668. 17 

7. Cotrell, A. (2021). Gretl User’s Guide, Gnu Regression, Econometrics and Time-series 18 

Library. Free Software Foundation. http://www.gnu.org/licenses/fdl.html 19 

8. Czajka, Z. (2016). Dyskryminacja kobiet w pracy zawodowej czy wpływ obiektywnych 20 

czynników?, 8, 16-23. www.ipiss.com.pl 21 

9. Dziuk, P. (2020). Wynagrodzenia jako kwantyfikowalny czynnik dyskryminacji kobiet na 22 

rynku pracy, Vol. 27(2). K. Mazur-Włodarczyk, E. Karaś (Eds.). Faculty of Economics and 23 

Management, Opole University of Technology. 24 

10. Espinosa, M.P., Ferreira, E. (2022). Gender implicit bias and glass ceiling effects. Journal 25 

of Applied Economics, 25(1), 37-57. https://doi.org/10.1080/15140326.2021.2007723 26 

11. Fernandes, A., Huber, M., Plaza, C. (2023). When does gender occupational segregation 27 

start? An experimental evaluation of the effects of gender and parental occupation in the 28 

apprenticeship labor market. Economics of Education Review, 95. 29 

https://doi.org/10.1016/j.econedurev.2023.102399 30 

12. Góral, A. (2021). Szklany sufit w kulturze? Kobiety na stanowiskach kierowniczych  31 

w publicznych instytucjach kultury w Polsce. Przegląd Organizacji, 9(980), 3-11. 32 

https://doi.org/10.33141/po.2021.9.01 33 

13. Grangeiro, R. da R., Silva, L.E.N., Esnard, C. (2022). I broke the glass ceiling, now what? 34 

Overview of metaphors to explain gender inequality in organizations. International Journal 35 

of Organizational Analysis, Vol. 30, Iss. 6. Emerald Publishing, pp. 1523-1537. 36 

https://doi.org/10.1108/IJOA-07-2020-2281 37 



532 M. Szczepańczyk 

14. Kalinowska-Nawrotek, B. (2004). Formy dyskryminacji kobiet na polskim rynku pracy. 1 

Ruch Prawniczy, Ekonomiczny i Socjologiczny, 2. 2 

15. Kodeks Pracy. Art. 112-113., Art. 183c (2023). 3 

16. Kräft, C. (2022). Equal pay behind the “Glass Door”? The gender gap in upper management 4 

in a male-dominated industry. Gender, Work and Organization, 29(6), 1910-1926. 5 

https://doi.org/10.1111/gwao.12890 6 

17. Kufel, T. (2013). Ekonometria. Rozwiązywanie problemów z wykorzystaniem programu 7 

GRETL. PWN. 8 

18. Lindholm, M., Richman, R., Tsanakas, A., Wüthrich, M.V. (2022). Discrimination-Free 9 

insurance pricing. ASTIN Bulletin, 52(1), 55-89. https://doi.org/10.1017/asb.2021.23 10 

19. Lisowska, E. (2009). Różnorodność ze względu na płeć w miejscu pracy. Kobieta i Biznes, 11 

1-4, 13-17. 12 

20. Maheshwari, M., Lenka, U. (2022). An integrated conceptual framework of the glass ceiling 13 

effect. Journal of Organizational Effectiveness, 9(3), 372-400. https://doi.org/10.1108/ 14 

JOEPP-06-2020-0098 15 

21. Manzi, F., Caleo, S., Heilman, M.E. (2024). Unfit or disliked: How descriptive and 16 

prescriptive gender stereotypes lead to discrimination against women. Current Opinion in 17 

Psychology, 1-23. 18 

22. Niedziński, T. (2022). Aspekty prawne dyskryminacji w zatrudnieniu. Europejski Przegląd 19 

Prawa i Stosunków Międzynarodowych, 2-3. www.eppism.ewspa.edu.pl 20 

23. Constitution of the Republic of Poland, Art. 32., Art. 33. Chapter II. The Freedoms, Rights 21 

and Obligations of Persons and Citizens. General Principles (2009). 22 

24. Shatilova, O., Sobolieva, T., Vostryakov, O. (2021). Gender equality in the energy sector: 23 

analysis and empowerment. Polityka Energetyczna, 24(4), 19-42. https://doi.org/10.33223/ 24 

epj/143505 25 

25. Song, Y., Wang, X., Li, G. (2024). Can social media combat gender inequalities in 26 

academia? Measuring the prevalence of the Matilda effect in communication. Journal of 27 

Computer-Mediated Communication, 29(1). https://doi.org/10.1093/jcmc/zmad050 28 

26. Wilk, A. (2018). Woman in labour market – object of discrimination or undiscovered 29 

potential? Studia i Prace WNEiZ, 52, 167-176. https://doi.org/10.18276/sip.2018.52/3-16 30 

27. Witkowska, D., Kompa, K., Matuszewska-Janica, A. (2019). Sytuacja kobiet na rynku 31 

pracy. Wybrane aspekty. Wydawncitwo Uniwersytetu Łódzkiego. 32 

28. Witteveen, D., Attewell, P. (2020). The STEM grading penalty: An alternative to the “leaky 33 

pipeline” hypothesis. Science Education, 104(4), 714-735. https://doi.org/10.1002/ 34 

sce.21580 35 

29. Yang, L.K., Connolly, L., Connolly, J.M. (2022). Is There a Glass Cliff in Local 36 

Government Management? Examining the Hiring and Departure of Women. Public 37 

Administration Review, 82(3), 570-584. https://doi.org/10.1111/puar.13471 38 



Determinants of discrimination against women… 533 

30. Yopo Díaz, M. (2022). Making it work: How women negotiate labor market participation 1 

after the transition to motherhood. Advances in Life Course Research, 53. 2 

31. Zeler, I., Bridgen, E. (2024). Shaping the future: discursive practices in promoting public 3 

relations education at UK universities. Journal of Communication Management. 4 

https://doi.org/10.1108/JCOM-09-2023-0097 5 

 6 


