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Purpose: Drawing attention to the situation and role of women in business. Women are  4 

a valuable element of human capital that can change and enhance the effectiveness of 5 

management of entities thanks to their abilities, skills and flexibility. Therefore, the aim of this 6 

study is to demonstrate the significant and growing role of women in management and to 7 

identify the current situation and position of women in enterprises in the light of previous 8 

research.  9 

Design/methodology/approach: The study is based on a critical analysis of literature and 10 

Internet sources, including reports from previously conducted research on the role of women in 11 

management.  12 

Findings: The considerations presented in this study have shown that women usually have  13 

a specific, feminine management style that is more relationship-oriented and democratic, which 14 

fits the current situation. Women seem to be more efficient in solving problems; they adopt  15 

a more interpersonal leadership style, but they usually fail to enter the management boards of 16 

companies. They occupy management positions at lower levels of the structure. There are many 17 

reasons for this situation. 18 

 Practical implications: The theoretical considerations are supported by the results of national 19 

and global research on the role and position of women in management. Thanks to this,  20 

it is confirmed that women, along with their management style and many specific skills and 21 

competencies, still do not have an equal position with men in the context of the positions they 22 

hold and the roles they play. Making everyone aware of the potential of introducing gender 23 

diversity into organizations can convince company boards to change the structure of 24 

employment and ultimately improve the situation of women.  25 

Social implications: Recognising the specific character of the female approach to management 26 

and the typical characteristics and competences of women should raise awareness of the issues 27 

of the current perception and position of women in management as well as raise awareness of 28 

the multi-faceted beneficial socio-economic consequences of greater women's involvement.  29 

Originality/value: This study presents the assets of women and their management style,  30 

but above all it draws attention to the need for changes in the approach to women’s involvement 31 

and in the assessment of their various social roles, which is necessary to achieve long-term 32 

positive changes. 33 
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1. Introduction  1 

The last decade has undoubtedly been a period of challenges for the entire entrepreneurship 2 

sector. This is observed not only in Poland, but in the entire European Union, which, in the face 3 

of rapid changes in all its areas, is struggling with a number of different problems of  4 

an economic, cultural and social nature. The situation of women in organizations is one of the 5 

aspects that is certainly worth paying attention to today (Editor Harasim, 2015). 6 

Although Polish business is quite heavily feminized, the highest management positions are 7 

mostly held by men. A woman in the role of a manager is not surprising, however a woman as 8 

a leader of a company is not very common.  9 

The number of women in management is systematically increasing and this is visible in 10 

many countries, especially the highly developed ones. However, it is not yet possible to speak 11 

of equal opportunities for women and men, and the scope and pace of changes taking place in 12 

this regard should be considered unsatisfactory (Kupczyk, 2009). 13 

The social and economic transformations of the modern world, shape the need for changes 14 

in management and are the basis for greater participation of women in the labour market and 15 

participation in management (Kowalska-Myśliwiecka, Szypulska, 2021). However, there are 16 

many obstacles on their path to a career, which often results from stereotypes. The problem of 17 

gender discrimination is still present, but the mentality of society is changing and the 18 

participation of women in management is growing. The United Nations, the European Union, 19 

the Council of Europe and other international regional organizations have been promoting 20 

equality policies aimed at balancing the participation of women and men in social and economic 21 

life for almost two decades. The main tool used to achieve this goal is the establishment of 22 

gender parity in specific socio-economic areas.  23 

It is also increasingly noticed that contemporary organizations need women.  24 

Firstly, because women are more flexible and multi-skilled, secondly, because they agree to 25 

work for less money, and finally, because, in accordance with the gender stereotype, they attach 26 

greater importance to interpersonal contacts, participation in decision-making, and teamwork, 27 

which is in line with contemporary trends in management science (Baskiewicz, 2013).  28 

Increasing the share of women in management is consistent with the idea of caring for 29 

diversity1 in the workplace. Research confirms that diverse teams have access to a wider range 30 

of experiences and skills and are open to new ideas and solutions. Companies that have taken 31 

care of equality regardless of gender, age or origin are more resistant to crises, which is  32 

an increasingly important competitive advantage. In such companies, it is easier to build long-33 

term development strategies (Report: Business..., 2023). 34 

                                                 
1 It should be emphasized that the concept of diversity in this matter applies not only to gender, but also to age and 

origin. 
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It is therefore worth analysing what the situation is in practice. Is business properly using 1 

the potential inherent in the diversity of human capital? This study will present the advantages 2 

of the female management style in the context of the real situation on the market. 3 

In light of the above considerations, the study aims to demonstrate the significant and 4 

growing role of women in management and to identify the current situation and position of 5 

women in enterprises based on the results of previous research.  6 

Due to the currently introduced EU directives on the employment of women (Women on 7 

Boards) in senior positions, this topic is particularly relevant, so it is worth verifying the current 8 

situation and answering the research questions: What is the female management style? What is 9 

the current situation of women on the labor market? There are many publications and studies 10 

available on the market on the subject of women in business, so an attempt was made to 11 

synthesize the results obtained in them, which will allow for a certain diagnosis and definition 12 

of the role and situation of women in business and indication of the potential direction of further 13 

changes. The analysis undertaken is not comprehensive and exhaustive. 14 

This study was prepared based on a critical analysis of the literature and, due to the topicality 15 

of the subject matter, on numerous press publications and Internet sources. The review of 16 

literature and available research results was selective. The focus was on selected studies that 17 

illustrated issues important to the topic and allowed for answering the questions posed.  18 

The article is a general review, and the conducted literature studies and research review were 19 

to help diagnose and interpret the current situation.  20 

2.  Woman manager - feminine management style - literature review 21 

We live in a cultural context shaped by masculine values. For many years, men dominated 22 

the broadly understood business. Therefore, based on a stereotypical pattern, many people 23 

associate the word manager with a man. There is something like a social construction of gender 24 

or characteristics related to masculinity or femininity (Jarocka, 2019).  25 

As A. Revenga and S. Sudhir (2012) indicate, socio-economic development is not possible 26 

without the active participation of women in all spheres of life, which is why promoting gender 27 

equality in business is becoming so important. The worldview is changing, and people are 28 

beginning to notice that not only men are good leaders. Women bring to business a lot of 29 

qualities that male managers lack. It should be realised that both feminine and masculine 30 

management styles are needed. Both sides contribute a lot to the organization, introducing  31 

a specific management style and considering the values they are guided by.  32 

It is said that the most important qualities of a manager include among others, knowledge, 33 

experience, self-confidence, empathy, assertiveness, self-control, and self-discipline. Anyone 34 

can have these qualities, it is not a matter of gender, but of personality or individual abilities. 35 
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When asked about the characteristics of an ideal manager, women indicated empathy as  1 

a key characteristic (31%). This was followed by courage and self-confidence (29%), 2 

determination and decisiveness (15%), competence (14%) and communication skills (12%) 3 

(Report: Manager...; 2019).  4 

The conventional perception of masculine traits defines a man as strong, arrogant, 5 

intelligent, ego-driven, brave, bold, dominant, assertive, single-tasking, focused,  6 

and competitive. 7 

Women are different. The specific attitude of women and their personality shape their 8 

leadership potential, which is typical of the feminine management style. Women are 9 

multitasking, emotional, empathetic, intuitive, compassionate, relationship-oriented, reliable, 10 

focused on building consensus and cooperation (Garczewska, 2019). The greater tendency to 11 

diplomacy and the ability to alleviate disputes also need to be mentioned (The Role of Women, 12 

nd). Women seem to be more efficient when it comes to solving problems; they adopt a more 13 

interpersonal leadership style. The feminine management style is more relationship-oriented 14 

and democratic. 15 

The above-mentioned qualities of women and their management style naturally translate 16 

into effective leadership.  17 

In addition, research conducted by professors Woolley and Malone (2012) showed that 18 

when there are more women in a group, the collective intelligence of the team increases.  19 

Their experiment on the effectiveness of task teams proved that it is not IQ that determines 20 

higher effectiveness, but the number of women in the team. Teams with more women performed 21 

better in the assessment. There are premises that prove that diversity in a team is important and 22 

that is why both men and women should be part of the team (Woolley, Malone, 2012). 23 

Additionally, research reports that women are characterized by higher social sensitivity than 24 

men. This seems to be the most important argument when considering the need to include 25 

women in task teams, as social sensitivity is manifested in the satisfaction, cohesion and 26 

motivation of the team. Today, not only specialist knowledge, but also empathy, which allows 27 

for great achievements in managing teams consisting of individuals are becoming important.  28 

In the face of the competition for talent on the labour market, women-friendly companies 29 

can be much more attractive, as they facilitate the building of a sense of loyalty among 30 

employees of both sexes. Therefore, the presence of women, not only in the employment 31 

structure in general, but in management boards, plays an important role in the development of 32 

the company. 33 

When highlighting the characteristics and role of women in management, it should be 34 

indicated that the organizational structures of companies are currently being flattened, which is 35 

an important condition for appreciating women in management. Modern companies are often 36 

characterized by a flat structure, with a rapid flow of information and flexibility reflected in the 37 

speed of adapting processes to both the needs of customers and the challenges posed by 38 

competitors. This also means changes in management methods. The management style has 39 
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changed from authoritarian to partnership, and this has brought a change in the role of the 1 

leader. Currently, the leader is supposed to combine being an expert with leadership. The leader 2 

is mainly concerned with defining organizational problems, initiating changes and coordinating 3 

them and involving other people in the decision-making processes, thus making them 4 

responsible for the implementation of the process. This means that today's manager (at every 5 

level of the management hierarchy) should have, above all, interpersonal skills. They should be 6 

able to stimulate people and be a catalyst for them, and when necessary, to be an agent of 7 

change. Such a person must first of all listen to others and quickly recognise what is important 8 

and what is not in a given matter. Today, not only specialist knowledge is becoming important, 9 

but also empathy, which allows for great achievements in managing teams consisting of 10 

individuals. Effective management depends on the predispositions and skills of the manager, 11 

which are subject to change as a result of economic and socio-cultural development.  12 

Such changes have created conditions to which the female style of management seems to be 13 

better adapted.  14 

It should be emphasized, however, that the feminine style of management is not unique only 15 

to women. Referring to gender differences, business specialists point to managerial behaviours 16 

that are typical of women. However, this does not mean that classical theories of management 17 

styles lose their raison d'être, and that gender determines the way of acting. A good manager is 18 

a flexible and effective manager, regardless of gender (Doraczyńska, 2013). 19 

However, we should be aware of the differences in the classic female and male approaches 20 

to management in order to realize what we can gain by introducing gender parity and respecting 21 

them in practice. 22 

3. Women in business - review of research results  23 

There are numerous studies conducted worldwide on women in business, or women in the 24 

labour market in general. As indicated by Eurostat data from 2021, the share of women in 25 

management positions in Poland was 44%. However, if we consider senior management,  26 

the percentage of women significantly deviates from parity, despite a two-fold increase  27 

in 10 years (from 11.6% in 2011 to 24.7% in 2021). Research by the Polish Economic Institute 28 

conducted among the largest listed companies indicates that the share of women in management 29 

boards was 12.6%, and in supervisory boards - 17.3%. Even in the financial sector, where 30 

women constitute 60% of all employees, there are only 13% of them in company boards 31 

(Leśniak, 2024).  32 

The report "Manager in high heels" (2019) based on research conducted among women in 33 

high positions and prepared by HRK S.A., a human resources consulting company shows that 34 

women in high positions most often (68.5%) hold the position of a manager or an executive. 35 
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They are less likely to be directors, i.e., in 25% of cases. Only 5.4% of the surveyed women are 1 

company presidents. Women in high management positions most often work in sales (15.2%), 2 

HR and marketing (9.8% each). They are less popular in the IT industry (8.7%). However, they 3 

work least often in the energy, construction, customer service or public utility institutions  4 

(1.1% each).  5 

The results of research conducted by Grant Thorton in 2023, regarding the opening of Polish 6 

business to diversity, (Report: Business...; 2023) showed that around 27% of women currently 7 

sit on the boards of medium and large companies in Poland. It is interesting that this percentage 8 

has been systematically decreasing in recent years (in 2021 there were 31% of women,  9 

while in the following year 2022 - 29%). This is also a problem worth paying attention to.  10 

Not only are there still relatively few women at the highest levels of management, but among 11 

those who get there, a process of resignation and withdrawal can be observed. Women leaving 12 

high positions usually emphasize that the reasons for leaving include, among others,  13 

work culture, microaggressions, money, lack of flexibility and diversity, as well as overwork 14 

and underestimation. According to the McKinsey report, in 2021 around 10.5% of women in 15 

management positions left their companies (Armstrong, 2023). This is the highest voluntary 16 

departure rate since McKinsey began collecting data in 2017. This is a deeply alarming 17 

phenomenon that highlights deeper issues underlying the situation of women in business. 18 

The gap in senior positions is one problem, but the Eurostat 2024 study shows the overall 19 

scale of the problem, which concerns not only senior positions but employment in general.  20 

The study showed how large the gap is in employment between women and men, especially if 21 

they have children. For people aged 25 to 54, the gender employment gap in the EU in 2023 22 

was much larger for people with children than for those without children. For people with 23 

children, the gap was 17.0 percentage points, which resulted from a higher rate for men (91.9%) 24 

and a lower rate for women (74.9%). For people without children, the gap was 4.0 percentage 25 

points, with the percentage being higher for men (83.7%) than for women (79.7%). A similar 26 

trend was observed in 2023 in many EU Member States. Without exception, the highest 27 

employment rate was for men with children. The employment rate for men with children was 28 

higher than 90.0% in 24 Member States. In two thirds of the Member States, the lowest 29 

employment rate was for women with children. This data illustrates the root of the problem 30 

related to staffing managerial positions. 31 

Special attention should be paid to the research conducted since 2004 by Grant Thorton 32 

(Report: Woman, 2024) on global trends relating to women in business. It has shown that in the 33 

last twenty years there has been noticeable progress in the participation of women in 34 

management positions, but it is still insufficient. In 2004, only 19.4% of senior management 35 

positions in medium-sized enterprises were held by women. Currently, it is 33.5%. The authors 36 

of this report draw attention to what helps and what hinders women in the labour market.  37 

The results of their many years of observation and research indicate 3 fundamental factors and 38 

thus 3 paths to success in the area of employing women in senior positions. 39 
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Firstly, companies should have clearly defined strategies in the area of DEI,  1 

i.e. the implementation of attitudes of diversity, equality and inclusion and diversity 2 

management. It is necessary to set specific, measurable goals in this area and actually measure 3 

them.  4 

Secondly, it is extremely important who leads and is responsible for DEI.  5 

It is important to get acceptance from senior management for any DEI effort, but it is crucial 6 

to engage women in leadership roles in cooperation. Leading DEI alone is not effective in 7 

increasing the percentage of women in leadership positions.  8 

Thirdly, the work system in force in a given entity has a real impact on the situation of 9 

women in the labour market. In companies that offer greater flexibility in the way of working 10 

(hybrid, remote work), a higher percentage of senior management positions are held by women. 11 

To sum up the considerations about the characteristics of the female management style and 12 

the situation of women in business, it can be noticed that one of the problems of the modern 13 

business world seems to be the fact that, as a result of the pattern of male dominance that has 14 

been ingrained for years, we still cannot fully break this stereotype. And the traditional social 15 

roles instilled over the years have made women unable to believe in their own abilities, 16 

unnecessarily comparing themselves to men. In the report "Only a few women manage to enter 17 

management boards - the situation of Polish women on the labour market" (2019), women 18 

revealed what caused their blockage regarding promotion or work in managerial positions: 19 

 low self-esteem (39%),  20 

 combining family responsibilities with work (26%),  21 

 stereotypes (25%).  22 

The study shows that it is primarily women who have an impact on the development of their 23 

own careers. Excessive perfectionism, lack of courage and self-confidence prevent them from 24 

achieving their goals. Women seem to succumb to stereotypes and as a result do not believe in 25 

their own abilities. Unfortunately, although several years have passed since this study was 26 

conducted, the situation on the market has not really changed.  27 

4. Summary 28 

The debate on increasing the participation of women in business, and especially in company 29 

boards has been going on for years, but still only a few women manage to join company boards. 30 

Most often the highest positions in companies are still held by men. The situation in managerial 31 

positions is similar. In the light of contemporary theory of management sciences and the real 32 

situation in many companies (flattening of organizational structures), the model approach to  33 

a manager is more in line with the character of women. A female manager has an advantage 34 

thanks to their interpersonal skills. However, the problem goes deeper. It often results from the 35 
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structure of general employment as well as from the way talent is managed and succession in 1 

companies Another problem is that most women do not believe in their abilities and do not have 2 

a developed plan for their career development. Obstacles resulting from entrenched stereotypes 3 

and unequal treatment that appear on their career path, make it difficult for women. However, 4 

gradually, this situation is slowly changing for the better.  5 

Meanwhile, statistics show that the results are not satisfactory on the Polish market (and not 6 

only). Perhaps the process of positive changes will be accelerated by the EU directive, 7 

according to which by July 2026 all listed companies in the European Union must achieve  8 

a situation in which 40% of non-executive directors and 33% of all management positions are 9 

held by people belonging to the underrepresented sex, which in the case of all European 10 

countries means women. It should be emphasized that the directives apply only to a narrow 11 

group of companies – listed companies, which constitute a small percentage of the market 12 

structure. And the changes should cover all types of companies. The challenge facing Polish 13 

business is still huge, but it is worth facing. One can argue whether gender parities are good or 14 

not, but we must note that in countries where parities were introduced years ago (e.g. France, 15 

Norway, Belgium), the results are visible. Parities alone will not solve the problem, but they 16 

can accelerate certain processes. 17 

It is very important to remember that gender diversification in the workplace is not only 18 

about artificially maintaining the appropriate number of women in the employment structure or 19 

on company boards, i.e. meeting the imposed parities, but also about providing professionals 20 

with the opportunity to advance and improve their qualifications while respecting other female 21 

social roles (Report: Women..., 2017). Otherwise, women's participation in employment 22 

structures will never be satisfactory and stable. With a labour market fully open to these issues, 23 

formulating gender parities will be absolutely unnecessary. 24 

As a popular quote goes, “women are expected to work as if they had no family and raise 25 

children as if they had no job” (Armstrong, 2023). This perception needs to change, otherwise 26 

we will continue to see female leaders leave and never achieve satisfactory results in terms of 27 

hiring and staffing of women in senior positions and therefore we will not realise the potential 28 

that diversity offers. 29 

In light of the considerations presented, it can be stated that the issues related to the 30 

employment and situation of women on the labor market and in business in a broad sense are 31 

of a deeper and multi-faceted nature. It is impossible to indicate one source of the problem and 32 

one way to solve it. It is not only an organizational or management problem, and its basis goes 33 

beyond the pure sphere of business and has a social character. This shows the complexity of 34 

this situation. It is therefore worth writing about it, because full knowledge of what the role of 35 

women is, what the potential of introducing diversity into organizations is, what the current 36 

situation on the market is and where the problems arise from, can ultimately improve the 37 

situation of women. 38 
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Gender diversity in the workplace should not only be a good practice or an element of 1 

responsible business, but above all an understanding that it also means better results and the 2 

condition of the company, and that gender diversity policy has a positive impact on the 3 

organizational culture, the company's reputation and employee morale.  4 
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