Ceimoee 2ocnodapcmeo i MixkHapOOHi eKOHOMIi4YHi 8IOHOCUHU

UDC 658.5:305.42(4) DOI: 10.26906/EiR.2024.4(95).3618
JELJ16, M12, M14, P16

GENDER LEADERSHIP IN EUROPEAN COUNTRIES:
THE ROLE OF WOMEN IN BUSINESS TRANSFORMATION

Olha Kyrychenko *, Senior Lecturer at the Department of World Economy
and International Economic Relations
Mykola Kyrychenko **, Senior Lecturer at the Department of World Economy
and International Economic Relations
Odesa L.I. Mechnikov National University

*ORCID 0000-0003-3785-9532
**ORCID 0000-0003-1324-4525

© Kyrychenko O., 2024
© Kyrychenko M, 2024

Cmammst ompumana pedaxyicio 19.11.2024 p.
The article was received by editorial board on 19.11.2024

Introduction. Gender leadership is becoming one of the key factors in the transformation of modern
business, as ensuring equality between women and men contributes to increased innovation, improved
management efficiency, and organizational resilience. In European countries, gender equality holds a special
place in social and economic policy, yet even in this region, women remain underrepresented in leadership
positions. At the same time, the experience of leading European countries demonstrates that integrating women
into leadership roles positively impacts business and economic development as a whole [1; 2].

One of the most important aspects of this issue is the distribution of women in leadership positions across
different sectors of business in European countries. Although many nations are actively working to reduce the
gender gap, significant differences between countries still persist. Another serious issue is the gender pay gap,
which remains relevant even in countries with high levels of economic development.

The analysis of gender indices, such as the Global Gender Gap Index, as well as business equality indices,
allows for an assessment of European countries' achievements in ensuring equal opportunities for women [3].
These indicators also showcase progressive practices that could serve as examples for other regions [4].
It is particularly important to compare the situation in different European countries to identify the best
approaches to overcoming gender inequality and implementing effective policies.

The article explores the role of women in the transformation of business through the analysis of statistics
on their representation in leadership positions, gender pay gaps, and a comparison of the situation in European
countries. The study focuses on key factors that either facilitate or hinder women’s advancement to leadership
roles, as well as the importance of implementing gender equality principles in business practices to strengthen
Europe’s economic potential.

Analysis of recent research and publications. Leadership is a multifaceted phenomenon
encompassing various approaches, styles, and theories that have evolved over decades and remain crucial
for understanding management processes. In particular, transformational, transactional, style-based, and
behavioral leadership are actively studied in contemporary science. Research demonstrates the evolution of
leadership concepts and the importance of adaptive management approaches in changing socio-economic
conditions.

In the article by Z.A. Khan, A. Nawaz, and 1. Khan, key leadership theories and styles that developed in the
20th century are examined, emphasizing the evolution from focusing on personal qualities of leaders to studying
their impact on organizations, which helps in developing effective leadership strategies [5]. A.R. Bwalya
analyzes different leadership styles, their characteristics, advantages, and disadvantages, highlighting the
importance of adaptability in choosing the appropriate leadership style based on organizational needs [6].
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T.P. Chernyavska and A.S. Yermakova study the gender dimension of leadership, examining the differences
between male and female managers in domestic enterprises [7]. O.S. Drugova emphasizes the importance of
gender balance in leadership positions and the need to combat stereotypes to support women in leadership
roles, which is critical for economic development [8]. M. Mousa et al. conduct a systematic analysis of best
practices for advancing women into leadership, focusing on mentorship and transparent career paths [9].
H. Kluge and N. Azopardi-Muskatt highlight the negative impact of the insufficient representation of women
in leadership roles on the healthcare workforce crisis and advocate for policies that address gender inequality
[10]. H. Miiller and I. Thommel study women's leadership in the EU, focusing on the support and barriers to
women’s career growth within EU institutions [11]. D. Foreman underscores the importance of moving beyond
symbolic representation of women in public policy and calls for structural changes to ensure women’s voices
have a real impact on decision-making [12].

Thus, the integration of theoretical foundations of leadership with empirical studies on gender characteristics
allows for a deeper understanding of contemporary management trends and the role of women in business and
society.

Objectives of the article. The aim of the study is to analyze gender leadership in European countries,
specifically examining the role of women in business transformation, identifying barriers to gender equality in
leadership positions, and evaluating policies and practices that promote increased participation of women in
business and political structures.

The main material of the study. This article analyzes the current state of gender equality in the European
Union and individual European countries, with a focus on women's participation in political and business
structures. Special attention is given to the gender gap in political institutions, particularly in the European
Parliament, government cabinets, and corporate environments. Key trends, challenges, and successful
practices that contribute to increasing women's representation in leadership positions are discussed. Factors
influencing women's participation in decision-making processes are also highlighted, along with an analysis of
the effectiveness of existing gender-oriented policies at various levels of governance.

Below, we analyze the share of women in the boards of the largest companies in Europe in 2022, in %.
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Figure 1. Share of Women on the Boards of the Largest Companies in Europe, 2022 (%)
Source: compiled by the authors based on [13]

The highest percentages of women on company boards are observed in France (45.20%), Iceland (44.80%),
Norway (43.20%), and Italy (42.60%). These countries likely have active gender equality policies, including
legislated quotas for women's representation in leadership.

Countries like the Netherlands (41.60%), the United Kingdom (40.90%), Denmark (40.80%), and Belgium
(39.30%) also show high percentages, reflecting a cultural emphasis on equality in these regions.
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Germany (37.20%) and Austria (33.20%) have higher figures compared to neighboring countries like the
Czech Republic (20.80%), Slovakia (30.30%), and Poland (24.20%), indicating gradual progress toward
gender equality, though a noticeable gap remains in Central and Eastern Europe.

In countries like Romania (17.70%), Turkey (17.30%), and Hungary (10.40%), women's representation
is the lowest. This may be due to socio-cultural barriers or a lack of active government policies supporting
women in business.

Countries such as Finland (36.10%), Sweden (35.70%), Spain (35.70%), and Portugal (33.30%) fall in the
mid-range, indicating stable trends towards women’s involvement in leadership.

Key conclusions include that countries with high representation, like France and Norway, benefit from the
implementation of quotas, which play a crucial role in increasing women's participation. Northern, Western,
and partly Southern Europe show better results compared to Central and Eastern Europe. Countries with lower
figures should consider adopting incentives or quotas to enhance gender equality levels.

This suggests that the success of achieving gender balance largely depends on political will, culture, and
the country’s economic model.

Next, we will analyze the share of women in the government cabinets of the European Union from 2004 to

2024.
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Figure 2. Share of Women in Government Cabinets of the European Union (28 EU Countries)
from 2004 to 2024, in %

Source: compiled by the authors based on [14]

The analysis of the dynamics of the share of women in government cabinets of European Union countries
from 2004 to 2024 shows gradual but uneven growth in gender representation at the executive level.

In 2004, the share of women was 24.3%, and in 2010, it was 26.6%. During this period, the growth rate was
moderate (+2.3 percentage points), but it varied from year to year. For example, in 2005, the share decreased to
21.7%, which is the lowest figure during the study period. The share of women fluctuated between 24.6% and
27.2%, demonstrating slow changes. This indicates some stagnation in the implementation of gender equality
policies in the executive branch.

Since 2017, a more intensive increase has been observed: from 28.6% in 2017 to 34% in 2024. The most
significant progress occurred between 2021 and 2024, when the share of women increased from 32.1% to 34%.
Over the 20 years, the share of women in government cabinets increased by 9.7% (from 24.3% in 2004 to 34%
in 2024).

Although progress has been made over the past two decades, the share of women remains below 50%,
which indicates the persistence of gender imbalance. The most positive dynamics are observed in the last
decade, highlighting the importance of current initiatives aimed at gender equality.
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It is necessary to continue supporting legislative quotas for women in the executive branch, expand
leadership development programs for women in politics, and continue monitoring and analyzing the impact of
gender representation on government effectiveness.
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Figure 3. Gender Distribution in the European Parliament 1979-2024, %
Source: compiled by the authors based on [15]

The analysis of gender distribution in the European Parliament from 1979 to 2024 shows significant growth
in women's representation, although men continue to dominate.

In 1979, during the first electoral cycle of the European Parliament, women made up only 16%, while men
constituted 84%. Over the next 15 years, the proportion of women increased to 26% in 1994, indicating a gradual
but slow progress (+10 percentage points). The growth in women's share became more noticeable during this
period, rising from 26% in 1994 to 35% in 2009 (+9 percentage points). This period was characterized by the
introduction of policies aimed at gender equality in representative bodies.

In 2019, women reached their highest share ever, accounting for 41%, while men's share dropped to 59%,
coming close to parity for the first time. From 1979 to 2024, the share of women in the European Parliament
grew by 23 percentage points (from 16% to 39%), while the share of men decreased from 84% to 61%.

Possible factors influencing this trend:

— The implementation of gender quotas in many EU countries, which increased the number of women
candidates.

— Gender equality became an important value for European society, leading to higher demand for women
politicians.

— In 2024, the decrease in women's representation may be attributed to changing political circumstances in
some countries.

The share of women in the European Parliament has more than doubled over 45 years, which is a positive
sign of the gradual implementation of gender equality principles. However, men still hold an advantage, and
the decline in 2024 may signal the need for additional measures to achieve gender parity.

The analysis of the gender pay gap in the European Union from 2010 to 2022 shows gradual reduction,
although it remains significant even in 2022. Over the 12 years from 2010 to 2022, the gender pay gap
decreased by 3.1 percentage points, reflecting positive progress toward achieving gender equality in financial
work conditions.

In particular, in 2010, the gender pay gap in the EU was 15.8%, and it gradually decreased in the following
years. The most significant reduction occurred between 2010 and 2015, when the gap fell from 15.8% to 15.5%,
after which the pace of decrease slowed slightly. However, even after this reduction, the gender pay gap remained
at 12.7% in 2021-2022, indicating that the issue of gender inequality in pay had not been fully resolved.

The decrease from 15.8% to 12.7% over these years can be interpreted as the result of political initiatives and
measures aimed at improving gender equality, such as the introduction of legislative acts on pay transparency,
promoting equal opportunities for men and women in careers, and implementing policies on work-life balance.
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Figure 4. Gender Pay Gap in the European Union 2010-2022, %
Source: compiled by the authors based on [16]

However, while this trend is positive, the reduction in the gender pay gap is occurring rather slowly.
The main causes of remaining inequality include factors such as vertical and horizontal segregation in the labor
market (differences in industries and positions held by men and women), with women often working in lower-
paid sectors, as well as career interruptions due to family responsibilities.

Thus, while progress has been made, achieving full equality in pay will require continuing the implementation
of effective policies aimed at reducing gender stereotypes, encouraging women to work in high-income sectors,
and providing greater support in balancing professional and personal life.

Conclusions. The conclusions and recommendations based on the analysis of gender representation in
leadership positions, government cabinets, and the European Parliament indicate significant, though slow,
progress in achieving gender equality over the past decades. In the European Union, the share of women in
government cabinets gradually increased from 24.3% in 2004 to 34% in 2024, signaling positive progress,
albeit with certain fluctuations, particularly during the 2010-2015 period when the share stabilized at around
27%. This marks a gradual but steady advancement toward greater gender equality in EU governments.

Regarding gender representation in the European Parliament, the share of women has also been steadily
increasing, from 16% in 1979 to 39% in 2024. This indicates progress in achieving gender equality in the
political sphere, although, given that men still hold the majority of seats, it can be concluded that continued
efforts are needed to encourage women's participation in politics in order to reach full equality.

To further strengthen gender equality in these areas, several recommendations should be considered.
First, it is essential to continue implementing policies such as quotas and other measures aimed at increasing
women's participation in leadership positions and political life, which have already shown positive results in
some EU countries. Second, efforts must be made to overcome social stereotypes regarding women's roles in
society and politics, as well as to create conditions for women's professional development through support for
their career growth, especially in fields traditionally dominated by men. Third, it is important to ensure equal
access for women to resources, learning, and development opportunities, and to encourage their involvement
in making critical decisions at various levels of government. While the gender pay gap in the European Union
is narrowing, further efforts and innovative policies are necessary to achieve full equality.

Thus, although gender progress in the European Union is evident, much remains to be done to achieve true
gender equality, particularly in the areas of political participation and governance at all levels.
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This article explores gender equality trends in the European Union, focusing on women’s participation in
leadership roles, government cabinets, and political institutions, particularly the European Parliament. It shows
that while gender equality at high levels of governance and business is improving, further efforts are needed for
true equality. The study highlights an increase in women’s representation in government and political bodies, but
they remain underrepresented in senior leadership roles, signaling the need for more proactive measures. In the
European Parliament, a rising proportion of women reflects the effectiveness of gender-focused policies, though
male dominance persists, requiring continued quotas and support programs. The analysis of women in leadership
positions in major European companies shows progress, though full gender balance has yet to be achieved. More
active corporate policies are needed to reduce gender imbalances. Overall, the article emphasizes the importance of
continued efforts to ensure gender equality, focusing on career advancement and equal access to opportunities.
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Kupuuenko Oubra BsivecinaBiua, crapimii Bukiajad Kaq)ez[pn CBITOBOTO TOCHOAPCTBA 1 MIKHAPOTHUX
eKOHOMIUHMX BigHOCHH OnechbKoro HamioHanbHOro yHiBepcutery iM. LI, Meununkosa. Kupnuenko Mukona
BirauiiioBny, crapumii Bukiazad Ka(beﬂpn CBITOBOTO TOCTIOAAPCTBA 1 MDKHAPOAHMX EKOHOMIYHHX BiJHOCHH
Onecpkoro HarioHanbHOro yHiBepeutety iM. I.I. MeunukoBa. ['enaepHe JiizepcTBO B €BponeiicbKHX KpaiHax:
poJtb KiHoK y Tpanchopmanii Giznecy.

Crarta mubOKo aHaii3ye TEHICHLIl Ta AWHAMIKY I'€HIEpHOI PiBHOCTI B €rponerichkomy Coro3i, 30KpeMa B
KOHTEKCTI y4acTi KiHOK Y BUCOKHX KEPIBHUX CTPYKTYpax, ypsAA0BUX KaGiHeTax Ta MOMITUYHUX 1IHCTHTYLISNX, TAKUX
Kk €BponapiaMeHT. ABTOPH JOCHIKYIOTh KITFOUOBI (PAaKTOPH, SIKi COPHSAIOTH 200 MEPEeIIKOKAIOTh AOCATHEHHIO
TeHJIepHO1 pIBHOCTI B IMX cepax, 30cepekyroun yBary Ha 3HaueHHI HOJMITHYHUX CTpaTerii 1 MiATPUMKH TeHAePHOT
PIBHOCTI SIK Ha PiBHI Jiep’KaBHHUX OPraHiB, Tak 1 B KOPIOPATUBHOMY CEpeOBHUILI. BOHM MiAKpECTIOOTH, 1110, X04a
TeHJIepHa PiBHICTh Ha BUCOKHX PiBHAX BIaau Ta B 0i3HECI OCTYIOBO 3pOCTAE, 1IEH MPOLIEC € TPUBAIHUM 1 TOTpedye
NOCTiiHOT poOOTH IS AOCATHEHHS peanbHoi piBHOCTI. JlocCimi/keHHs MoKasye, IO 4YacTKa KIHOK y YpSIOBHX
ka0iHeTax Ta MOJITHYHUX OpPraHax 3pOCTaeE, IO € Pe3yJIbTaTOM 3MiH Y MONITHYHHUX CTPATerisfxX, CIPSIMOBaHUX Ha
MiITPUMKY PIBHOCTI, @ TAKOXK aKTHUBHOT MOMITUKK HalioHaIbHUX ypsaiB Ta €C. OnHak, He3BaKalou Ha MO3UTUBHI
TEeH/ICHII{, )KIHKU Bce I1[e HEAOCTaTHRO MPEACTABICHI HAa BUCOKHX KEPIBHHX MOCagax, 0 BKa3ye Ha HEOOXiTHICTh
OiNbII aKTUBHUX 3aXOHiB AJIS CTBOPEHHS PIBHUX MOXKIMBOCTEH y momithui Ta OizHeci. Y €BpomapnaMeHTi
CIIOCTEPITa€ThCS MOCTYNOBE 301TBLICHHS YaCTKHU )KIHOK cepe]] ISy TaTiB, 110 CBIAYHUTD PO e(EKTUBHICTH TCHACPHO
OpPIEHTOBAHMUX TOJITHK, CIIPSIMOBAaHUX Ha 3abe3nedeHHs piBHOCTI. [IpoTe, He3BakatouM Ha 1Ii JOCATHEHHS, 3HAYHA
KIJIBKICTD YOJIOBIKIB MTPOOBKYE JOMIHYBaTH B MOJITHYHHX OpraHax, [0 BUMarae BIPOBA/UKEHHS KBOT 1 Iporpam
MIITPUMKH s 3a0€3MeueHHs PIBHOTO JOCTYMY A0 MOJMITHYHUX MOXJIMBOCTEH Ta YCYHEHHs TeHJICpHHUX Oap'epis.
AHai3 yJacTi )KiHOK y KepiBHUX OpraHax HaiO1IbIINX KOMIaHiil €BPOITH TaKOX AEMOHCTPYE MO3UTUBHI 3pYIICHHS,
Xoua reHiepHui Oananc y Oi3Heci e He gocarHyTHH. Ha KepiBHUX mocaiax mpoIoBKYIOTh JOMIHYBAaTH YOJIOBIKH,
IO CBiYUTH MPO HEOOXiAHICTH MOCHJICHHS KOPIOPAaTHBHHUX TOMITHK, CIPSIMOBAHUX HA MOJOJaHHS T€HIECPHOIO
aucOanaHcy. BaxnnBo akTHBHIIE BIPOBAKYBaTH CTPATETii, [0 CIPHUAIOTH 3HIKESHHIO MEPEIKo]] IS Kap'epHOro
3pOCTaHHs IHOK, TaKHX SIK HACTaBHHLTBO, CTBOPEHHS YITKHX Kap'epHIX HUIXiB 1 3a0e3medeHHs] TPO30pHX
MPOLEAYP MPOCYBAHHs. 3arajioM, CTATTA HAroNouIye Ha BaKJIMBOCTI TMPOJOBKEHHS 3yCHITb I 3a0e3meyeHHs
reHJepHOi piBHOCTI B yCiX cdepax, MOYMHAIOYM BiJ TMOJITHIHOT yqaCTl i S OizHec- -CEPC/IOBHIIIEM.
OCHOBHUMH acCTeKTaMu, Ha SKUX HEOOXIZHO 30CEpequTH _ysary, € rnz[TpHMKa Kap'epHOrO 3pOCTaHHA KIHOK,
3a0e3meyeH s PiIBHOTO JOCTYIY JI0 pecypcua 1 MOKJIMBOCTEH, & TAKOXK 3MIL[HEHHS MOJITHYHOI Ta KOPIOPATHBHOI
BOJI JISl JOCATHEHHS TEHIEPHOT PIBHOCTI B YCiX CEKTOpax.

Kumouosi ciioBa: nigepctso, Tpancdopmarist Oi3Hecy, KiHKH, TeHAepHA PiBHICTb, TEHACPHUI PO3PUB OILIATH,
€spomna, €poneiicbknii Coro3, €BponeiicbKuii mapiamMeHT.
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