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Abstract: The aim of this study was to analy-
ze the profile, competencies, leadership styles,
challenges and perspectives of female lea-
ders in the administrative sector of a hospital
in Curitiba, Parana. A descriptive study was
carried out, with qualitative and quantitati-
ve analysisusing a questionnaire with 12 wo-
men in leadership positions, with a total of
24 questions. The literature review highlights
women in leadership in the hospital sector
and Eagly and Linda’s (2007) labyrinth theory,
which addresses the difficulties faced by wo-
men when seeking leadership positions, co-
ming up against various challenges, but which
can be overcome. The results showed that wo-
men leaders face various difficulties, but they
believe that training and self-worth are the
way to overcome these barriers. When asked
about the barriers they face and their career
prospects in the hospital over the next few ye-
ars. The respondents highlighted the constant
need to prove their competence in order to be
recognized, the prejudice that still exists about
women occupying executive positions and the
difficulty of reconciling professional and per-
sonal life.

Keywords: Female leadership. Perceptions.
Hospital administration.

INTRODUCTION

The constant improvement of health-rela-
ted processes has been a concern for the go-
vernment, administrators and national and
international researchers (Ribeiro, 2017) since
health is the main concern of people, taking
second place in some countries only to basic
survival issues, and this scenario is worrying
when in Brazil there is popular dissatisfaction
with health services in general, causing hospi-
tal management to gain focus, and represen-
ting a set of complex challenges for public and
private hospitals (Lorenzetti et al.; 2014).
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Seixas and Melo (2004) state that hospitals
need to be seen as modern companies, and for
this they need effective hospital administration
to provide for the organizations growth. They
also identify that the manager’s role is to co-
ordinate activities to achieve the objectives set
by the hospital, and the success of this task de-
pends on the way the hospital is managed, as
well as the technological resources available.

A study carried out by Brito et al. (2015)
highlighted the importance of the female pre-
sence in the strategic management of a hospital
in Minas Gerais and its impact on humanizing
healthcare, adopting empathetic practices cen-
tered on the well-being of the patient, causing a
rupture in relation to traditional management
practices, previously adopted in rigid models.
This opens up space to reflect on the role of wo-
men in hospital management and their percep-
tions of their leadership positions. Although
the data indicates that the presence of women
in leadership positions is still limited, this reali-
ty has changed significantly

In this context, despite the various achie-
vements of women in recent decades, which
have increased their participation in leader-
ship positions, the stereotype persists that
this role is suited to men. In this way, female
authority is less accepted than male autho-
rity, since the role of leader is easily associa-
ted with men, as it has characteristics such as
confidence and determination, compared to
characteristics such as politeness and flexibi-
lity associated with the social role of women
(Martinez-Leon et al., 2020). Breaking old pa-
radigms is an arduous task; it's not just about
changing behaviors, but the way people see
the world, the opportunities and the potential
that women bring to the table.

Granez, Bortoluzzi and Bissani (2016)
analyzed, by means of a bibliographical sur-
vey, the profile of the leader and their rela-
tionship with the success of organizations,
dividing the theories of leadership into three
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large groups, the trait theory, the behavioral
theory and the situational theory, which show,
respectively, who the leader is, what the leader
does and how they act. Based on these theo-
ries, it was shown that the profile of the mo-
dern leader is focused on responsibility, both
towards themselves and their team, being in a
constant process of learning, as well as provi-
ding an ethical working environment.

In addition, the study by the authors Ku-
chak, Rocha and Rocha (2021) dealt with the
styles of female leadership in organizations,
seeking to demonstrate the importance of
women occupying management positions,
through a bibliographic and documentary
research, the authors report that the research
had leadership as its theme, as this is an es-
sential factor in the success of organizations,
and despite the growing role of women in this
environment, there are still many challenges
in the search for gender equality, because:

[...] there is still a significant discriminatory
process that takes the form of prejudice. In
order to succeed in an executive career, they
have to invest more in their work, expend
more effort and be more committed than
men. In addition to technical competence,
they face the challenge of having to interna-
lize attributes that men value, as this univer-

se is still predominantly male (Lima et al.,
2014, p.77).

The same view is reflected by Santos, Tanu-
re and Carvalho Neto (2014) who analyzed the
difficulty of women’s growth in organizations
through descriptive and qualitative research
with 47 executives, based on the Glassceiling
Theory. This theory translates as a subtle bar-
rier, because it is not explicit in organizations,
but strong enough to become permanent and
prevent hierarchical ascension in the com-
pany. The research reported that the glass cei-
ling phenomenon mainly affects women who
are developing and growing in companies,
while women who already hold senior mana-
gement positions are hardly affected. Another
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noteworthy point was the fact that the few wo-
men interviewed who occupy the highest hie-
rarchical positions in the sample believe that
such barriers do not exist in organizations.
However, as the authors describe “[...] the
need for these Brazilian executives to ignore
the prejudices and difficulties encountered by
other women in organizations became clear”
(Santos, Tanure and Carvalho Neto, 2014), gi-
ven that the barriers can easily be reflected in
the number of women occupying high hierar-
chical positions in companies. Although the
glass ceiling theory is widely used to address
inequalities in relation to position in the job
market, the theory used in this study is Eagly
and Linda’s (2007) labyrinth theory, which di-
ffers from the aforementioned theory, which
presents a single, invisible barrier that pre-
vents women from rising in the job market,
because unlike the idea of “breaking” or “bre-
aking through” this glass ceiling, the labyrinth
represents a metaphor in which the woman
remains an active figure, constantly on the
move, seeking and fighting to achieve her go-
als. It is worth pointing out that these challen-
ges occur from the moment a woman enters
the job market and continue even after she has
risen to leadership positions, demonstrating
the need to continually overcome obstacles.

The presence of women in leadership posi-
tions shows that barriers are being overcome,
although there are facts that negatively surpri-
se and hinder the rise of women to leadership
positions, it is necessary to identify the rea-
sons, the barriers that must be overcome by
women who seek leadership, in this context
we intend to answer the following question:
What are the challenges, perspectives, compe-
tencies and leadership style of female leaders
in a private hospital in Curitiba, Parana?

It should be noted that women still face a
number of challenges in order to occupy lea-
dership positions, and this research searches
the literature and questions them about lea-
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dership and perceptions about the careers of
female leaders, as well as contributing to stu-
dies on genders and offering subsidies to en-
sure a more inclusive and equitable workplace.

Thus, the article presents the general ob-
jective of the research: To analyze the profile,
challenges, perspectives, competencies and
leadership style of female leaders in a private
hospital in Curitiba, Parana.

Through specific objectives aimed at iden-
tifying the women who occupy leadership po-
sitions in the hospital’s administrative sector,
as well as the profiles and specific skills requi-
red to work in senior management positions;
understanding the predominant leadership
styles among them; understanding the main
challenges they face and exploring their pers-
pectives in the sector, although they are in
greater numbers of professionals in the health
area, women are in the minority in many lea-
dership positions, despite their management
having a positive impact, through a humani-
zed and democratic approach.

In addition, as presented in the study by
Lorenzetti et. al; (2014) there is a consensus
among the managers surveyed that there is a
lack of qualified professionals in the manage-
ment of the Unified Health System (SUS), sin-
ce these professionals do not receive adequa-
te training to act as managers, in many cases
with discontinued training, in addition to the
high staft turnover used in centralized, hierar-
chical and bureaucratic management models.

Thus, this work is justified by the need to
examine the gap in a given region and existing
society, about the profile, competencies, chal-
lenges and perspectives faced by female leaders
in the administrative sector of a hospital in
Curitiba Parana. By achieving these objectives,
the research will provide a clear overview of fe-
male leaders in the administrative sector of this
hospital, the work they perform, possible chal-
lenges they face and the opportunities that are
presented in the professional landscape.

Scientific Journal of Applied Social and Clinical Science ISSN 2764-2216

This information is fundamental to the
creation of practices and policies that contri-
bute to the development of an inclusive and
productive work environment for women in
leadership positions in the hospital sector.

As for the originality of the proposal, the
idea was based on the study by Paes and Nas-
cimento (2023) which sought to analyze the
opportunities and challenges of female leaders
in Mato Grosso. However, this study is limited
to the area of corporate governance, in the ad-
ministrative sector of a hospital in Curitiba,
Parand, focusing on female leaders in senior
management positions, with an emphasis on
the variables of profiles, competencies, chal-
lenges, leadership styles and future prospects.

In terms of organization, the research is
divided into an introduction, theoretical fra-
mework, methodological aspects, discussion
of results and final considerations. The intro-
duction provides a brief contextualization of
the subject, highlighting the justification for
the study, the problems and the objectives. The
theoretical framework presents the context of
women in leadership in the hospital sector,
the labyrinth theory and previous studies. The
methodological aspects detail the approaches
and techniques used to carry out the research,
explaining the procedures adopted to collect
and analyze the data. The discussion of the re-
sults presents the results and analysis obtained
in the research, followed by the final conside-
rations, summarizing the main conclusions of
the study, highlighting the implications of the
results and suggesting possible directions for
future research or practice.

THEORETICAL FRAMEWORK

In particular, women occupying positions
that deserve recognition for their dedication
and discipline in the health sector, which re-
quires wisdom in decisions and cannot waver,
as they are human beings.
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WOMEN IN HOSPITAL LEADERSHIP

The participation of women in leadership
positions has been growing significantly in
the most varied spheres of the organizational
context, mainly because women are naturally
able to adapt to change, while carrying out
various tasks and actively participating in the
construction and dynamization of the globa-
lized world.

Historically, women have been indispen-
sable, but it was during World War I and II
that the labor market movement gained pro-
minence and breadth, because during and
after this period, when labor became scarce,
women felt obliged to take on the projects and
positions previously occupied by their loved
ones (Fonseca, 2013). From this context, it
is notable that women have conquered their
space, as the issue being discussed is no lon-
ger whether to allow or doubt women’s place
in the job market, but rather to question how
far they can go by stripping away the restraints
that society disseminates and assuming their
role as leaders in organizations.

Its worth pointing out that leadership,
despite the various theories that exist, is in
the simplest sense about influencing and mo-
tivating people in order to achieve goals for
the common good (Hunter, 2009), achieving
results with them, teaching what you know,
practicing what you teach and always asking
what everyone around you ignores (Fonseca,
2013). Thus, it is clear that authoritarian lea-
dership, where decision-making is centralized
in the figure of the leader, no longer has spa-
ce in this new market, since it is necessary to
focus on interpersonal relationships, a point
where female leadership stands out and con-
solidates its place in the professional space,
demonstrating the ability to make quick and
assertive decisions, armed with flexibility and
adaptability, seeing people as a whole, and not
just for what they can offer in the workplace
(Silva; Rodrigues, 2022).
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According to the article Protagonismo fe-
minino na saude: mulheres sio a maioria nos
servicos e na gestdo do SUS (Female prota-
gonism in health: women are the majority in
SUS services and management) (CONDSEE,
2020), women represent around 65% of the
more than six million workers in the public
and private health sectors and are directly in-
volved in care in hospitals and primary care.

Faced with this reality, the influence and
professionalism of women has been unders-
tood in the administration of public and pri-
vate hospitals, where they face several daily
challenges in order to prove themselves ca-
pable of their duties, the machismo of colle-
agues, the double working day, motherhood
and acceptance by the people around them
(Travisan; Albuquerque, 2018). After 2019,
with the COVID-19 pandemic, social isola-
tion became one of the most effective tools in
combating the pandemic, with emphasis on
various diseases, such as anxiety, depression
and rigorous stress, not only for professionals
working on the front line, but for the entire
organizational staff, causing damage and new
challenges to the quality of life of employees,
which went beyond loss of sleep, dealing with
the sight of constant deaths and their own im-
potence in the face of the situation (Brito et.
al, 2015).

THE GLASS CEILING OR
LABYRINTH THEORY

The term glass ceiling was first used in 1984
in Adweek magazine about Gay Bryant, then
editor of Working Woman magazine, who re-
ferred to the situation in which women, despite
being qualified and representing the majority
of the workforce, were stagnating in the corpo-
rate hierarchy at an intermediate stage, visua-
lizing the top, but without being able to reach
it, due to the glass ceiling (Body, 2012). For
Eagly and Linda (2007), the metaphor of the
glass ceiling no longer fits. Therefore, it is just
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as important to diagnose the problem as it is
to solve it, because there is not just one barrier
for women who reach intermediate positions
of power, but countless along the way, which is
why the correct metaphor to use is that of the
labyrinth, which more effectively portrays the
complexity and variety of the challenges that
women face, by conveying a path of twists and
turns, obstacles and challenges, which, despite
being complex, are achievable.

Consequently, authors Eagly and Linda
(2007) mention five main barriers: prejudice;
resistance to female leadership; leadership style;
demands of family life and social capital. These
barriers cover women’s personal and professio-
nal lives, as well as the culturally nurtured and
widespread view in society, where characteris-
tics such as assertiveness and control are linked
to the male figure, while empathy is the res-
ponsibility of the female figure who is subject
to harsh judgment, where acting in a friendly
manner is a weakness, just as much as acting in
a harsh manner. Leadership styles are then ad-
dressed, indicating that women tend to approa-
ch a transformational style marked by encoura-
gement, support and collaboration, but it is the
demands of family life that have disproportio-
nately imbalanced women’s opportunities, ac-
cording to the perception of the environment,
and social capital joins in acting as an impac-
ting factor, as women, having more household
tasks, have little time to socialize and perpetua-
te a network of contacts.

Some solutions are pointed out by Eagly
and Linda (2007) with the aim of intervening
in the management of companies, through
practices and actions that can minimize the
problem faced, by increasing people’s aware-
ness of the psychological factors of prejudice
against female leaders and working to dispel
these perceptions, changing the norms of long
hours by focusing on production delivered,
reducing subjectivity in performance evalua-
tion when dealing with promotions, using
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open recruitment tools such as advertising
and employment agencies rather than relying
on informal social networks and referrals to
fill vacancies, ensuring a critical mass of wo-
men in executive positions, not just one or
two women, in order to avoid the problems
that come with symbolism and building a
team with just one woman, and preparing
them for line management with appropriately
demanding tasks.

PREVIOUS STUDIES

The article The experience of women in
leadership positions working to combat CO-
VID-19 in a hospital institution (Pinto; Viei-
ra; Da Silva, 2022) aimed to analyze the chal-
lenges experienced by women in leadership
positions who have worked to combat the
COVID-19 pandemic. Through a qualitative
study, it was possible to identify the presence
of discrimination in the workplace, the dif-
ference between male and female leadership
within the hospital environment, leveraged by
salary differences and the constant questio-
ning of female competence.

Nevertheless, these leaders had to move
away from friends and family, which resul-
ted in pain and suffering, but despite this, the
challenge of women to carry out their duties
with professionalism and extreme dedication
in an unstable scenario was noted as never
before, overcome with patience and persis-
tence on the part of the managers who proved
their high adaptability in their respective roles
(Pinto; Vieira; Da Silva, 2022).

The study Women in hospital manage-
ment: signifying managerial work in a public
hospital (Brito et. al., 2015) aimed to analyze
the managerial practices of women in stra-
tegic positions in a public hospital through
semi-structured interviews with nine respon-
dents. al, 2015) aimed to analyze the manage-
rial practices of women in strategic positions
in a public hospital through semi-structured
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interviews with nine respondents, who had a
profile of 28 to 49 years of age, and a profes-
sional rise linked to the diversification of the
category of professionals and the increase in
qualifications over the course of their careers,
in addition to this, the managers demonstra-
ted a flexible, sensitive and accessible attitu-
de to the work environment and their way of
leading, as well as characteristics such as de-
termination, curiosity, organization, concern
and dedication.

Another point of note in this study was the
hospital’s stance on formulating new cultural
paradigms, being willing to break the chains
that bound them to patriarchal notions and
take on a modern proposal when hiring for
management positions (Brito et. al, 2015).

Finally, the work Women and leadership:
a study of the barriers faced in their careers
in private hospitals in Maringa (Travisan,
Augusto; 2018) sought to understand how
women position themselves in relation to
the barriers faced throughout their careers
in the search for leadership positions, throu-
gh qualitative research with fifteen women,
it was identified that the interviewees were
aged between 31 and 70 years, the majority
married, with children and completed higher
education, when asked about their leadership
styles, communication and cooperation were
mentioned characteristics, in addition, most
of the respondents stated that they had great
concern for their teams, often involving them
in decision making.

As for the barriers faced, the double
working day and the machismo present in
the hospital environment were the main res-
ponses, and these challenges were met by de-
monstrating the competence and ability of the
women who occupy leadership positions in
private hospitals in Maringa (Travisan, Au-
gusto; 2018).
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METHODOLOGY

This research took a descriptive approach
to its objectives, with the aim of observing,
recording, analyzing, classifying and interpre-
ting the facts without the interference of the
researcher (Andrade, 2002).

The survey study was used in terms of the
type of procedures, characterized by the di-
rect questioning of a sample of people, whose
knowledge is to be known, limiting itself to
the perception that people have of themselves
(Gil, 2019).

In defining the segment studied, we sou-
ght to research female leadership in a private
hospital, due to the relevance and impact of
health professionals on society, analyzing the
profile, skills, leadership styles, challenges and
perspectives, through a quantitative approach
to the problem, using statistical instruments
in the collection and processing of data (Beu-
ren, 2008) and qualitative analyzing the study
carried out in depth (Beuren, 2008), helping
to understand the behavior of individuals

In the search for data collection, a Google
Forms questionnaire was developed as an ins-
trument, inspired by the article by Paes and
Nascimento (2023), structured on a likert sca-
le of agreement, with 22 closed questions and
2 open questions, all questions sent via the
whatsapp application, applied virtually with
women in leadership positions in a private
hospital in the city of Curitiba, Parand be-
tween January 27 and 31, 2025, coding them
as follows: 1- Strongly disagree, 2- Disagree,
3- Neither agree nor disagree, 4- Agree and 5-
Strongly agree.

The pre-test was carried out with 5 people
who were aware of the research objectives, in
order to highlight possible flaws or ambigui-
ties in the questionnaire, as guided by Martins
(2009). The results showed that the question-
naire was clear, with the suggestion of chan-
ging a single word in objective D, question 3.
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In the organization of the questionnaire,
section 1 “Identifying the profile of the survey
respondents” with 8 questions aims to collect
demographic and academic information from
the participants, such as age, level of educa-
tion, marital status, hierarchical position, how
long they have held a leadership position and
the people they directly lead.

Section 2 “Identifying competencies” with
5 questions seeks to assess the perception of
leaders in relation to communication skills
and transformational leadership, decision-
-making, emotional intelligence, team mana-
gement and planning and strategy.

Section 3 “Leadership Styles” with 4 ques-
tions investigates the perception of leadership
styles developed through democratic leader-
ship, situational leadership, people-focused
leadership and strategic leadership.

Section 4 “Challenges faced” with 5 ques-
tions includes questions regarding challenges
related to gender, work-life balance, organi-
zational culture and inclusion and access to
growth opportunities.

Finally, section 5 “Perspectives” with 2
open questions seeks to understand what
challenges they face in order to grow profes-
sionally, how to deal with them and their fe-
elings about their career prospects in the co-
ming years.

The quantitative data was analyzed using
descriptive statistics to understand the patter-
ns of responses by calculating mode, mean,
standard deviation, variance and frequency.
The qualitative data was analyzed by content,
identifying similarities in the responses.

1ST SECTION: PROFILE

2ND SECTION:

3RD SECTION: LEADERSHIP
STYLES

4TH SECTION:
CHALLENGES FACED

STH SECTION:

Figure 1: Analysis scheme and organization of
the questionnaire sections

Source: Research data

LIMITATIONS OF THE STUDY

The study had some limitations when it
came to the representativeness and triangu-
lation of the data, as the sample of respon-
dents referred to administrative positions,
not including operational positions such as
doctors and nurses, and also did not present
the triangulation of the data in relation to the
subordinates of these leaders, showing only
the triangulation between the leaders of the
hierarchical sectors.

The data collection method, being a ques-
tionnaire, can limit the depth of responses,
despite having open-ended questions that
allow for greater breadth in capturing per-
ception, in this same line of reasoning, there
is the possibility of respondent bias in some
questions, based on the idea that human bein-
gs tend to evaluate themselves positively, as a
limiting characteristic regarding the survey
research typology, where “perception is sub-
jective, which can result in distorted data, as
there is a lot of difference between what peo-
ple do or feel and what they say about it” (Gil,
2022)
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Finally, there is the limitation of generali-
zing the study, which was applied to a specific
group of women leaders, so the findings can-
not be replicated to all national and interna-
tional hospitals, as the organizational culture
of different institutions can interfere with the
perception of the respondents.

RESULTS/DISCUSSIONS

This stage presents the data, results and
analysis obtained from the responses. The
data is separated according to the sections of
the questionnaire, which remain aligned with
the specific objectives of the work.

A BRIEF HISTORY OF THE
INSTITUTION

This institution was chosen due to the
significant presence of women in leadership
positions, in strategic and high-impact posi-
tions, in addition to the hospital sector his-
torically being a challenge for female advan-
cement, apart from this, the accessibility and
availability of the participants was relevant in
determining the location.

The hospital, founded in 1953, is one of the
largest health centers in the state and has be-
come a benchmark in Brazil and worldwide
for its quality in highly complex clinical and
surgical treatments, such as bone marrow and
liver transplants

Its initial aim was to provide health care to
the sisters and the poor and to serve as a trai-
ning ground for nursing school students. To-
day, the hospital has become one of the largest
health groups in the country, operating with
four other structures, guaranteeing quality care
and access to the population through partner-
ships with the Unified Health System (SUS).

The hospital’s vision is to be recognized by
2027 as the leading healthcare choice in the
city of Curitiba, accompanied by the values
of ethics, social and environmental sustaina-
bility, humanization, professional training,

commitment and communication. Below is
a partial organization chart, representing the
hierarchy starting with the directors, and li-
mited to the supervisor and leader levels; the
other functions of the organization chart will
not be represented, as they are not dealt with
in this research.

Directors

Managers

Coordinators

&

Figure 2: Hierarchical administrative organization

Supervisors

chart in relation to the interviewees
Source: Research data

The study was attended by 80% of the wo-
men who hold leadership positions in admi-
nistrative positions at the private hospital in
Curitiba, and was answered by 3 leaders, 1
supervisor, 4 coordinators, 3 managers and 1
director.

THE PROFILE OF THE

RESPONDENTS AND THE

RESPONDENTS’ SKILLS

At the hospital surveyed, the profile of the
leaders reveals that 41.7% of the respondents
are between 51 and 60 years old, while 58.3%
have a postgraduate degree. In addition, 75%
are married and have one or two children. The
majority have held leadership positions for 4
to 6 years or more, directly leading more than
20 people

The study by Travisan and Albuquerque
(2018) showed similar results, although the
leaders interviewed were aged between 31 and
70, they were married and postgraduates, all
of whom said they were capable of communi-
cating, influencing and motivating their em-
ployees, concluding that having knowledge in
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a hospital organization is not enough, it is ne-
cessary to be an example and an inspiration,
because “real leadership ability does not speak
of the leader’s personality, their possessions,
or charisma, but speaks volumes about who
they are as a person. I used to think that lea-
dership was about style, but now I know that
leadership is about essence, i.e. character”
(Hunter; p. 115, 2009),

In relation to the competencies surveyed,
the best evaluated in terms of the respondents’
perception was team management, with 8 le-
aders totally agreeing that they are able to
identify and value the knowledge and interest
of their teams, as shown in the table above by
the data, mean 4.67, standard deviation 0.49
and variance 0.24. The competency that repre-
sented the greatest challenge was emotional
intelligence, linked to maintaining calm and
emotional control in high-pressure situations,
with a mean of 4.25, standard deviation of
0.62 and variance of 0.39.

Overall, the participants rated their leader-
ship competencies at the highest levels within
the system, with opportunities for improve-
ment in emotional intelligence. As for the com-
petencies Communication Skills and Trans-
formational Leadership, Decision-Making and
Planning and Strategy, they were found with an
average of 4.50 and 4.42, all competencies rated
well, and with similar, if not equal, results.

Regarding the perception of the respon-
dents’ leadership style, the one that stood out
the most, with 10 answers of totally agree,
was leadership focused on people, where it is
considered essential to create an inclusive and
respectful work environment, with an avera-
ge of 4.83, standard deviation of 0.39, and va-
riance of 0.15, a result similar to that found in
the article by Fabricio and Pereira (2021) whe-
re the manager is a transformational leader,
because she inspired people and made them
believe that the hospital, despite the crises fa-
ced, could rise again
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In relation to the other data, the lowest ave-
rage of 4.0 refers to strategic leadership, where
planning and communicating long-term objec-
tives with the team can indicate an opportunity
for improvement and communication. Overall,
the total average of the responses was 4.42, re-
presenting a positive perception of the types of
leadership surveyed, especially in the inclusion
and adaptation of leadership styles, with room
for communication of long-term objectives
and involvement in decision-making. While
democratic leadership and situational leader-
ship had intermediate positions, although both
were well evaluated by the respondents, with
averages of 4.33 and 4.50.

With regard to the challenges faced, the
overall average is 3.37, indicating a relatively
neutral position compared to previous posi-
tions. The highest mean of 4.42 on equal ac-
cess to professional opportunities shows that
the respondents believe there is equality in
professional growth within the hospital, in-
formation also shown by the standard devia-
tion of 0.51, mode 4 and variance 0.27. The
lowest mean scores of 2.83 and 2.92 refer to
challenges related to gender and sociocultural
challenges, reflecting the perceived difference
in the treatment of women leaders, indicating
that there is a feeling of inequality in the way
women are viewed in relation to their male
colleagues. The mode 2 in these challenges
also reiterates that being a woman has an im-
pact on your life and the way you are viewed.

This same challenge has the highest stan-
dard deviation of 1.08, the greatest variation
in responses, indicating that experience can
be subjective and vary according to the po-
sition and individual context. In relation to
the challenges faced, a greater disparity was
noted when analyzing the responses, because
although the leaders claim to have equal ac-
cess to growth opportunities, they still face
challenges related to gender and socio-cultu-
ral stereotypes, while some women may per-
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Competence assessed . Freql;ency ;)f respjnses Average  Fashion B?\Egggi Variance
Tnsiormationsl Leadership 0 © 0 66 40402 0¥
Decision-making 0 0 0 7 5 4,42 4 0,51 0,27
Emotional Intelligence 0 0 1 7 4 4,25 4 0,62 0,39
Team management 0 0 0 4 8 4,67 5 0,49 0,24
Planning and Strategy 0 0 0 7 5 4,42 4 0,51 0,27
Table 1: Competencies
Source: Prepared by the authors
Rated style . Freql;ency :f resp:nses Average  Fashion B?\Egggi Variance
Democratic Leadership 0 0 0 8 4 4,33 4 0,49 0,24
Situational Leadership 0 0 1 4 7 4,50 5 0,67 0,45
People-Focused Leadership 0 0 0 2 10 4,83 5 0,39 0,15
Strategic Leadership 0 0 1 10 1 4,00 4 0,43 0,18
Table 2: Leadership Styles
Source: Prepared by the authors
Challenges faced . Freql;ency zf reSp:nseS Average  Fashion Bts}ggﬁl Variance
Challenges related to Gender 0 6 2 3 1 2,92 2 1,08 1,17
Socio-cultural challenges 0 6 3 2 1 2,83 2 1,03 1,06
glrcglilslii;altional Culture and 0 4 4 4 0 3,00 4 0.85 0.73
Work-life balance 0 2 2 6 2 3,67 4 0,98 0,97
Organizational Culture and 0 0 0 ” 5 442 4 0.51 0.27

Inclusion

Table 3: Challenges faced
Source: Prepared by the authors

ceive a more egalitarian environment, others
feel that unequal treatment continues to be a
significant challenge.

With regard to the challenges of organiza-
tional culture and inclusion, the respondents
feel included and aligned with the hospital’s
values and mission, with an average score of
3.0. With regard to work-life balance, this was
the second biggest challenge faced by the le-
aders, with an average score of 3.67, because
reconciling professional and daily demands
requires a constant balance.

REPORT ON THE RESPONDENTS’
EXPECTATIONS

In this section, the leaders were asked about
the barriers they face and their career pros-
pects in the hospital over the next few years.
The main results identified were the constant
need to prove their competence in order to be
recognized, the subtle but existing prejudice
against women occupying executive positions
and the difficulty of reconciling professional
and personal life, highlighting the need to ba-
lance work and studies, since keeping up to
date is essential according to the respondents.
As shown in the reports below:




Coordinator 1 “Personal challenges, such as
completing a university degree, tasks and com-
mitments outside the work environment make
it difficult to resume studies in the search for
knowledge and, as a consequence, professional
growth.” Manager 2 and 3 reported: “Always be
prepared, act with confidence and caution, be
extremely professional. Keeping up to date.” and
“I believe that we have to constantly demonstra-
te our technical skills to the team and manage-
ment. I believe that constant improvement, not
just in the area of training, is fundamental if we
want to be sure of how we position ourselves.”

When asked about their career prospects,
not all of the respondents expressed their
views. However, we would like to highlight a
few excerpts below, in which the interviewees
showed themselves to be confident and opti-
mistic, even in the face of the barriers presen-
ted, maintaining an active stance in the search
for knowledge and new opportunities, sugges-
ting that self-worth and a change in mentality
are necessary in order to recognize one’s own
potential, continuous education and qualifica-
tion in order to strengthen their professional
position and credibility, and a secure, cautious
and professional stance.

Manager 2 “I'm where Id like to be, I feel
confident. I'm sure that the board trusts my
work and my professional ability” Coordina-
tor 2 “T've been looking for a management po-
sition and I'm studying to make it happen.

Coordinator 3 “Comfortable with the chal-
lenges of having a focus on change and trans-
formation and technological advancement.
“Coordinator 1 “My suggestion is to work on
changing the mentality of these women, they
need to understand how valuable they are and
how much their potential can bring growth in
all areas”
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CONCLUSION

This study sought to analyze the profile,
competencies, leadership styles, challenges
and perspectives of female leaders in the ad-
ministrative sector of a hospital in Curitiba,
Parand, since the hospital sector is of profou-
nd importance in society, as health is one of
the areas that deserves special attention, re-
presenting if not the greatest concern in the
lives of people who seek to live well and with
quality of life. Despite this, there is a popu-
lar conception that health is neglected in the
country, so we can see the constant search for
leaders and managers to surpass themselves
and prove themselves worthy of occupying
their respective leadership positions, in an en-
vironment that, although incomplete, makes
it possible for them to rise up the hierarchy.

Therefore, the findings are consistent with
Eagly and Lindas (2007) labyrinth theory, as
women face not just one insurmountable bar-
rier, but several barriers throughout their ca-
reers, from their arrival to the end of their ca-
reer. For this reason, the labyrinth theory best
represents the findings and contextualizes this
article, by stating that women find themselves
in a labyrinth, where there are various obsta-
cles, which extend to multidimensional chal-
lenges as demonstrated, involving a different
leadership style, adversity in the way they are
seen and treated in relation to their colleagues.
Maternity, a double working day, the need to
keep constantly up to date, taking courses and
training while having to reconcile tasks at work
and at home, are some of the main barriers, and
even with these difficulties it is not impossible
to reach the longed-for leadership position, but
it must be understood that to reach the top the
journey daunting and challenging.

From the data obtained, it was possible to
conclude that the profile of women in hospi-
tal management is on average 51 to 60 years
old, post-graduate, married, with one or two
children, working for 4 to 6 years in senior
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management positions, leading more than 20
people directly, indicating that they are ex-
perienced professionals with a wide range of
knowledge, capable of leading a large number
of individuals and able to reconcile their per-
sonal and professional lives.

In their perception, the best-rated com-
petence was team management, a result that
corroborates the various studies already men-
tioned. In addition to this view, people-focu-
sed leadership was also highlighted, affirming
the competence of putting people’s well-being,
development and engagement first, recogni-
zing that the success of management lies in
motivating and valuing human beings.

With regard to the outlook for the coming
years, the leaders were confident and optimis-
tic about their hierarchical progress, although
they are aware of the challenges that remain,
reflecting a patriarchal society, they believe that
they can face these challenges through study,
excellent performance at work and self-worth.

Finally, the study had limitations in terms of
data triangulation, since the respondents only
held leadership positions. It is therefore sugges-
ted that research be carried out which includes
the subordinates of these leaders, in order to
compare the perception of the two fronts, in
addition to the research being carried out in
other Brazilian states, in order to check whe-

ther the profile of the leaders is different.
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