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Abstract 

 
The purpose of this paper is to investigate gender impact and barriers associated with female educational and administrative promotion 
within higher education. When it comes to educational leadership, women faculty within higher education institution may struggle to 
prove their efficacy and knowledge. Results from this study show that women from technical background are more likely to feel 
workplace discrimination. Additionally, women working in higher education are 30% more likely to be earn less than men who acquire 
the same academic degree (Rabovsky, 2018). This results in anxiety about their own efficiency as they feel they need to work even harder 
to keep up with their seemingly highly productive colleagues. By focusing on the lives and experiences of women, a feminist perspective 
may serve to illuminate and bring attention to the ways in which women faculty in the field of educational leadership have been 
discriminated. A feminist perspective provides space for the exploration of broader challenges, which simultaneously addresses multiple 
forms of structural inequality (i.e., gender, race, ethnicity, class, and sexuality). 
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1. Introduction 

This paper is based on a synthesis of peer reviewed articles which investigated gender influence and barriers associated 
with female educational and administrative promotion within higher education. Despite the abundance of literature and 
efforts made by universities to address gender inequality, women are still faced with career advancement disparities (Fogg, 
2003).  Literature reveals that women are less likely than men to hold high level administrative positions in higher 
education (Gomez 2020). According to Perez (1990), it is difficult for females to move into high-level positions such as 
deans or department chairs when they start out working in assistantship fields (Ezrati, 1983). 
 
According to the research, it is seen that, even though the number of women in leadership roles is growing in the higher 
education, leadership is still identified with men. Higher education has been socially and historically constructed as a 
characterization attributed to successful male leaders and this conventional masculinity perspective seems to be prevalent 
through years. (Sanchez & Thornton, 2010) identifies this hegemony of masculine nature as a driving factor that 
marginalizes females and refrains them from seeking promotions in higher education 
 
After the sequential review of these studies, a synthesis of the literature will be associated, which shows significance across 
the existing studies on gender discrimination for women in higher education. Furthermore, the barriers for the women will 
be discussed and recommendations made for future research. The higher education field must develop a conscious 
awareness to break the glass ceiling for women so as to engender advancement and promotion in administrative positions.  

2. Gender impact and Leadership: The experience of women and men in Higher Education 

Since the mid 1990’s several researches have been made on women and educational leadership, focusing on faculties. 
Several theories have been used to explain the slow progression of females into high level administrative positions 
(Twale,1992). While there are disagreements between theorists, they overwhelmingly agree that gender inequity in higher 
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education is real and continues to exist. According to (Caldwell, 1989), socialization, leadership, and organizational 
structure have a significant impact on the career advancement on females in higher education.  

At the time of the survey on higher education and management (Coleman, 1994, 1996a, 1996b) the women represented 
about one quarter (n. 670) of all educational leaders. Despite a basically quantitative approach, the survey contained many 
open-ended questions and therefore, produced a great deal of qualitative data. 

The findings of surveys can be reported as the main source of data for this paper which reflects on impact of gender and 
leadership in the light of the experience of women and men on these three areas: 

 
• The equity implications from the data. 
• There still exists a stereotypical if outdated norm of leadership that endorses masculinity and therefore male leaders. 
• The implications of the findings for work-life balance of principals and other educational leaders. 
 
3. Synthesis 

In this section we are going to discuss about numbers of peer reviewed articles based on empirical research mainly focuses 
on report on gender inequity, perceived barriers to female advancement in higher education, organizational bias against 
women in higher education, subjective assessments of job applicant will fit into organization, report on organizational 
politics, conditions under which women and minorities are hired as administrators in higher education. 
  
In higher education, the women received overt and subtle messages indicating that they are somewhat inferior to their male 
colleagues. According to Alison M. Konrad and Jeffrey Pfeffer (1991), Kulis, Stephen (1997), despite the existence of 
national studies and legal efforts to combat gender inequity, later on, Wanda Kay Naylor (2007) Shreffler Megan B, 
Shreffler Jacob R, Murfree Jessica (2019) also added that females still are treated differently and advance less than their 
male counterparts. Whereas, Bhallenger. Julia (2010) mostly focused on organizational politics. 
 
Ballenger, Julia (2010), Shreffler M. B, Shreffler J. R, Murfree J (2019), and Wanda Kay Naylor (2007) mentioned about 
the barriers that impact female administrators’ career advancement in institutions has demonstrated that organizational 
conditions have the potential of affecting the number of women in organizations, their positions, and, therefore, their 
power. 
 
Alison M. Konrad and Jeffrey Pfeffer (1991) and Ballenger, Julia (2010) argued that certain attitudinal and organization 
biases against women in higher education administration leadership exist and tend to block women’s access to higher 
education leadership. 
 
While this finding mirrors the results of other studies, perceived organizational support within academia seemingly vary 
from one study to the next. Study by Shreffler M. B, Shreffler J. R,Murfree J(2019) found perceived organizational support 
was positively related to organizational commitment, job performance, organizational citizenship behavior, and job 
satisfaction. They also determined that the organizational support negatively related to perceived organizational politics, 
turnover intention, and job stress. 
 
Alison M. Konrad and Jeffrey Pfeffer(1991) mentioned one factor that affects the placement of women and minorities in 
the labor market is the proportion of women and minorities in an occupation both emphasized the importance of numbers 
and proportions for understanding group processes, whereas from Kulis Stephen(1997), study indicated that the gender 
composition in an institution's employees is more balanced and men and women are less segregated into different jobs 
when institutions have a relatively high proportion of women administrators. 
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4. Tables and Matrices 

Below provided the tables for, 
1) Literature Review Matrix and 2) Synthesis Matrix based on the study revealed by few peer review articles. 

 

  Table. 1 Literature Review Matrix 
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Table. 2 Synthesis Matrix 

5. Conclusion 

Today’s representation of females in administrative positions and the professorship is much higher than in the past. This 
study concludes that women today are given the opportunity for advancement as never before in higher education, however 
the gender gap still exists and has a negative impact on the advancement of females’ career. It is optimistically predicted 
that women would be welcomed into positions of authority until a comfortable balance of males and females existed in 
organizations. In looking at the increase in women in higher education faculty and administration, perhaps the next decades 
will bring more fast-paced aggressive increases in the number of women serving in higher education top administrative 
positions. 
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