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Abstract 

Gender related issues have been among the most prominent causes of 

discrimination in every aspect of life particularly in professional circles as a result of 

the traditional perception that unconsciously places men as leaders while women on 

the other hand become bystanders. This has resulted into inequity and discrimination 

which also has effects on the economic viability of countries all over the world. In 

educational leadership positions, women face a lot of challenges culminating in 

underrepresentation even though women enrolment in higher education is gradually 

increasing. This study seeks to examine the value of gender equity in educational 

leadership as well as the barriers and the solutions to gender inequity in educational 

leadership positions. The thematic approach of qualitative methodology would be 

adopted in establishing and reviewing the literature on the subject. Selected 

literature would be streamlined by set inclusion and exclusion criteria. Findings and 

recommendations would be based on deductions from the literature to ensure 

increase of gender equity in higher education leadership.  

 

Keywords: Gender equity, higher education leadership, women leadership,gender 
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CHAPTER ONE 

1.1 INTRODUCTION 

This Chapter presents the introduction to the study, background information, and statement of 

the problem, significance of the study and definition of key terms. In addition, the Chapter 

also presents the conceptual framework outlining the relationship between key research 

variables. 

Gender is “just one of the ways in which individuals can be marginalised in accessing and 

exercising leadership but its influence and impact is pervasive both through time and across 

national borders. In particular women leaders may be seen as ‘outsiders’, as leadership is 

unconsciously identified with men (Schein, 2010). There exists a stereotype of hegemonic 

masculinity that consciously and unconsciously influences our expectations of what a leader 

should be. As a result, for example, women, and others who do not correspond to the leader 

stereotype: male; heterosexual; white; middle class, may feel and be perceived by others as 

outsiders in a leadership role (Burkinshaw & White, 2017).” 

It can be argued that strides towards gender equity remain a developmental priority among 

developed and developing countries. This is done in the quest to ensure equal opportunities 

and access to resources. Gender equity is achieved when women and men enjoy the same 

rights and opportunities across all sectors of society including economic participation and 

decision-making. According to the United Nations (2010), a country can only attain 

sustainable development if the quest towards gender equity is prioritised. This is on the basis 

that when women and men have equitable access to resources and positions for example, it 

creates an effective platform for the realisation of sustainable development. 

Fetcher (2010) argues that the quest t gender equity, particularly among African countries has 

not been explored or rather little attention has been given. In view of this, a number of 

leadership roles and access to economic resources are more in favour of the male counterparts 

as opposed to the women. This is one of the major contributors to sustained poverty levels 

among developing countries particularly African countries.  
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1.2BACKGROUND TO THE STUDY 

Globallythere exist growing interests in women’s educational leadership opportunities and in 

the conditions under which they serve in leadership positions. Clisbee(2005) cited the United 

States for example, articulated that the issues for women in leadership include: the invisibility 

of women in positions of power in education; cultural tensions between professional careers 

and family obligations; and the values and priorities women in leadership positions indicate  

(Avgeri 2015).” 

This practice towards gender equity has been a global challenge and sub-Saharan Africa has 

not been spared. With regards to sub-Saharan Africa, for too long, for example, women have 

been judged against standard male attributes when it comes to effective leadership. Gender 

stereotypes about what makes a good leader have been a mighty obstacle for women wanting 

to advance to leadership. However, it takes more than just being masculine to successfully 

take up educational leadership at any level or position (Blackmore 2013). 

In Zambia, the government continues to make strides towards gender equity as one of the 

tools towards realization of sustainable development. To this effect, government continues to 

implement strategic actions aimed at creating an environment that nurtures gender equity. 

Such actions can be seen from the political realm where there has been some developing 

consistence towards consideration of female to take up political or public office (Action Aid 

Zambia 2018). In addition, the route to gender equity has been observed from the running or 

leading of strategic institutions such as the Financial Intelligence centre, drug commission of 

Zambia and higher learning institutions such as Mulungushi University.  

It is worth noting that despite these strides towards gender equity, the situation leaves a lot to 

admire. This is so in that, for example, over 80% of leadership positions across all fields or 

industries are still dominated by the male gender. In Zambia, for example, the recent general 

elections have seen a reduction in female representation in political leadership. In addition, 

the efforts towards gender equity have not been taken up with the seriousness it deserves. 
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Most of the strides are well articulated and pronounced on paper and policies;however, 

implementation has been a sorry sight towards gender equity. In other words, like in other 

sub-Saharan African countries, leadership roles across all disciplines remains dominated by 

the male counterparts (Blackmore 2018).10 

“Despite the equity gains that have been recently noticed across the globe, women still appear 

to be under-represented and thus under-utilized in those positions. Findings from the surveys 

conducted by Coleman (2011) show that the number of women as leaders in education is 

gradually growing; however, males hold the most leadership positions in both developed and 

developing countries with the females to be seen as exceptions to the rules and subjects to 

stereotyping.” Shakeshaft (2006) affirms that this devaluation exists even worldwide and 

women are treated differently than men across cultures receiving unequal expectations and 

rewards.” 

It is against this background that the research aims at reviewing the literature, by synthesising 

and developing new knowledge with regards to fostering gender equity in education 

leadership. In view of this, the research shall mainly focus on understanding the benefits or 

value of gender equity in education leadership and to detail the challenges therein.  

1.2.1STATEMENT OF THE PROBLEM 

Despite the fact that “women everywhere are investing in education more than ever before, 

and although equity legislation has found its way into most countries, there is no significant 

breakthrough into educational leadership as women remain only a small fraction of those in 

leadership positions.This has, as a result, perpetuated a situationwhich has seen the growing 

gap in attaining gender equity in educational leadership. 

Avgeri(2015), articulated that any form of inequality which disadvantages one gender over 

the other remains a serious impediment towards attaining sustainable development. Having 

equitable access to leadership positions and resources creates a common platform through 

which male and female are well able to significantly contribute towards effective utilisation 

of resources towards a common development agenda (African Union 2014). 

By virtual of gender equity being a cardinal ingredient for sustainable development, this 

research seeks to provide a detailed understanding as to what challenges affected its 

attainment in educational leadership. This is key towards establishing lasting solutions or 
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mitigation measures against gender inequality be it in education leadership or any level or 

field.Integrating women fully into educational leadership positions remains one of the major 

challenges facing many countries.” 

 

1.3 PURPOSE OF THE STUDY 

The purpose of this study is to explore the value of gender equity in educational leadership by 

way of reviewing existing studies, articles and publications relating to the study at hand.  

1.4 OBJECTIVES 

1.4.1 General Objective 

To develop a clear understanding with regards to gender equity in educational leadership  

1.4.2 Specific objectives 

1. To ascertain the value of gender equity in educational leadership 

2. To examine barriers to women in educational leadership 

3. To recommend measures that can be put in place to enhance gender equity in 

educational leadership 

1.4.3 Research questions 

1. What is the value of gender equity in educational leadership? 

2. What factors hinder gender equity in educational leadership? 

3. Whatmeasures can be put in place to enhance gender equity in educational leadership? 

1.4.4 Research Hypothesis 

1. There is a significant relationship between gender equity and education leadership. 

(H1) 

2. There is no significant relationship between gender equity and educational leadership. 

(Ho) 

1.5 SIGNIFICANCE OF STUDY 

The research results will be able to create a base on which exiting gender policies, 

particularly in public and private working environments can be effectively reviewed and 

integrated effectively. It is worth noting that based on its findings, the study will contribute to 
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the existing body of knowledge with reference to gender equity in education leadership. In 

addition, the study is in partial fulfilment for the attainment of a Master’s Degree in 

Education Management. 

1.6 DELIMITATION 

The study will cover and examine existing studies relating to the concept of Gender and 

educational leadership.  

1.7 OPERATIONAL DEFINITIONS 

Gender Equity:fair access to resources and opportunities regardless of gender. 

Leadership:the ability of an individual to influence and guide followers or other members of 

an organisation 

1.8 CONCEPTUAL FRAMEWORK 

Aconceptual framework is a sketch of independent and dependent variables coupled with 

their assumed connection. It depicts an outline of variables the researcher uses in order to 

respond to the set research objectives (Rajablu et al., 2017). It connects the independent 

variable to the dependent variable. It is an illustration of the key variables of the study on 

hand and their assumed relationships with each other (Sakala, 2019).The following diagram 

illustrates the research proposals conceptual framework. The conceptual framework shows 

the existing relationship between the identified independent and dependent variables 

respectively. 

Independent variable                                                           Dependent variable 

 

 

 

 

 

Gender Equity Educational leadership 

Gender policies 
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                                                  Intervening variable 

 

Promoting gender equity in educational leadership calls for concerted efforts towards 

ensuring equal access to resources and trainings or capacity building especially for females. It 

is worth noting that for educational leadership to attain maximum viability there is need to 

ensure efforts towards empowering women just as men are towards attaining and sustaining 

leadership roles. This however calls for national strategic and deliberate policies and plans 

such as National gender policy to be effectively implemented. 

1.9 CONCLUSION 

The Chapter provided an understanding with regards to the trends that led to the existence or 

relevance of the research problem. This was benchmarked against existing literature. In 

addition, the Chapter highlighted the research objectives and significance of the research. The 

following Chapter focuses on reviewing existing literature and providing a supporting theory.  
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 INTRODUCTION 

Chapter Two focuses on the review of existing literature about gender and educational 

leadership. In view of this, the Chapter presents the theoretical framework through a theory 

relating to the study. Thereafter, related studies by different researchers are outlined and 

synthesised to understand the need for this research (research gap).  

2.2 THEORETICAL FRAMEWORK 

Acharyya and Buzan (2007) defines thetheoretical framework of a study as a structure that 

can hold or support a theory of the research work. It presents the theory, which explains why 

the problem under study exists, and serves as a basis for conducting research. As each study 

requires a theoretical framework to be built upon, various theories were evaluated for this 

thesis in order to choose an appropriate theory constructing the concept of this thesis, which 

is risk and its management. The theories that will guide this research shall begender 

Leadership and Liberal Feminism Theory.” 

 

“Gender Leadership Theory 

A number of researchers have noted that leadership theory is based primarily upon studies of 

males, which is not very useful for females nor for males trying to understand females. 

However, the Gender leadership theory offers an understanding of leadership from all 

perspectives (Clisbee (2004).” The theory is based on the understanding that other theories  

• do not address the concerns, needs, or realities of women;  

• perpetuate the barriers that women encounter; 
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• do not prepare women or men to create and work effectively in inclusive systems 

(Katz 2001). 

Underlying this theory of leadership is the fact that Feminine and masculine stereotypes of 

leadership are basic expressions of a dualistic view, but serves as an essentialism to the ways 

that women and men lead. Whilst the traditional identification of leadership with 

stereotypical male attributes continues and is influential in public perceptions, these 

stereotypes are not helpful to women, as they define women’s leadership as a deficit model. 

In addition, the target driven, competitive environment that is now the norm in education may 

reinforce the traditional, stereotypical male model of leadership to the disadvantage of 

women leaders. There is actually a contradiction involved here, as feminine styles of 

leadership are more in keeping with those styles that now gain general approval, for example, 

the transformational leadership style (Clisbee 2004).  

Liberal Feminism theory 

Liberal feminism theory “helps in understanding a certain aspects of gender difference and 

gender inequality by considering the aspects of social and political power relations together 

with the promotion of women's rights in the society. Besides, it creates the feeling that there 

is something wrong with society’s treatment of women and tries to find out the reason and 

dimensions of women's oppression. The Liberal Feminism theory asserts the equality of men 

and women through political and legal reform. This school of thought is reformist in nature, 

seeking to improve the status of women within the system, but not fundamentally contesting 

either the system’s operation or its legitimacy.  

According to liberal feminists, “all women are capable of asserting their ability to achieve 

equality, and therefore it is possible for change to happen without altering the structure of 

society. Liberal feminism concentrates on the interaction between men and women as it can 

be fruitful to bring gender equality. It states that women and men should not be differentiated 

based on a biological factor. If women and men are not so different, they should not be 

treated differently in the society under the law. Women and men should have equal rights 

regarding legal matters, education and work opportunities. It tries to remove the gender 

system as it has discriminatory effects on women in the society. It appeals the society to 

recognize past achievements of women and their current capabilities in many fields (Avgeri 

2015).” 
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Lorber, (2010) argued that in the community, women are differentiated and maltreated by 

men since many having a masculine mind, hold up men in power. Dividing this view, usually 

majority of the peak positions in an institution are griped by men while the females are 

restricted by systematic glass vaulting for appointment and advancement. The females that 

are underportrayed in senior leadership location is as a result of favouritism against them in 

employment and advancement too. As outlined by Lorber, (2010) generous women’s 

liberationexplains also about the determination the gender severance of profession and 

delimitation of recognition stairswhereby males are usually positioned at the top. This theory 

can be applied in African countries as far as Zambia, for example, which is troubled for not 

minding even when the theory emanated from the USA.” 

2.3.EMPIRICAL14 REVIEW 

2.3.1 Gender Status in leadership position: International and regional perspectives 

Women, for example “have been under-represented in senior leadership positions worldwide 

despite the great gains they made in earning more degrees. Gender disparity in leadership 

positions can be seen in different sectors as it has been revealed by (Derks, 2016) in 2015 

where there were only 5 percent female chief executive officers who were managing 

Standard and Poor’s companies of about 500 directories. In additional to that, women in the 

non-profit sectors continue to be under-represented, though, they are expected to be in 

leadership positions. For instance, the study done by Massachusetts in 2015 discovered that 

only 21 out of 151 non-profit organizations had boards with at least 50 percent women 

(Doldor&Vinnicombe, 2015).” 

Meanwhile, “women in higher education still track in top academic leadership. They are 

under-represented among the positions of tenured faculty and full professors, who exercise 

much of the power to employ and contract colleagues as well as to prioritize areas of 

research. Their under representation in turn limits their chances to progress into formal 

leadership positions at colleges and universities. It is therefore not surprising that men 

outnumber women even among newly appointed deans, provosts, and presidents (Raskin et 

al., 2015) Nevertheless, studies done in New Zealand also show that, on the position of 

professors and associate professors, women represented only 16.9 per cent (Casey, Skibnes& 

Pringle, 2011).The circumstances were unpleasant looking at England alone where 13% were 

raised as exhaustive professors (Doherty & Manfredi, 2010). In this situation it only shows 
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distinctly the way women are being marginalized in management arrangement at all cadre in 

higher education. 

At interval,“academic staff employment and retention remain a challenge across the globe, 

the situation in many African countries appears to be particularly urgent. Leaders of African 

universities recognize the overwhelming impact of staff deficiencies on the goals of 

institutions of higher education and caution that if something is not done very soon, the 

African academia will not only lose its ability to produce proper employees to support the 

countries human resource needs but also to sustain and defend the excellence of intellectual 

life in the African region (Raskin, 2015).”If not being neglected, the inputsand experiences 

undergone by higher- ranking   femalesin higher institutions would have brought a distinctive 

effect. Their opinion may as well be of great help in bringing mastery on the buildingof a 

well-planned advancement for women in higher education.  

Moreover, the continuity of normal standard of doing things, which is bent on male control 

overleadership, has generated a huge gender break that needs urgent attention. Nwajiuba, 

(2011) decaled that, in spite of all the measures that has been put in place to bridge the gap 

created as a result of the gender disparity gap, institutions of higher learning need to be more 

conscious in that the gender gap that has been in existence over the years looked as if it has 

been a natural gender character variance all over the world. The circumstancesof women ’s 

under-representation is more glaringin Nigeria where women scholars are being denied of 

going on maternity leave under the University Law and in some instance, in some cases they 

were prevented from getting married and also allowed to have children while majority were 

not employed despite the fact that they were professionals (Eboiyehi et al., 2016).  

Addingto the proportion of women educational employees in some of African universities is 

also astonishing. For example, women working as permanent college staffs vary from the 

high of 50% in Jamaica to the least of 9.5% in Ghana, with a Commonwealth median of 24%. 

The lowest ratios were discovered in Ghana 9.5%, Nigeria 13.6%, Tanzania 11.0%, Zambia 

10.9% and Zimbabwe 9.8% (Olaogun et al., 2015). In general studies, it has been discovered 

that women in overall are less -taken in prominent leadership locations in Africa. “In reality it 

has been disclosed by the review carried out in about 10 African countries within 2007 

Kenya, Tanzania, Malawi, Uganda, Nigeria, Ghana, Zambia, Mozambique, South Africa and 

Zimbabwe and was discovered that nevertheless that women make up of over 50 ratio of the 

sky-highacademic, labour force, solely eight percent exist as vice chancellors while 12 
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percent were registrars; and 21 ratio of female were provided as deputy vice chancellors so 

also executive administrators (Madimbo, 2016).” 

It can be argued “that despite these declarations and global conferences, several studies have 

been developed with the aim of understanding the difficulties women encounter in the 

progression of their careers, and in proposing actions that institutions should take to improve 

the situation. Yet, the proportion of gender leadership in HE universities is not promising as 

the masculine system dominates the norm. This in itself calls for serious understanding of 

barriers with regards to gender equity in educational leadership. With this type of detailed 

understanding, the researcher notes that it will help present a fair playing ground through 

which males and females have equal opportunities and access to resources in the bid to stir up 

development (Avgeri 2015).” 

2.3.2Gendered educational leadership 

Historically, “the normative view that men dominate in the domain of educational 

management and leadership or else as Bush (2015) claims ‘management is a male pursuit’ 

predominates; a fact that greatly impacts on women who aspire high managerial positions. 

Nowadays, it is quite evident that diversity in terms of gender becomes more noticeable with 

women to increasingly gain ground in these posts. However, as Sanchez & Thornton (2010) 

highlights that although lately the number of women in the superintendence has been 

doubled, it remains woefully small with countries where the school leadership is still 

identified with masculinity. The study particularly centres on women’s role in the field of 

educational leadership according to upper secondary female school principals’ views from 

Greece and Sweden.” 

Fetcher (2010) “research study established that gender inequities in leadership positions are 

evident in many institutions and Schools are not exempt from these inequities. The research 

conducted a survey among selected Schools and randomly sample out the teaching staff.  The 

study indicated that Male dominance in principal positions has created a female leadership 

minority in schools. In addition, women have had to overcome gender prejudices and 

limitations of access solely based on their gender. Stereotyped perceptions and expectations 

are placed on school leaders because of gender. School leaders may hold the same 

administrative positions; however, their paths to leadership and experiences within in it may 

differ dramatically because of gender.” 
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From this study, the researcher notes that Bush (2010) and Fetcher (2010), took a general 

approach towards understanding gender in education leadership. The research did not 

significantly indicate or provide for solicitation of key challenges behind gender inequalities 

but rather just focuses on the extent of gender inequalities. Therefore, the researcher argues 

that this does not provide sufficient platform to establish lasting solution towards achieving 

gender equity in educational leadership. 

Coleman (2011) “interestingly argues that it is important not only to recognize the existing 

gendered differences in leadership styles but also to respect and place value on them. In 

addition, Coleman (2011) echoes the idea that women’s different way of leading is often 

considered problematic, undermined and it should be subjected to change and adaptation to 

male patterns especially in non-Western societies with underlying patriarchal values and 

where no democratic frame is applied.Therefore the “national culture should be in 

congruence with the organizational culture because the former clearly influences the latter 

and determines the predominant and accepted leadership styles that should be adopted by the 

members of each organization (Qureshi, Zaman & Bhatti, 2011).” 

2.3.2 Challenges of gender equity in education leadership  

In recent years, the gender disparity has in recent years raised a global consciousness that 

unless something is done to empower women as an interest group, global development will 

remain elusive. This is particularly true in today’s economy, where capital is no longer the 

only decisive factor of production or competitive advantage; but also creativity and 

innovativeness. Common Wealth of Learning, (2011) observed that despite efforts to close 

the gender gap, large inequality still exists, especially in majority of developing countries. 

The global gender gap report 2012 revealed that Sub-Saharan Africa (SSA) ranked the least 

region in closing the gender gap in educational attainment. The low ranking of SSA and 

Nigeria in gender parity educational attainment may have been strongly influenced by the 

African culture that is based on the age-long belief in male superiority and female 

subordination. 

Fetcher (2010) established that the largest body of research related to women has examined 

barriers to women in entering the leadership hierarchy or in moving up that hierarchy. These 

studies focus on a number of challenges for women. The majority of the studies on barriers 

are self-report surveys or interviews in which women identify the barriers they experienced 
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either obtaining an administrative position or keeping it. “In addition, Avgeri(2015) in his 

research established that generally, the barriers to women were described as either internally 

imposed or externally imposed. These barriers include; Working conditions and sexual 

discrimination, family and home responsibilities, poor self-Image or lack of confidence; 

inadequate preparation programs and finances for continuing training.” 

Avgeri (2015) in a study on gender and educational leadership argue that women’s failure to 

aspire to the superintendence might be a result of their experiences working with male 

superintendents, whose leadership behaviours may not be compatible with women’s preferred 

ways of leading. The study adopted a desktop review methodology in which existing 

literature was synthesized to develop new information on the topic. The perceptions that 

women hold of what leaders do are largely based upon what they see administrators doing, 

rather than on imagining a different role. In addition, Fetcher (2010) found that the job stress 

of women was higher than that of men when working in a predominantly or traditionally 

male environment.  

Bridging the gender gap through policy 

“Notably, there has been a significant development in the inclusion of women and women’s 

rights in key decisions in the education arena. The advent of the Maputo Protocol and other 

key Africa Union frameworks speak of the need to bridge the gender gap in education and 

other sectors as well as underpin the importance of including women in decision-making 

processes. These documents have set the right pace and environment for women to add their 

voices on Africa development matters (United Nations 2018).” 

African governments have also developed policies that recognize roles of women in 

education systems. “These policies have given rise to affirmative action across all levels of  

education where women have been allocated more positions in different levels of learning 

institutions, and teenage mothers have been integrated back to school. There have also been 

provisions on gender-friendly environment with some governments establishing laws and 

guidelines to prevent and mitigate school-related gender-based violence (Avgeri, 2015).” 

In addition, “a number of countries are implementing gender-responsive budgeting and 

reserving positions in their respective ministries of education and parliaments for women as 

in the case of Rwanda and Kenya. Women have also been appointed to head learning 

http://www.achpr.org/instruments/women-protocol/
http://www.ungei.org/srgbv/files/232107E.pdf
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institutions. This is great progress, but a lot remains to be done to bridge the gender equality 

gap in Africa’s education systems (Ibid).” 

There are a “number of challenges and limitations, which are being faced by women 

academics in universities like chances for promotions and even access for taking 

administrative responsibilities. Literature shows that talented women continue to have 

difficulty advancing their career worldwide (Burke & Major, 2014). The barriers women face 

in universities include those related to male definitions of merit and a chilly organizational 

culture premised on male lifestyles. Moreover,Su& Gaughan, (2014) recognized the 

experiences of female academics, even though the university management has not been 

responsive to the challenge collectively. However, the efforts made to date do not show the 

positive impact on gender parity, especially for senior leadership in higher education.” 

From the reviewed literature, the researcher argues that women remain discouraged from 

pursuing careers in administration because of the belief that they lack requisite leadership 

characteristics. Female in male dominated positions need to be twice as good as and better 

qualified than the male competitors qualify. Those women who had desire to become 

administrators have found their institutions and districts not selecting them for administrative 

training programs, making it harder to break into the system. Gender gap also has contributed 

to women present in leadership. Avgeri, (2015) classified the challenges confronting women 

participation in educational administration under three categories which include; family 

attachment, low self-esteem and lack of support. 

 

 

SUMMARY 

Having outlined existing literature relating to this study, the researcher notes that most of the 

research where mainly undertaken using quantitative research methodology. This limited 

their capacity to provide detailed understanding regarding gender and educational leadership. 

It can be maintained that to understand the occurrence of a particular phenomenon such as 

gender equity in educational leadership, there is need for a detailed approach towards data 

collection. Therefore, adoption of research methodology such as desktop review provides a 

platform to generate substantial data that will enable the researcher to generate an in-depth 
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understanding based on existing knowledge. It can also be maintained that previous studies 

focused only on the traditional factors affecting without taking into consideration the 

existence of socio-economic factors such as working conditions and empowerment programs. 

 

 

 

 

 

 

CHAPTER 3 

METHODOLOGY 

 

3.0 Research questions 

1. What is the value of gender equity in educational leadership? 

2. What factors hinder gender equity in educational leadership? 

3. What measures can be put in place to enhance gender equity in educational 

leadership? 

3.1 Methodology 

The methodology of this study is based on the secondary research approach otherwise 

referred to as literature review. The method was used due to the focus of the research which 

aim is to discover the literature to determine several phenomena on gender equity as related 

to educational leadership which include the value of gender equity, barriers to women in 

educational leadership and measures to enhance gender equity in educational leadership. 

Gender equity has been a subject of intense debates in the literature. Thus, reviewing the 

literature provides an insight to the prevailing issues surrounding gender equality in 

education. Another reference and excuses with explanations forming explanations 2. 

Adopting literature review as a methodology for this topic also provides a quick overview of 

the progress made so far on the issue of gender equity specifically in educational leadership. 
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3.2 Method 

In examining the literature as the methodology for this study, several sources were accessed 

using specific catchphrases and keywords which brought about a huge repertoire of relevant 

literature. It is equally important to specify the catchphrases, perspicuous results and other 

important keywords which would bring about a well-grounded literature search. 

Consequently, words or phrases that are linked to gender equity in educational leadership 

were used. This led to certain terms and expressions which helped in accessing the web 

crawlers to get the required outputs. The keywords include: gender equity, gender issues, 

educational leadership, gender equity value, and barriers to women in educational leadership, 

challenges facing women educational leaders, ensuring gender equity in educational 

leadership. 

3.3 Searches 

In identifying the existing, relevant literature to this study on gender equity among women in 

educational leadership, it was necessary to investigate the various kind of data available 

through a wide variety of sources which including virtual libraries, websites of international 

NGOs such as UNICEF, World Bank, Peace Corps, and the UN. The study also extracted 

research outputs in the field of gender related studies and educational leadership through 

internet search engines such as Research Gate, Google, Google Scholar, and Mendeley 

Discovery Search engine. 

In conducting the search for literature for this study, the researcher used Boolean Operator to 

eliminate certain results. Thus, the searches used terms such as gender equity not gender 

equality, women educational leadership, gender equity educational leadership, enhanced 

gender equity, enhanced gender equity educational leadership. Different combinations of 

search queries were used in getting the most relevant search results. For instance, when 

“gender equity” was initially on Google Scholar, there were 676, 000 results. However, when 

the search limiters were applied, there were 21,000 hits. The search limiters applied were 

limited to peer reviewed, reports, English as the publication language, and dissertation/thesis. 

The author observed that one most effective limiter used the access type. Limiting the access 

type yielded a total number of 28 hits. Choosing the appropriate articles was based on factors 

such as relevance, content analysis, accessibility of the publications and timeliness.  

3.4 Inclusion and Exclusion Criteria 
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To ensure appropriateness of the selected resources for this study, certain criteria were set for 

inclusion. The inclusion criteria were set such that the selected publications are indexed with 

words such as “gender equity”, “educational leadership” “women educational leadership” and 

“gender equity in educational leadership”. While the study focused on Africa-based 

publications to ensure context-specificity, the year of publication was chosen to be from 2012 

to 2022. This was to ensure that the selected publications were recent with up-to-date 

research findings. 

The criteria set for exclusion are the conditions set for excluding some publications from 

being utilized in the study. Criteria taken into consideration for exclusion include publication 

date, publications that focused on gender equality rather than equity which is being 

considered by this study, literature that was published before 2012 and literature that focused 

on continents outside of Africa. Choosing literature that only focused on the key terms in this 

study and the accessibility of such literature, only 12 were eventually used. The documents 

type were journals, generic, book sections and conference proceedings.  

 

3.5 Data analysis 

Thematic approach was used in this study because of its methodology, qualitative research 

methodology based on secondary research approach. The analysis of the study is therefore 

based on the review of the concerned literature from which themes were generated for the 

stud. Following the thematic approach,  

3.6 Ethics 

Statement from a reference. Ensuring that this study follows the required process for a 

research work demands for scientific, logical and appropriate approach which ensures that 

both the private and the public can easily comprehend and gain insight into the theme of the 

study which aims to understudy the value of gender equity in educational leadership. This 

study guarantees that the sources of literature are reliable and appropriate well -rated 

publications. Journals with high impact factors were reviewed in understanding the literature 

on the value of gender equity in educational leadership.  

This studymaintained objectivity and neutrality in carrying out its findings. As much as 

possible, plagiarism was highly considered in the review process. Works were not cited by 

copying directly from the author but rather in a way that aligns with the purpose of the 
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context and paragraphs where they were cited. Authors were referenced too using the APA 

format of referencing style.  

 

 

 

 

 

 

 

 

 

Chapter 4 Findings 

This chapter highlights and discusses the literature search for this study 
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Pub. 

Number 

Year of 

Publicati

on 

Authors Background Method

ology 

Theory 

used 

Key Findings Discovere

d themes 

1. 2020 Xintong 
Lu 

The Barriers, 

Facilitators, 

and Solutions 

for 

Women in 

Educational 

Leadership 

Roles in a 

Chinese 

University 

Qualitati

ve 

research 

methodo

logy 

involvin

g semi-

structure

d 

intervie

w of six 

educatio

nal 

leaders 

of both 

sexes. 

Leaders

hip 

theory 

Underrepresentation of 

Women in leadership 

positions including: 

1. Higher proportion of male 

leaders within universities 

which is greater than that of 

female leaders. 

2. The likelihood to appoint 

male leaders into higher 

education positions compared 

to female leaders who are less 

likely to be given appointment 

to senior leadership roles. 

3. Traditionally-held beliefs 

about women leadership 

capability 

4. Perceived stress and 

burdensomeness associated 

with senior leadership roles in 

higher education 

Barriers to 

women 

representa

tion in 

higher 

education 

leadership 

2.  2021 Elizabeth 

C. Reilly 
Rwandan 

Women in 

Higher 

Education: 

Progress, 

Successes, 

and 

Challenges 

Qualitati

ve 

ethnogra

phic 

study 

Indigen

ous 

African 

Feminis

t 

Theory 

1. University Acceptance rate: 

lack of gender parity in 

university admissions which 

is due to cultural 

understanding of women’s 

education. 

2. Terminal degree: fewer 

women travel to obtain PhD 

due to family structure of 

patriarchy.Thus, more female 

do not obtain higher degrees 

is a major prerequisite for 

appointing university 

instructors. 

3. Disproportionate 

expectations on females than 

male which impacts gender 

interests in education 

Implicatio

ns of 

cultural 

understan

ding and 

its effects 

on women 

leadership 

in higher 

education 

3.  2020 Covingto

n et al. 

The state of 

gender 

diversity in 

medical 

physics 

Historic

al data 

using 

quantitat

ive 

methodo

logy 

 1. Percentage of women 

identified as holding 

leadership positions 

was lower than that of 

the males in the region 

studied. 

2. Gender disparity in the 

number of women in 

Gender 

representa

tion and 

disparity 

issues 
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higher education who 

receive research 

funding. 

3. Gender representation 

in leadership positions 

does not reflect the 

percentage of women 

in leadership 

positions. 

4. 2019 Canas et 

al. 

Women in 

Higher 

Educational 

Leadership: 

Representati

on, Career 

Progression, 

and 

Compensatio

n 

Quantita

tive data 

using 

ex-post 

facto 

design 

 4. The structure of higher 

education institutions 

reflects gendered 

values and trends 

5. Higher proportion of 

women in lower 

academic ranks. 

6. Lack of women 

mentors during 

women’s ascension to 

higher educational 

leadership position 

leading to women 

navigating academic 

hierarchy on their 

own. 

 

      1. Perception of gender-

influenced abilities 

and its impacting on 

overall institutional 

restructuring. 

2. Work-family conflicts 

negatively influence 

women in managerial 

positions. 

3. Social constructs and 

societal opposition to 

women’s leadership 

positions 

 

Perception 

of 

leadership 

ability 

5. 2021 Elez et al. Gender 

influence on 

work 

satisfaction 

and 

leadership 

for medical 

oncologist: a 

survey of the 

Spanish 

Quantita

titative 

survey 

method 

 4. Men rated their 

professional impact 

lower than that of 

women, thus 

suggesting why a 

higher drive exists for 

men than for women. 

5. Women believed that 

certain factors such as 

peer bias, career goals 
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Society of 

Medical 

Oncology 

and work-life balance 

can have debilitating 

effects on the 

leadership capability 

in higher education, 

men reported lesser 

factors 

6. Men express lack of 

recognition for gender 

related issues in the 

workplace such as 

gender equity and 

gender equality which 

lack have been 

barriers to women 

representation in 

higher education 

leadership positions.  

6. 2020 Zdravkov

iv et al. 

Perceptions 

of gender 

equity in 

departmental 

leadership, 

research 

opportunities

, and clinical 

work 

attitudes: an 

international 

survey of 11, 

781 

anaesthesiolo

gists 

Mixed 

methodo

logy 

with 

online 

survey 

method 

and 

intervie

w. 

 7. Women were more 

likely to view their 

gender as a 

disadvantage when 

competing for 

leadership roles in 

their departments. 

8. While women showed 

an equal desire with 

men for research, they 

aspired less frequently 

than men in taking 

departmental 

leadership position. 

9. Results indicated that 

men reported spending 

more time towards 

career development 

activities than women 

which also owes to 

women perception of 

their leadership 

abilities. 

 

7. 2012 Castelli 

et al. 

Equity in 

education: a 

general 

overview 

Literatur

e review 

using 

the 

historica

l-

chronolo

gical 

Theorie

s of 

justice: 

i. 

hypothe

tical 

social 

constru

Equity as an association with 

equality and thus, the 

commonly accepted outlook 

of equity are seen as: 

i. Equality of 

opportunities for 

all 

ii. Equality of 

Solutions 

to the 

challenges 

of gender 

equity 

value in 

education 

leadership 
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descripti

on 

ct 

ii. 

realisati

on-

focused 

compar

ison 

treatment for all 

equality of results for all. 

8. 2020 Gadoth 

and 

Heyman 

Gender 

parity at 

scale: 

Examining 

correlations 

of country-

level female 

participation 

in education 

and work 

with 

measures of 

men’s and  

women’s 

survival 

Qualitati

ve 

methodo

logy 

using 

cross-

sectional 

approac

h 

 i. A general 

representation of 

women in the 

workforce  

ii. Eliminating gender 

gaps in lower 

levels of education 

including 

educational 

attainment at the 

primary, secondary 

and tertiary levels 

 

9. 2016 Endalcac

hewBaye

h 

. The role of 

women and 

achieving 

gender 

equality to 

the 

sustainable 

development 

of Ethiopia 

  Gender equity attracts 

sustainable development 

which therefore makes the 

government responsible for: 

iii. Protecting the 

rights of women to 

make them take 

active roles in 

various leadership 

spheres. 

iv. Empowering 

women to ensure 

fair representation 

in decision-making 

levels of 

government where 

they can better 

protect the 

interests of women 

in higher education 

leadership 

positions. 
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Results of Findings 

This study aimed at ascertaining the value of gender equity in educational leadership, barriers 

to women educational leaders and measure that can be taken to enhance gender equity in 

educational leadership. Gender equity is one of the most popular gender issues in various 

fields of interest and in higher educational leadership in particular. A lot of studies have been 

carried out to ascertain issues surrounding gender equity and its twin gender equality in terms 

of educational provision and career development. This study has done justice to bringing 

studies together which foci dwelt on gender equity, educational leadership and higher 

10. 2020 Ngwakw

e 

Gender 

equality and 

extreme 

poverty 

alleviation in 

Sub-Saharan 

Africa 

Quantita

tive 

method 

with 

secondar

y data 

 The study concluded the 

following: 

v. Gender equity and 

equality promotes 

equal 

representation 

which is necessary 

for achieving 

poverty 

alleviation. 

vi. Enhanced 

government 

provision of 

academic, 

educational and 

leadership 

opportunity for 

women would 

foster the 

achievement of 

gender equity in 

the society. 

vii. By providing 

enabling support 

for leadership and 

political drive of 

women, gender 

equity can be 

fostered in various 

leadership 

positions. 
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education. Various themes were identified in the course of carrying out the findings. These 

include: 

• Barriers to women representation in higher education leadership 

• Cultural understanding of women and its effects on women leadership in higher 

education 

• Gender representation and disparity issues 

• Perception of leadership ability 

• Ensuring gender equity in education leadership 

The themes considered most significant to the research questions in this study are briefly 

discussed as follows: 

4.1  Barriers to women representation in higher education leadership 

As highlighted in the literature review section, barriers to women equal representation 

in senior education leadership positions are: 

• Higher proportion of male leaders within the universities compared to female leaders 

and the likelihood to appoint male leaders into higher education positions compared to 

female leaders: in her study, Lu (2020) asserted that the number of female education 

leaders in institutions and departments are quite significant. However, their number is 

much lower than that of the male leaders. According to a respondent in the study, the 

higher proportion of male leaders in department and institutions is as a result of the 

lower likelihood to appoint females into senior leadership roles. The respondent, 

identified as “Male Leader C” stated thus: 

Women are especially suitable to be in charge of management works such 

As student work and allocating teaching task. Male leaders are good at 

decision-making and academic innovation. 

This view restricts the responsibility of women education leaders to student-related 

activities alone while women are being exempted from holding higher decision-

making offices. 
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• Traditionally-held beliefs about women leadership capabilities: Lu’s (2020) study 

revealed that women are generally victimized under the traditionally-held belief 

system which supposes that women have lesser leadership ability and decision-

making responsibilities. In the author’s finding based in a Chinese institution, she 

observed differences in requirements for leaders at difference levels. However, some 

of these leadership requirements were made by male leaders which therefore implies 

that females were not taken into consideration when the requirements were set. This is 

exemplified when she stated: 

“Alongside having the necessary organization skills, female leaders are 

required to  

Demonstrate leadership qualities which are traditionally masculine. This 

suggests that female leaders may need to fit in with the existing leadership 

structure that has been established by male leaders, rather than building a 

new leadership model.” 

This resonates with the findings of Canas et al (2019) which affirmed that higher 

education institutions have gendered values that places men as having more 

capabilities to hold leadership positions than women. 

• Perceived stress and burdensomeness associated with senior leadership roles in higher 

institutions: Lu (2020) suggested that senior leadership roles in higher institutions are 

perceived to be burdensome and stressful. Thus, it is more advantageous for women 

to be excluded from the stress of senior leadership positions. This view reiterates the 

rationale behind the exclusionary ideology that disfavours women from holding senior 

leadership positions in higher institutions. 

 

 

4.2 Cultural understanding of women and its effects on women leadership in higher 

education 

While this theme may be categorized as a barrier to women’s leadership in higher 

education, its fundamental nature makes it distinctive. Cultural understanding of 

women in different countries around the world premeditates whether women would 

acquire the relevant qualifications to attain higher educational leadership roles or not. 
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Reilly (2020) found out that expectations on females from their childhood stage is 

much different from that of the males as regards their interest in education. Thus, the 

males, studied in Rwanda, were expected to get educated in schools while the females 

were made to concentrate in domestic chores. This limits the number of females who 

have the opportunity to acquire education right from the primary level up to the 

university level where they are required to acquire more advanced degrees for 

positions in educational leadership. 

In Rwanda where the study was carried out, Reilly (2020) observed a disproportionate 

level of representation of women compared to the men in the University of Rwanda. 

This is due to the institution’s nature of admitting more men and therefore producing 

few highly-qualified women who also have to go through competitive processes 

before being appointed into a high -level leadership position a the university. The 

university’s admission rate which was observed to be 34% for women remain 

unchanged due to cultural perceptions of women as being less suitable for studying in 

higher institutions.  

Aside from this, the number of women who gets to acquire a PhD is fewer than the 

males because of family-related responsibilities. This reduces the number of women 

who have statutory qualifications to attain leadership roles in higher education.  

4.3 Gender representation and disparity issues 

In the submission of Covington et al. (2020), gender representations in leadership 

positions does not reflect the percentage of women in leadership positions. While women 

have significant representation in academic leadership positions of higher institutions, 

they are not properly represented. This may be due to factors presented by Lu (2020). 

Moreover, Covington et al. (2020) reported a disparity in the number of women in higher 

education who received research funding. This does reduce their influence in attaining 

senior leadership positions. 

In her studies, Reilly (2020) stated that opportunities for advanced studies, including 

fellowship and PhD outside of an institution is prioritized towards the male university 

instructors than the females. While this may be due to the initial cultural configuration of 

perspectives of men and women education leaders, it however creates an issue of 

disparity which ensures that male educational leaders have more skills and experiences 
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within and outside of their institutions, which would be useful in getting appointed into 

senior leadership roles in the institutions. 

 

4.4 Ensuring gender equity in higher education leadership 

According to Gadoth and Heyman (2020), women representation in leadership roles 

in the workforce is pivotal to ensuring gender equity in leadership positions. By 

investigating the quantitative relationship between gender parity in the social spheres, 

they found out that equity can be sustained in education. Associating girl’s 

educational participation with women’s labour force participation was discovered to 

have impact in ensuring higher education leadership. Under the previous themes 

reviewed, this study has found out that issues such as enrolment rate can be a 

foundation problem to ensuring equity in educational leadership. Thus, tackling low 

enrolment among girls is the most basic step in fostering gender equity in educational 

leadership. Aside from this, various institutional support for women to be equally 

represented and to achieve gender equity in higher educational leadership positions 

have been highlighted. 

4.4 Discussion of Findings 

Analysis of Research findings 

This study considered the literature to provide insights into issues surrounding gender equity 

in higher educational institutions. In the light of this, the following research questions were 

posed: 

4. What is the value of gender equity in educational leadership? 

5. What factors hinder gender equity in educational leadership? 

6. What measures can be put in place to enhance gender equity in educational 

leadership? 

The literature review conducted provided insights which attempted to answer the questions. 

The research questions and the attempts by literature to answer the questions are discussed as 

follows: 

 

Research Question 1: What is the value of gender equity in educational leadership? 
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The value of gender equity is discovered in the themes identified during the conduction of the 

literature of the literature. The value of gender equity in higher educational leadership is 

discovered under the following themes: 

i. Perception of leadership ability 

ii. Representation and disparity issues 

iii. Cultural understanding of women leadership. 

 

Perception of leadership ability discusses how people’s view of the two genders influences 

what value is placed on ensuring gender equity in higher educational leadership. According to 

Canas et al. (2019), the existence of what is termed “women context” shapes people’s beliefs 

and reduces the value placed on gender equity in higher educational leadership. In their 

research carried out in Australia, their findings suggested that women in higher educational 

leadership wanted to take on higher educational leadership roles. However, the concept of 

“masculine context” in educational leadership makes them put less value on attaining gender 

equity. As a result of this, women who eventually became leaders in senior positions believe 

that they often have to conform to a set down masculine norms. 

The findings of Elez et al. (2021) suggest that men rated their professional impact lower than 

that of women which thus suggest why more men have a higher professional drive than 

women. This also suggests why men may perceive gender inequity a serious phenomenon 

that should be practically addressed. In the same vein, women believed that certain factors 

such as peer bias, career goals, work-life balance among others, would continually shape 

representation and equity among the gender in higher educational leadership.  

The second identified factor, gender representation and disparity issues largely influences the 

value system placed on gender equity in higher educational leadership systems by top 

administrators. Others are men’s expression of lack of recognition for gender related issues in 

the workplace. The findings of Elez et al. (2021) discusses that men are unaware of gender 

disparity issues in higher educational leadership positions. Hence, playing a role of ensuring 

gender equity becomes impossible. Lastly, culture and traditional norms still shape gender 

representation and equity to a high degree. In Reilly’s (2021), submission, cultural 

understanding of gender roles determine how much willing parents are in supporting their 

children seeking admissions to the university. Moreover, the high level of expectations on 
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women impacts the value placed by the society on gender equity in professional leadership 

roles, particularly higher educational leadership roles where men and women are expected to 

have advanced degree to be qualified for appointment into the roles.  

Research Question 2: What factors hinder gender equity in educational leadership? 

According to Lu (2020), barriers to gender equity and women representation in higher 

education leadership include: higher population of male leaders which often make the 

environment challenging to the few women leaders.  Secondly, Lu’s (2020) shows that male 

leaders have a higher likelihood of being appointed into education leadership positions than 

female leaders due to perceived level of competency. Thirdly, senior leadership positions 

according to Lu (2020) are perceived to be stressful and burdensome and therefore, few only 

few women gets engaged in senior leadership roles in higher education institutions. Reilly 

(2021) further revealed in her studies that university acceptance rate at the undergraduate 

level have a long-term effect of reducing gender equity where acceptance is skewed to a 

particular gender. In her findings, she revealed that cultural understanding often influences 

university acceptance rate which in turn influence disparity in higher degrees which are 

prerequisite to educational leadership positions among the gender. Another factor identified in 

her study dealt with the disproportionate level of expectation on the females than on the 

females which thus reduces the aspiration of females into senior leadership positions in 

higher educational institutions. Other factors identified are work-family conflicts and social 

constructs to women leadership (Canas et al., 2019), women perception of leadership 

positions (Zdravkoviv et al., 2020) and gender disparity in the number of women who receive 

research funding (Covington et al., 2020). 

 

Research Questions 3:What measures can be put in place to enhance gender equity in 

educational leadership? 

From the literature reviewed, the following are the measures to curb gender inequity by 

different authors: 

1. Castelli et al. (2020) 

• Equality of opportunities for all 

• Equality of treatment for all 

• Equality of results for all 
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2. Gadoth and Heyman (2020) 

• General representation of women in the workforce 

• Elimination of gender gaps in lower levels of education up to the tertiary 

levels 

3. Endalcachew (2016) 

• Protection of rights of women to make them more active in leadership spheres  

• Empowerment of women to ensure equity in representation. 

 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

CHAPTER FIVE 

METHODOLOGY 
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Summary of Findings 

This chapter summarises the major ideas of the study in terms of the study background, 

conceptual and theoretical frameworks among others which focus is on the value of gender 

equity in higher educational leadership. Gender equity in education is one of the most 

strongly discussed debates in education and social justice issues. This literature review with a 

focus on higher education, has provided an insight into the literature on gender equity in 

higher education leadership. 

In the background to the study, it is argued that gender equity is afforded a developmental 

priority among both the developed and the developing countries. Examples of such countries 

were mentioned to include some Sub-Saharan African countries and some southern African 

countries such as Zambia. The problem statement discusses that gender equity is highly 

essential for sustainable development especially in higher educational institutions. Thus, the 

study explored the value of gender equity in educational leadership. In the conceptual 

framework, gender equity was the independent variable on which educational leadership was 

dependent while gender policies intervene between the variables.  

Two theoretical frameworks were adopted for this study which are the gender leadership 

theory and the liberal feminism theory. The gender leadership theory believes that feminine 

and masculine stereotypes in leaderships express dualistic view which also serves as an 

essentialism to the understanding men and women leadership. Liberal feminism theory, a 

reformist ideology, concentrates on how the interaction between men and women can lead to 

ensuring a fruitful gender equality. Several similar studies to this study were briefly reviewed 

in terms of their findings and methodology.  

This study adopted a qualitative literature review method. Literature searches were conducted 

using various online databases as can be found in the Chapter 3. Most recent publications 

were considered using a thematic approach. Materials explored in this study shows that 

gender equity is not a country or continent-specific issue. Rather, higher educational 

institutions from different parts of the world have a long way to go in ensuring equity among 

the genders in higher educational institutions. The various issues determining gender equity 

as identified by this literature review includes: barriers to women representation in higher 

education leadership, implications of cultural understanding and its effects on women 

leadership in higher education, gender representation and disparity issues, perception of 

leadership ability, gender equity value in education leadership, and solutions to ensuring 



37 
 

gender equity in higher education leadership. Moreover, the literature reviewed provided 

insight into the research questions for this study. In research question one which sought under 

the value of gender equity in educational leadership, this review discovered that the value of 

gender equity in educational leadership is determined by factors such as perception of 

leadership ability, representation and disparity issues and cultural understanding of women 

leadership. Each of these factors were further discussed in the chapter 4 of this study. In 

answering the research question 2, this study discovered that factors hindering gender equity 

in educational leadership include: higher proportion of male leaders within the universities, 

traditionally-held beliefs, and work-family conflicts among women among others. Research 

question 3 was answered by suggesting that equality is provided for both males and females 

from the primary education level, ensuring equal opportunities for all and ensuring equal 

representation of the genders in the higher education workforce.  

 

 Conclusion 

This study was conducted with an aim to understanding the literature on gender  equity in 

educational leadership positions as well as to understudy the barriers and solutions to gender 

equity in higher educational leadership. This study is built on the gender leadership and 

liberal feminism theories. Gender leadership theory claims that the theory of leadership in 

itself is majorly based on males thereby, deeming it inappropriate in understanding female 

leadership. 

 This study therefore posits that gender equity in education leadership in higher education is 

yet to achieve sustainable level due to the underrepresentation of women leaders in higher 

educational institutions among other factors such as self-perception of leadership ability 

among women educational leaders, perception of leadership ability by male educational 

leaders among other factors discussed in the result analysis section of the study.  

This study sought to understand the value of gender equity in educational leadership and the 

factors hindering equity as well as the measures to stop the hindering factors to educational . 

In answering these research questions, the study explained the perspectives to the value of 

educational leadership whilst the barriers to equity and the measures to curb these barriers 

were also considered. The mechanism for answering these research questions was the 

literature review approach. Recent literature spanning not more than ten years since 
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publication were sought for using three online databases namely: Google Scholar, Google 

and Discovery. 

Strengths and Limitations 

 This study conducted a literature review which selected the most relevant and recent open 

access journals to explore the values of gender equity in higher educational leadership, 

barriers and solutions to gender equity issues in higher education leadership. Thus, the 

combination of this several elements make the review important to the literature on gender 

study in educational leadership. Moreover, the focus on recent publication gives an 

opportunity to explore the various findings in gender issues in higher education leadership.  

Nevertheless, there are some limitations observed in this study. Firstly, the databases 

considered were quite few. This implies that the literature reviewed could have been more 

than this which could have resulted into broader findings. Secondly, conducting an empirical 

study based on weaknesses and limitations observed in other studies could have provided 

deeper insight into the subject matter. Despite this, the  

 

Recommendations for Further Research 

 This study has made a significant point in reviewing the literature on gender equity 

among higher educational institutions. However, there are still recommendations which if 

worked on, will shed more light on issues surrounding gender equity in higher educational 

institutions. Evidently, primary research provides more first-hand information than could be 

provided by secondary method which this study adopted. Therefore, to gain a deeper, broader 

and unbiased insight into the phenomena surrounding gender equity in higher education 

institutions, researchers would come up with better and broader findings if they carry out 

primary research methodology. 

 Moreover, the literature review in this study reveals the social connotations which is 

tied to gender issues across culture and races. Therefore, future studies should focus on 

specific cultures when studying gender equity in higher educational institutions. This will 

ensure that the studies have a good depth in covering the socio-cultural factors that often 

determine the value and the extent to which gender equity is being practiced among 

difference cultures.  
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Implications for Policy and Practice 

 This study revealed that there is so much to achieve in ensuring gender equity among 

higher education institution leaders. One important point observed in the literature considered 

in this study as a solution to barriers in gender equity states that both males and females 

should be given equity and equal representation from the primary school level. This should 

also be ensured till post-tertiary level. This will reduce the incidence of women 

underrepresentation in achieving higher degrees which are prerequisites for appointment into 

higher educational leadership positions. Adequate sensitization is also needed for community 

leaders and parents to ensure that female children are not held back from getting educated for 

cultural purposes. 

Lastly, higher educational institutions should provide a support system to ensure that women 

can easily navigate work-family conflicts without hampering their career or leadership 

prospects in higher education leadership positions. 

Research Dissemination 

 The audiences for this study range from male and female educational leaders especially those 

in higher education institutions, educational policy makers, higher education administra tors 

and researchers in gender and education leadership fields. This study targets male and female 

education leaders as a means of sensitization about the gender equity phenomenon in higher 

education. In the same vein, educational policy makers are targeted as a result of their roles in 

educational policy making and planning. As a finding suggested in the study, educational 

policy makers are expected to work on policies that ensures male and female equity in access 

to education from the primary level of education. This thus will ensure adequate 

representation of well qualified males and females who will take up senior educational 

leadership position in higher education institutions. This study targets higher education 

administrators as a means of sensitizing them about the factors of inequities as the measures 

to curb these barriers in higher education systems. This study will provide insight to trending 

issues on gender equity which will give direction to researchers in education leadership and 

gender studies in their scholastic activities. 
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