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Abstract

Despite a significant gap in the number of female students in higher
educational institutions, a corresponding growth in the representation of
women in senior management positions within Pakistani universities has not
been observed. This study was shaped to investigate the enablers influencing
the professional development of women academics at the management level
in Pakistan. Using semi-structured interviews with open-ended questions
and a probing strategy, responses to these inquiries were sought from 10
purposively selected female and male senior management position holders
across public sector universities in Islamabad. Thematic analysis, employing
an inductive approach, was used, and member checks were applied to ensure
the reliability of the drawn themes. Each theme was thoroughly explored,
and those emerging from a smaller subset of women were categorized
separately as unique themes. The study reveals that while there is a growing
number of female students in higher education institutions, a subsequent
increase in the representation of women in senior management roles has not
been observed. Family support, motivation, equal opportunities, government
initiatives, supportive organizational culture, and training emerge as critical
enablers for women's career advancement. Recommendations address the
identified gaps, including implementing targeted support programs,
promoting inclusive organizational cultures, and advocating for government
support and policies to advance gender equality in academia. These findings
contribute to a deeper understanding of the challenges faced by women
academics in Pakistan and provide insights into potential strategies for
promoting gender equality and supporting women's career progression in
senior management positions within universities.

Keywords: Career advancement, higher education institution, management
position, enablers
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INTRODUCTION

Global statistics reveal a substantial rise in women's enrolment in higher
education institutions, surpassing the growth rate of men since
1970(Ravindran, 2020; UNESCO, 2010). However, this remarkable
increase in female enrolment has not translated into proportional
representation in university management roles. Management positions
predominantly continue to be occupied by male counterparts (Morley,
2006). The underrepresentation of women at elevated academic echelons
remains a persistent concern for female academicians (Avin et al., 2015;
Howe-Walsh et al., 2014; Taylor-Abdulai et al., 2014; Machado-Taylor &
Ozkanli, 2013; Zeng, 2011; Montez et al., 2003).

Researchers have identified various barriers impeding the career
advancement of women in academia. These obstacles include limited access
to advanced education and financial resources, insufficient support from
management for engagement in work/life programs, occupational gender
segregation, absence of role models, and pervasive attitudinal biases
(Laursen & Austin, 2020; Hannum et al., 2015; Bombuwela & De Alwis,
2013; Vinkenburg et al., 2011). A quantitative study by Batool et al. (2013)
aimed to assess the status of women's representation in Higher Education
(HE) management in Pakistan. The findings underscored structural barriers
faced by women, including a lack of mentoring and interacting opportunities,
gender inequality, and biases in the selection and promotion processes, all of
which hinder their career progression. The challenges women face in
advancing their careers persist as a recurring theme in studies conducted
globally, encompassing both northern and southern regions, including
research from Pakistan (Patel et al., 2020; Bagilhole & White, 2011; Rab,
2010; Shah, 2001). Considering the distinctive role of women in Pakistan,
this study delves into the enablers inducing the career development of
women academics and their role in navigating their professional paths.

Empirically, prior studies investigated and concluded that the enablers to
women's career advancement in higher educational institutions, mainly in
developing countries (Maheshwari & Nayak, 2022). Thus, one primary
research gap lies in the lack of comprehensive studies examining the
intersectionality of gender with other factors such as ethnicity, socio-
economic status, and regional disparities (Codiroli & Cook, 2019; Pfister &
Radtke, 2009). Understanding how these intersecting identities impact
women's academic experiences is crucial for developing targeted
interventions to address barriers to their career advancement. Moreover,
Rosca et al. (2020) mentioned a scarcity of research focusing on women's
experiences in private-sector universities and other higher education sectors
beyond the public sector. Given the growing presence of private universities
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in Pakistan, understanding women's unique challenges in these institutions
Is essential for promoting gender equality across the academic sector (Nazar
et al., 2017). Barriers for women in Pakistan include deeply entrenched
societal norms and cultural expectations that prioritize traditional gender
roles and limit women's access to education and employment opportunities.
Ma et al. (2022) also advocated that institutional biases, discriminatory
policies, and lack of supportive infrastructure further hinder women's career
advancement in academia. Addressing these barriers requires concerted
efforts from the researchers. Thus, the present study aims to offer a more
profound understanding of the trajectory of career progression for women
academics by examining the factors that encourage them to reach coveted
positions. The study focuses on identifying those enablers which can be
helpful for women in their career advancement. Therefore, building on the
current research gaps, this research addresses the following question.

1. What are the enablers in women’s career advancement at managerial

positions in higher education institutions?

The main objective of this study is to identify and analyse the factors that
enable women to advance in managerial positions within higher education
institutions, focusing on understanding the strategies, support systems, and
organizational policies that contribute to their career progression.

The researcher organized this paper as follows: Second, a review of the
past studies on the enablers in women's career development, mainly in
developing countries; Second, the research method was outlined. Third, the
researcher stated in-depth face-to-face semi-structured interviews.
Discussion on the results, practical implications, limitations, and future
research directions was elaborated in the last sections of this study.
LITERATURE REVIEW

European countries prioritize gender equality more than any other region
globally. Still, the reality reveals a notable underrepresentation of women in
university senior academic positions. Similar challenges of women's under-
representation persist in various countries worldwide, including Canada,
New Zealand, Africa, Australia, and Asia, as documented in the Stanford
Report (2014) and also in the work of (Wilson & Thomson, 2021; Wilson et
al., 2008). Specifically, within higher education, women have consistently
faced underrepresentation in critical positions such as dean, director, and
other senior positions (Gallant, 2014). This trend extends globally across
various higher education systems. Despite constituting 45% of the workforce
in the United States, women occupy less than one-third of management roles
in higher educational institutions, as highlighted by data from the Bureau of
Labour Statistics (Wroblewski, 2019).

Al-Ida’at Arabic Research Journal (Vol.4, Issue 2, 2024: April-June)



Enablers to Women Career Advancement in Academics at ..... 41

Furthermore, in England, there is a notable lack of women's participation
across all levels of university management, particularly evident with
approximately 13% representation at the whole professor level (Doherty &
Manfredi, 2010). Hong Kong similarly sees women holding fewer than 15%
of senior academic positions, with only four out of 34 women serving as pro-
vice-chancellors and no woman holding the position of vice-chancellor
(Cheung, 2013; Morley, 2014). In Japan, Shirahase (2013) reports that
women constitute 20.6% of the academic workforce, with only 9.7% holding
professorial positions in the 86 national universities and just two women
holding the position of vice-chancellor. Mainland China, on the other hand,
shows a comparatively higher representation, with 25.8% of women holding
various academic positions (Banker, 2023; Forestier, 2012).

South Asian nations also face the issue of women's under-representation
in senior positions in higher education institutions. In India, statistics
indicate that female academics constitute less than 40% of university faculty,
with a noticeable scarcity of Muslim women in academic roles (Morley &
Crossouard, 2015). Despite higher female student participation in higher
education, women in India often find themselves absent from top-level
positions in educational management, potentially influenced by social and
cultural factors (Khokhar, 2018; Chanana, 2011). Bangladesh faces a similar
challenge, with a survey revealing that the inclusion of female academicians
in universities was less than 5% from 2010 to 2012(Morley & Crossouard,
2015). In Nepal, Grove (2013) sheds light on the under-representation of
women in higher education management levels, attributing this to societal
values that limit their decision-making capacities due to their multiple roles
as wives, mothers, and family caretakers.

In Pakistan, women comprise 49.2% of the population and have obtained
52% of professional positions across various fields (Afzal, et al., 2021,
Catalyst, 2014). However, despite this, women predominantly find
themselves in lower-ranking roles. A significant disparity exists between the
number of male and female employees at a major public sector university in
Pakistan, particularly noticeable across various hierarchical levels. Women
are predominantly employed as lecturers in the country's universities,
representing the initial rank in university teaching grades (Subbaye & Vithal,
2017). Social and cultural constraints, gender bias, and lack of family
support, lack of supportive facilities such as childcare, transportation, and
workplace accommodations limit the occupational choices available to
Pakistani women. Unfortunately, predetermined views regarding women's
primary roles as homemakers contribute to the perception of women as
inferior in the workplace (Dankwa, 2018).
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Women in Pakistan are increasingly enrolling in higher education
institutions for academic pursuits and subsequent employment. Despite their
long-standing presence in university academia, women are often
underrepresented in senior positions in these institutions. Ghaus (2013)
investigated women managers' challenges in Pakistani higher education,
highlighting social (family-related) and organizational barriers, particularly
prevalent in private sector universities. Previous studies on gender inequality
in Pakistani higher education have also highlighted issues such as sexual
harassment faced by women (Jamil, 2020; Durrani et al., 2010).

A study highlighted that family support and training in home and
institutional training can increase women's representation in higher
education (Thomas, 2021). However, numerous research findings
consistently report the unwelcoming attitude of higher authorities in the form
of a non-supportive workplace culture towards women academics within
university settings, which undermines the space for women academics in
management roles (Cidlinska, 2019; Vinkenburg et al.,2011). Women in
academia confront organizational and cultural barriers as they progress in
their careers (Forster,2001). Institutional male power and biased recruitment
and selection policies as significant obstacles to women's academic career
advancement (Hill et al., 2016). Additionally, women in academia often bear
higher workloads than their male counterparts. However, these duties receive
inadequate recognition in the promotion process based on research and
publication outputs, as observed by (Laux, 2018).

Since this study is concerned with identifying the enablers of women's
career advancement in academia and, by extension, the relevance and
appropriateness of views that tend to perpetuate the challenges, it lends itself
to a critical examination through the lens of Gender Equity Theory. This
theory serves as a crucial framework for understanding the dynamics of
women's career advancement in academia, particularly in the context of
Pakistani universities. It posits that equitable access to opportunities and
resources is essential for both genders to thrive professionally (Hill et al.,
2016). Despite increasing female enrolment in higher education, women
remain significantly underrepresented in senior management roles. This
disparity can be attributed to systemic barriers such as cultural norms, gender
biases, and institutional practices that favour male counterparts (Forster,
2001). Gender Equity Theory emphasizes the importance of creating
supportive organizational cultures, implementing inclusive policies, and
fostering family support to enable women to overcome these challenges
(Cidlinska, 2019). By focusing on equal opportunities and addressing the
unique barriers faced by women in academia, this theory provides valuable
insights into the enablers that can facilitate women career progression.
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Ultimately contributing to a more balanced representation of management
positions within educational institutions (Vinkenburg et al., 2011).
METHODOLOGY

This research focused on examining the subjective experiences of
respondents during their employment. The study adopted a qualitative,
inductive, and interpretive research approach to gain a comprehensive
understanding of the professional journeys of women academics. A
purposive selection process was employed for data collection, involving ten
males and females from public sector universities in Pakistan. Among them,
higher management positions such as dean, director, and registrar were part
of the interviews as research participants. These academics had accumulated
14 to 27 years of overall work experience and resided with their spouses and
children, enjoying a comparatively higher socioeconomic status than other
professionals in Pakistan. While these participants were affiliated with
public sector universities, they hailed from the same region, representing
Punjab, a specific area of Pakistan. In this manner, the selected samples
aimed to provide a representative insight into the experiences of female
academicians from throughout the province of Punjab.

To gather data, in-depth face-to-face semi-structured interviews were
employed, as outlined by (Ruslin et al., 2022; Creswell,2010). This choice
was primarily based on the effectiveness of such interviews in delving into
respondents’ varied insights and opinions, particularly when addressing
multifaceted and occasionally sensitive issues (Gavri¢ & Braje, 2024;
Wilson & Hutchinson,1991). The interviewing style adopted was that of an
informant, encouraging participants to recollect any significant aspect
vividly related to the subject under investigation. Subsequently, these
surface features were thoroughly examined through a process of elaboration.

Table 1 Research participants: Designation and length of experience

Pseudonym Overall work Current Current Gender
Participants experience position position
Work
experience
WCA-P1 DSA 26 years 5 years Dean Female
WCA-P2 DNS 23 years 6 years Director Female
WCA-P3 DNR 14 years 10 years Director Male
WCA-P4 MBY 25 years 8 years Additional Female
Registrar
WCA-P5 DHK 18 years 17 years Additional  Male
Registrar
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WCA-P6  MS 30 years 13 years Assistant Female
Registrar

WCA-P7 DNR 20 years 4 years Deputy Female
Registrar

WCA-P8 DBN 20 years 11 years Director Male

WCA-P9 AS 13 years 5 years Registrar Male

WCA-P10 DAbS 27 years 7 years Dean Male

In line with the researcher's use of probing, an interview protocol was
formulated based on the research question (Shah et al., 2020; Cooper &
Mclintyre, 1996). The primary focus was to investigate the enablers for
women in academia to hold management positions. These inquiries were
designed to uncover problems, challenges, and critical moments that restrict
academics. These questions constituted the foundational framework for the
research methodology employed in the study.

The interviews, encompassing conduct, analysis, and reporting, adhered
to established ethical guidelines in the social sciences, emphasizing subjects’
rights to anonymity, confidentiality, and informed consent (Bjarsholm et al.,
2018; Bryman, 2016). Participants were granted consent by being
familiarized with the research questions before the interviews. To safeguard
the anonymity of the interviewees, each participant was assigned a
pseudonym. Before the interviews, the researcher reassured each interviewee
about the information's confidentiality and anonymity, fostering an
environment conducive to open and uninhibited expression.

Drawing from this, a probing strategy was employed to clarify specific
responses. Participants were prompted to exemplify and explain specific
points, with occasional probes used to maintain focus on the research
question (Buma & Nyamupangedengu, 2020; Wilson & Hutchinson,1992).
These probing inquiries sought to elicit detailed and explicit views from
participants, fostering a deeper understanding of their perspectives.
Examples of probing questions included requests for specific examples,
reasons behind dislikes, and detailed descriptions of events. Each interview
spanned 35 to 45 minutes, and to ensure data validity and reliability,
interviews were recorded using tape recordings.

DATA ANALYSIS

Thematic analysis, guided by the deductive approach, outlined and
scrutinized the interview data (Castleberry & Nolen, 2018). Following
Clarke and Braun's (2017) six-phase guide for thematic analysis, the
researchers acknowledged that these phases are not strictly linear, allowing
for iterative movement between them. The preliminary data underwent
transcription, and the researcher engaged in the repeated reading of each
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woman's narrative. During this process, brief notes, comments, and
questions arising from the reading were marked on the transcribed data.

Each data segment relevant to or containing noteworthy information
about the research questions was coded. An open coding system was
developed, with codes refined as the researchers progressed through the data.
Themes were organized after multiple readings of the transcripts,
considering the coherence, truthfulness, and consistency of themes.
Comparisons across interviews were made to identify similarities and
differences, merging similar themes under one heading (e.g., family support
and supposed understanding incorporated into one theme). Distinct themes,
such as supportive culture and government initiatives, were identified
separately.

Central themes were identified, with various subthemes organized under
these main categories: women's experiences regarding enablers in their
academic career development. Member checking (respondent validation) by
Creswell (2010) was applied to validate the credibility of the results. Literal
transcriptions of randomly selected responses from five participants were sent
back to them for verification of correctness and resonance with their accounts.
Participants were informed about member check verification after the interview,
and upon receiving the transcripts, they willingly reviewed and verified the data.
One participant even contributed additional details during the verification
process. While this verification process spanned several months due to
participants' busy schedules, it actively involved contributors in confirming and
endorsing the results, justifying potential researcher bias.

FINDINGS

The study participants articulated some concerns related to career advancement.
Academics shared common concerns about some themes, which were grouped
as subthemes under the main themes of enablers. Enablers were those
influences that smoothed the academic journey of women’s careers.

Family Support Motivation

Gov‘e'rn'ment - I I Equal
Initiatives Opportunities
ENABLERS

Trainings - - SUCPUF::)J:;VG

Figure 1 Enablers in Women's Career Advancement
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5.1 Enablers

Reflecting on their academic journeys, female academicians
recognized numerous aspects that played a positive role in advancing their
careers. These considerations encompassed family support, motivation,
training, supportive culture, government initiatives, and equal opportunities
associated with the management positions.
5.1.1 Family Support

It includes encouragement and assistance from parents, siblings,
husbands, and in-laws and is a fundamental enabler in women's career
advancement. Emotional backing shared responsibilities, and a conducive
home environment provided by family members contribute to a woman's
ability to navigate challenges confidently and pursue professional goals,
fostering a supportive foundation for her career development. WCA-P2
added her view:

“Supportive family environment encourages women to chase their

career goals.”

DNS

Another research participant, WCA-P1, said that

“In-laws are never much supportive of girl career.” DSA

One of the female research participants gave her views:
“Yes, spouse understanding is included. If he's supportive, it is
good. Otherwise, he's also the main cause in depressing and
stopping the female.” DNS

The male registrar stated that:
“Due to less family support, that is why females cannot grow well in
their career.” AS

These statements collectively emphasize the significant impact of a

supportive family environment, particularly the role of
in-laws and a spouse, on women's pursuit of career goals. The first statement
suggests that in-laws may not typically support a girl's career ambitions. The
second statement underscores the crucial role of a supportive spouse in
positively influencing a woman's career trajectory, indicating that a lack of
understanding from the spouse can lead to feelings of depression and hinder
female progress. The final statement reinforces the idea that insufficient
family support, including from in-laws and spouses, can impede the growth
and success of women in their careers. Together, these perspectives highlight
the importance of familial encouragement and understanding as critical
factors in facilitating women's professional development.
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5.1.2 Motivation

As a career advancement enabler for women, it involves internal or

self-motivation driven by personal aspirations and
goals. External motivation comes from exterior sources, such as recognition
and encouragement from peers or mentors. Additionally, moral support,
provided by family, friends, or colleagues, is critical in supporting a woman's
determination and confidence as she routes her professional journey. These
combined motivational components contribute significantly to women's
success in advancing their careers.
Female assistant registrar as research participant WCA-P6 states her views
as:

“There is no training and no encouragement for us. There is no

encouragement, no appraisals, no motivation.”

MS

Research participant WCA-P10, in the position of dean, shared his views:
“There should be motivation in the form of incentives for them.”
DADbS

One female director (WCA-P1) of a higher education institution gave her
views regarding motivation:

“If she has self-confidence, we can motivate and effort for her, and she
would win it.”

DSA

These statements together convey a sense of dissatisfaction and a
desire for more support and encouragement within a professional context.
The first statement indicates the absence of training, encouragement,
appraisals, and motivation, suggesting a lack of recognition and
developmental opportunities. The second statement proposes the need for
motivation in the form of incentives, highlighting the belief that tangible
rewards could serve as effective motivators for individuals. The third
statement emphasizes the importance of self-confidence in an individual,
suggesting that with internal confidence, external efforts to motivate and
support can lead to success. These statements highlight the significance of
encouragement, recognition, and motivation in fostering a positive and
conducive work environment as an enabler for women.

5.1.3 Equal Opportunities

As an enabler for women's career advancement, it entails equitable
access to education and job opportunities. It signifies eliminating gender
discrimination, ensuring women have the same educational and professional
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prospects as their male counterparts. By raising an environment where
women have equal access to education and employment, this enabler
supports women's career growth and enables them to pursue and achieve
their professional aspirations.
Research participant WCA-P10 stated that:
“There should be equal opportunities for education and job, supportive
culture for females.”
DAbS

WCA-P3 shared her view:

“We need to give equal opportunities in education, in jobs, in

promotions to males and females without any

discrimination.”
DNR

Female research participant WCA-P2, as a director, said that:

“There should be equal opportunity for males and females in the

management setup. We have very few opportunities for females in

management setup than males. If they want their professional

growth, good opportunities.”

DNS

These statements advocate for equal opportunities for both males and
females in education, jobs, and professional growth, emphasizing the
importance of a supportive culture for women. The first statement highlights
the need for equal opportunities in education and the workplace, highlighting
the importance of creating an inclusive and supportive environment for
females. The second statement further reinforces the need for equal
opportunities in education, jobs, and promotions without discrimination. The
third statement focuses explicitly on the scarcity of opportunities for females
in management roles compared to males, suggesting that for professional
growth, women require more and better opportunities in management
positions. These statements emphasize the importance of fostering equality
and a supportive culture in organizations to ensure equal access and
advancement for both genders.
5.1.4 Government initiatives

It involves established rules, policies, and structural frameworks to
promote gender equality and support women in higher education
institutions. These initiatives aim to eliminate difficulties and foster an
inclusive environment, ensuring women have equal education and
workforce opportunities. By implementing supportive measures,
governments create conditions that encourage women to progress and
flourish in their careers. WCA-P10, a male research participant serving in the
capacity of a dean, expressed that:
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“The revolutionary step in this regard means that the government
needs to allocate more budget for the females than the males. We
need revolutionary steps at the country level in this regard. In
HEC funding, there should be the condition that 30% of the
budget will be used for female career advancement and their
development.” DADbS

WCA-P8, a male research participant in the role of a director, conveyed that:
“Some more initiatives are necessary, such as some allowances
allocations and some more salary/money for their kids and
children's marriages. There should be a pick-and-drop service for
them. These steps will increase female participation in jobs.
DBN

Moreover, one female deputy registrar WCA-P7 stated that:

“The government should give her facilitations in terms of
financial benefits, and then some kind of time and age flexibility
and security for her kids. There can be such services where she
can take benefits and some schemes where her child and
professional life may be protected. The government has certainly
taken some initiatives, but there are only a few. For example,
service and day-care and then a few credit schemes in the bank,
but there is a need to enhance more of things. More things need
to be introduced at a national level as well.” DNR

These statements collectively promote revolutionary steps and

increased government initiatives to support and encourage
women in various aspects of their lives. The first statement proposes a
revolutionary approach at the national level, urging the government to
allocate a higher budget for females and institute conditions in Higher
Education Commission (HEC) funding to ensure a significant portion is
dedicated to female career advancement and development. The second
statement describes additional initiatives, such as allowances, financial
support for children's marriages, and transportation services, with the belief
that these measures will enhance female participation in the workforce. The
third statement emphasizes the need for comprehensive government
facilitation, including financial benefits, time and age flexibility, and
children's security. While acknowledging existing initiatives, it suggests
introducing national schemes to protect the balance between women's
professional and personal lives. Together, these statements emphasize the
importance of government support and initiatives to create an environment
conducive to women's full development and encouragement.
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5.1.5 Supportive culture

It involves raising organizational and societal environments that
encourage gender equality. Organizational support includes workplace
policies, mentorship programs, and a commitment to diversity. Societal
support promotes cultural shifts that value and facilitate women's
professional growth. Together, these elements create a conducive
atmosphere, enabling women to advance in their careers.
WCA-P8 gave her views:

“She needs family support as well as organizational support.
However, we are still not ethically so strong that we could promote
the culture of working from home if a female worker cannot reach
the office every day on time. If it

happens, there should be organizational support for a female.”
DBN

Female research participant WCA-P2 claims that:
“There is a stigma that women cannot do the work. The same attitude
is found in her family when they criticize her stand equal to men. In

this way, our country is not very supportive in this context.”
DNS

These statements highlight the crucial need for family and
organizational support for women in the workplace. The first statement
suggests that while family support is essential, the organizational culture still
lacks the ethical strength to fully embrace and promote flexible work
arrangements, such as working from home, which could benefit female
employees facing daily commuting challenges. The statement emphasizes
the importance of organizational support to accommodate the needs of
female workers. The second statement points out the existence of a societal
stigma that questions women's capability to perform certain tasks at par with
men. This stigma is noted not only in the workplace but also extends to the
woman's family, where her efforts are criticized for not aligning with
traditional gender norms. The statement implies that the overall societal
attitude in the country does not provide sufficient support for women
challenging these stereotypes and struggling for equality in the professional
sphere. Together, these statements highlight the significance of
organizational and societal support in addressing the challenges women face
in the workplace.

Al-Ida’at Arabic Research Journal (Vol.4, Issue 2, 2024: April-June)



Enablers to Women Career Advancement in Academics at ..... 51

5.1.6 Training

It encompasses both home-based and institutional training. Home
training involves early education and upbringing, instilling skills, values,
and confidence. Institutional training includes formal education, workshops,
and professional development programs that equip women with the
necessary knowledge and skills to excel in their careers. Together, these
training components contribute to encouraging women to succeed in their
professional journeys. One research participant, WCA-P6, said:

“We need training and awareness at our homes.”
“People need training, and there is a lack of training.”  MS

Dean of faculty WCA-P10 stated his views as:
“There is another kind of misconception, so these are
misconceptions that indicate that something important is lacking
in their vision, so the problem is that they have been trained like
this way they are not convinced they are intellectually weak to
understand that women are as important and as they gather in at
several occasions they are more important.”
DADbS

Female additional registrar WCA-P4 stated that:
“Our training at home needs to educate men and to make them
understand that their daughter is not the only one to do the house
chores.” MBY

These statements collectively emphasize the importance of training,
awareness, and education. The first statement highlights the need for training
and awareness within homes, indicating that fostering understanding and
awareness should start at the domestic level. The second statement
underlines a broader societal need for training, pointing out a general lack of
awareness and knowledge. The third statement delves into the idea that
misconceptions about the importance and capabilities of women stem from
inadequate training and understanding. It suggests that individuals may not
be intellectually equipped to recognize the significance of women,
indicating a need for comprehensive training to shift these perceptions. The
last statement specifically addresses the need for training at home to educate
men and change their mindset regarding gender roles. It emphasizes the
importance of dispelling misconceptions about women's household
responsibilities, highlighting the role of education in fostering a more
equitable perspective. Collectively, these statements stress the necessity of
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training and awareness initiatives to challenge ingrained misconceptions and
promote a more enlightened and equitable view of gender roles at both the
individual and societal levels.

Table:2 Overall Findings

Theme Sub Themes Results

Family Support Research reveals that family support, including encouragement from parents, siblings, spouses, and in-
laws, emerges as a central enabler for women's career advancement, fostering a conducive environment
for professional growth.

Motivation The research highlights motivation, stemming from self-motivation, external encouragement, and moral
support, as a key enabler for women's career advancement. This multifaceted motivation is crucial in
creating a dynamic and endowing environment for women to succeed professionally.

Equal Opportunities The study identifies equal opportunities, encompassing both education and job sectors, as an essential

enabler for women's career advancement. Fostering equal access to education and eliminating gender-
Enablers based disparities n job opportunities is essential for promoting gender equality m professional spheres.

to women career

Government Initiatives | The study highlights that government initiatives, particularly through systemic measures like rules,
policies, and structural frameworks, play a pivotal role as enablers for women's career advancement.
These initiatives are important for fostering gender equality and providing support for women's
professional development

Supportive culture The research features that a supportive culture, involving both organizational and societal norms, is a
key enabler for women's career advancement. A culture that encourages gender equality within the
organization and challenges societal norms is essential for raising women's professional growth.

Tramings The study identifies training, mcluding home-based and institutional programs, as a critical enabler for
women's career advancement. These comprehensive training initiatives, spanning homes and
institutions, equip women with essential skills and knowledge for their professional journey.

As mentioned above, the table highlights that this research underscores
the pivotal role of family support, encompassing encouragement from
parents, siblings, spouses, and in-laws, in facilitating women's career
advancement and fostering a conducive environment for their professional
growth.  Motivation, originating from self-motivation, external
encouragement, and moral support, emerges as a crucial enabler for women's
career advancement, creating a dynamic environment for their success.
Equal opportunities in education and job sectors are essential for women's
career advancement, promoting gender equality by ensuring equitable access
to education and eliminating gender-based disparities in job opportunities.
Government initiatives, including rules, policies, and structural frameworks,
are vital for women's career advancement, fostering gender equality and
supporting professional development. A supportive culture, within both
organizations and society, is a crucial enabler for women's career
advancement, encouraging gender equality within the organization and
challenging societal norms. Training, encompassing home-based and
institutional programs, is identified as a critical enabler for women's career
advancement, equipping them with essential skills and knowledge for their
professional journey.

DISCUSSION

The underrepresentation of women in senior management positions
within higher education institutions is a pervasive issue globally, including
in Pakistan. Despite significant strides in women's enrolment in universities,
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their ascent to leadership roles remains disproportionately low. This
discussion delves into the study's findings investigating the enablers
influencing the professional development of women academics in
management positions within Pakistani universities. It explores potential
strategies for promoting gender equality in academia.

One of the study's key findings is the importance of family support as a
critical enabler for women’s career advancement in academia. Pakistani
women often face societal expectations regarding their roles as wives and
mothers, which can impede their professional aspirations (Sarwar & Imran,
2019; Buddhapriya, 2009). However, the study reveals that women who
receive support from their families can better navigate the challenges of
balancing work and family responsibilities. Accordingly, Kim (2020)
outlined the manifest in various forms, including encouragement to pursue
higher education, assistance with childcare, and understanding the demands
of academic careers (Kim, 2020). Overall, universities and policymakers can
create a more supportive environment for women academics by
acknowledging and addressing the role of family support.

Institutional training also emerges as a significant enabler for women's
career advancement in Pakistani universities. These trainings provide
women academics with essential skills and knowledge needed to excel in
leadership roles. Additionally, they help women build confidence and
networks within the academic community, which are crucial for career
progression. However, the study highlights the need for targeted and
accessible training programs tailored to the unique challenges faced by
women in academia. By investing in such initiatives, universities can
empower women academics to overcome barriers and thrive in management
positions.

Furthermore, organizational culture is pivotal in shaping women's
academic experiences. The study identifies the importance of fostering an
inclusive and equitable work environment that values diversity and promotes
gender equality. This involves challenging gender biases and stereotypes and
implementing policies and practices that support women's career
development. By fostering a culture of inclusivity and respect, universities
can attract and retain talented women academics, ultimately enhancing the
diversity and effectiveness of their leadership teams. There are several
strategies universities and policymakers can adopt to promote gender
equality in academia. Offermann and Foley (2020) pointed out a need for
targeted recruitment and retention efforts to increase the representation of
women in senior management positions. This may involve implementing
affirmative action policies, mentoring programs, and leadership
development initiatives designed explicitly for women academics.
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Additionally, Lester and Sallee (2023) suggested that universities should
prioritize creating family-friendly policies and support systems that enable
women to balance their professional and personal responsibilities
effectively. Finally, raising awareness and challenging societal norms
regarding gender roles and expectations is crucial for creating a more
equitable academic environment.

RECOMMENDATIONS

Based on the study's findings, several recommendations can be proposed to
promote gender equality and support women's career advancement in
Pakistani universities. Firstly, institutions should prioritize implementing
family support programs to assist women academics in balancing their
professional and personal responsibilities. These programs should include
initiatives such as childcare services, flexible work arrangements, and
parental leave policies to lessen the burden on women managing both
academic and family commitments. Secondly, designed institutional training
initiatives should be developed to equip women academics with the
necessary management and administrative skills to excel in managerial
positions. Thirdly, efforts should be made to transform organizational
cultures within universities to advance inclusivity, diversity, and gender
equality. This could involve implementing gender-sensitive policies,
providing bias awareness training, and establishing mentorship programs to
support women's career progression. Additionally, government support and
policies are important in advancing academic gender equality. The Higher
Education Commission (HEC) of Pakistan should prioritize initiatives for
supporting women's academics, such as allocating funding for management
training programs and enforcing gender equality policies across universities.
Furthermore, awareness campaigns and advocacy efforts should be
undertaken to challenge societal norms and stereotypes surrounding
women's roles in academia and a supportive environment for women
academics to succeed.

CONCLUSION

This study sheds light on the enablers influencing the professional
development of women academics in management positions within
Pakistani universities. Despite the significant growth in women's enrolment
in higher education, their representation in senior management roles remains
disproportionately low. Through in-depth interviews with senior
management position holders from public sector universities in Islamabad,
several key enablers were identified, including family support, institutional
training, and organizational culture.

The findings underscore the importance of family support as a critical factor
in women's career advancement. By receiving encouragement, assistance
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with childcare, and understanding from their families, women academics are
better equipped to navigate the challenges of balancing work and family
responsibilities. Additionally, institutional training emerged as essential for
providing women with the skills, knowledge, and confidence needed to excel
in leadership roles. Universities can invest in targeted training programs to
empower women academics and foster a more diverse and inclusive
leadership pipeline. Furthermore, the study highlights the significance of
organizational culture in shaping women's experiences in academia. By
promoting gender equality through initiatives such as diversity training and
inclusive leadership practices, universities can create environments where
women feel valued, supported, and empowered to thrive. Addressing these
enablers is crucial for promoting gender equality and creating more inclusive
and equitable academic institutions in Pakistan.

References

= Afzal, S., Rafi, N. S., & Jabeen, N. (2021). Organizational Attributes as Determinants of
Women.

= Avin, C., Keller, B., Lotker, Z., Mathieu, C., Peleg, D., & Pignolet, Y. A. (2015).
Homophily and the Glass Ceiling Effect in Social Networks. In Proceedings of the 2015
Conference on Innovations in Theoretical Computer Science, 41-50. ACM.

= Bagilhole, B, & White, K. (2011). Gender, Power, and Management: A Cross-Cultural
Analysis of Higher Education. London: Palgrave Macmillan.

= Banker, D. V. (2023). Status of women leadership in the Indian higher education sector.
International Journal of Educational Management, 37(3), 662-680.

= Batool, S.Q, Sajid, M.A and Shaheen. I. (2013) “Gender and Higher Education in
Pakistan” International Journal of Gender and Women’s Studies 1(1):15-28

= Bjarsholm, D., Gerrevall, P., Linnér, S., Peterson, T., & Schenker, K. (2018). Ethical
considerations in researching sport and social entrepreneurship. European Journal for
Sport and Society, 15(3), 216-233.

= Bombuwela, P.M., & De Alwis, A.C. (2013). Effects of Glass Ceiling on Women Career
Development in Private Sector Organizations Case of Sri Lanka. Journal of
Competitiveness, 5, 3-19.

= Bryman, A. (2016). Social research methods. Oxford university press.

= Buddhapriya, S. (2009). Work-family challenges and their impact on career decisions: A
study of Indian women professionals. Vikalpa, 34(1), 31-46.

» Buma, A., & Nyamupangedengu, E. (2020). Investigating teacher talk moves in lessons
on basic genetics concepts in a teacher education classroom. African journal of research
in mathematics, Science and Technology Education, 24(1), 92-104.

= Castleberry, A., & Nolen, A. (2018). Thematic analysis of qualitative research data: Is it
as easy as it sounds?. Currents in pharmacy teaching and learning, 10(6), 807-815.

= Chanana, K. (2011). Higher education and gender issues in the knowledge economy: Who
studies what, why and where?. In The Emergent Knowledge Society and the Future of
Higher Education (pp. 177-193). Routledge.

= Cheung, F. M., & Halpern, D. F. (2013). Women at the top: Powerful leaders define
success as work+ family in a culture of gender. American psychologist, 65(3), 182.

Al-Ida’at Arabic Research Journal (Vol.4, Issue 2, 2024: April-June)



Enablers to Women Career Advancement in Academics at ..... 56

Cidlinska, K. (2019). How not to scare off women: different needs of female early-stage

researchers in STEM and SSH fields and the implications for support measures. Higher
Education, 78(2), 365-388.

Clarke, V., & Braun, V. (2017). Thematic analysis. The journal of positive psychology,
12(3), 297-298.

Codiroli Mcmaster, N., & Cook, R. (2019). The contribution of intersectionality to
guantitative research into educational inequalities. Review of Education, 7(2), 271-292.
Cooper, P., & Mclntyre, D. (1996). Effective teaching and learning: Teachers' and
students' perspectives. McGraw-Hill Education (UK).

Creswell, J. W. (2010). Research designs. Qualitative, quantitative, and mixed methods
approaches.

Dankwa, S. (2018). Culture of family ideals and perceived subjugating positions of
women in patriarchy society: The way forward. Culture, 8(24).

Doherty, L., & Manfredi, S. (2006). Women's progression to senior positions in English
universities. Employee relations, 28(6), 553572.

Durrani, A., & Nasir Ali Khan, R. M. (2010). Intruding intimacies: Sexual harassment of
women academics in Pakistani universities. OIDA International Journal of Sustainable
Development, 1(1), 47-56.

Filipponi-Berardinelli, J. O. (2013). Exploring Efficacy in Negotiating Support: Women
Re-Entry Students in Higher Education. College Quarterly, 16(2), n2.

Forestier, K. (2012). Absent talent: A review of the literature on women’s participation
in the faculty of higher education in East Asia. Paper for EdD Programme, University of
Bristol.

Forster, N. (2001). A case study of women academics’ views on equal opportunities,
career prospects and work-family conflicts in a UK university. Career development
international, 6(1), 28-38.

Gallant, A. (2014). Symbolic interactions and the development of women leaders in
higher education. Gender, Work & Organization, 21(3), 203-216.

Gavri¢, T., & Braje, I. N. (2024). Managing Cultural Diversity and Conflict in Family
Businesses: An Organizational Perspective. Administrative Sciences, 14(1), 13.

Ghaus, B., & Raja, S. (2013, February). Amidst the barricades: Pakistani women as
managers in higher education. In 3rd international conference on Business and
Management,(ICOBM) (pp. 27-28).

Grove, M. L., Yu, B., Cochran, B. J., Haritunians, T., Bis, J. C., Taylor, K. D, ... &
Boerwinkle, E. (2013). Best practices and joint calling of the HumanExome BeadChip:
the CHARGE Consortium. PloS one, 8(7), e68095.

Hannum, K.M., Muhly, S.M., Shockley-Zalabak, P.S. & White, J.S. (2015). Women
Leaders within Higher Education in the United States: Supports, Barriers, and
Experiences of Being a Senior Leader. Advancing Women in Leadership, 35, 67-77.
Hill, C., Miller, K., Benson, K., & Handley, G. (2016). Barriers and Bias: The Status of
Women in Leadership. American Association of University Women.

Howe-Walsh, L. T., Sarah. (2014). Barriers To Women Leaders In Academia: Tales From
Science And Technology. Victoria Management School Working Paper, 9-11
d0i:10.1080/03075079.2014.929102

Jamil, S. (2020). Suffering in silence: The resilience of Pakistan’s female journalists to
combat sexual harassment, threats and discrimination. Journalism Practice, 14(2), 150-
170.

Al-Ida’at Arabic Research Journal (Vol.4, Issue 2, 2024: April-June)



Enablers to Women Career Advancement in Academics at ..... 57

Khokhar, A. J. (2018). Women academic leaders in higher education in Pakistan:

Perspectives of female students enrolled in higher education degrees. Pakistan Journal of
Women ‘s Studies: Alam-e-Niswan, 25(2), 59-76.

Kim, M. S. (2020). Concept mapping of career motivation of women with higher
education. Frontiers in Psychology, 11, 524656.

Laursen, S., & Austin, A. E. (2020). Building gender equity in the academy:
Institutional strategies for change. Johns Hopkins University Press.

Laux, S. E. (2018). Experiencing the imposter syndrome in academia: Women faculty
members' perception of the tenure and promotion process (Doctoral dissertation, Saint
Louis University).

Lester, J., & Sallee, M. (Eds.). (2023). Establishing the family-friendly campus: Models
for effective practice. Taylor & Francis.

Ma, N. F., Rivera, V. A., Yao, Z., & Yoon, D. (2022, April). “Brush it Off”: How Women
Workers Manage and Cope with Bias and Harassment in Gender-agnostic Gig Platforms.
In Proceedings of the 2022 CHI Conference on Human Factors in Computing Systems
(pp. 1-13).

Machado-Taylor, M., & Ozkanli, ©. (2013). Gender and Academic Careers in Portuguese
and Turkish Higher Education Institutions. Egitim Ve Bilim-Education and Science,
38(169), 346-356.

Maheshwari, G., & Nayak, R. (2022). Women leadership in Vietnamese higher education
institutions: An exploratory study on barriers and enablers for career enhancement.
Educational Management Administration & Leadership, 50(5), 758-775.

Montez, J. M., Wolverton, M., & Gmelch, W. H. (2003). The Roles and Challenges of
Deans. The Review of Higher Education, 26(2), 241-266.

Morley, L. (2006). Hidden transcripts: The Micropolitics of Gender in Commonwealth
Universities, Pergamon. Women's Studies International Forum, 29(6), 543-551.

Morley, L. (2014). Lost leaders: Women in the global academy. Higher Education
Research & Development, 33(1), 114-128.

Morley, L., & Crossouard, B. (2015). Women in higher education leadership in South
Asia: Rejection, refusal, reluctance, revisioning. British Council report.

Nazar, N., Osterman, K., & Bjorkqvist, K. (2017). Religious tolerance, gender equality
and bellicose attitudes: A comparative study of three educational systems in Pakistan.
European Journal of Social Science Education and Research, 4(3s), 126-135.
Offermann, L. R., & Foley, K. (2020). Is there a female leadership advantage?. In Oxford
research encyclopedia of business and management.

Patel, P., Meagher, K., El Achi, N., Ekzayez, A., Sullivan, R., & Bowsher, G. (2020).
“Having more women humanitarian leaders will help transform the humanitarian
system”: challenges and opportunities for women leaders in conflict and humanitarian
health. Conflict and health, 14, 1-15.

Pfister, G., & Radtke, S. (2009). Sport, women, and leadership: Results of a project on
executives in German sports organizations. European Journal of Sport Science, 9(4), 229-
243.

Rab, M. (2010). Researching Pakistani Women Academics Life Stories and Feminist
Perspectives, paper presented at the 3rd International Conference of Education, Research
and Innovation, Madrid, Spain, 15-17 November 2010.

Ravindran, D. (2020). Enrolment of women in higher education: A comparative study on
women's equity in governance and employment status in India. Journal of International
Women's Studies, 21(5), 65-78.

Al-Ida’at Arabic Research Journal (Vol.4, Issue 2, 2024: April-June)



Enablers to Women Career Advancement in Academics at ..... 58

Rosca, E., Agarwal, N., & Brem, A. (2020). Women entrepreneurs as agents of change:

A comparative analysis of social entrepreneurship processes in emerging markets.
Technological Forecasting and Social Change, 157, 120067.

Ruslin, R., Mashuri, S., Rasak, M. S. A., Alhabsyi, F., & Syam, H. (2022). Semi-
structured Interview: A methodological reflection on the development of a qualitative
research instrument in educational studies. IOSR Journal of Research & Method in
Education (IOSR-JRME), 12(1), 22-29.

Sarwar, A., & Imran, M. K. (2019). Exploring Women’s multi-level career prospects in
Pakistan: Barriers, interventions, and outcomes. Frontiers in psychology, 10, 444970.
Shah, S. (2001). Tertiary Colleges in Pakistan: Gender and Equality. The School Field,
XII (3/4), 49- 70.

Shah, S., Bashir, M. S., & Amin, M. (2020). Career progression of women academics in
Pakistani Universities: enablers and barriers. sjesr, 3(3), 11-21.

Shirahase, S. (2013, January). The gender gap in higher education: Delays in achieving
gender equality in Japanese society. Paper presented at the British Council Seminar
Absent Talent: Women in Academic Leadership in East Asia, Tokyo

Subbaye, R., & Vithal, R. (2017). Gender, teaching and academic promotions in higher
education. Gender and Education, 29(7), 926951.

Taylor-Abdulai, Hannah Benedicta, Appiah-Kwapong, Lipsey Samuel, Sintim-
AdasilGrace, Sarpong, Emelia, D, Akosua,.(2014). Socio-Cultural Factors to Breaking
Through The Glass Ceiling: A Case Study of the University of Ghana, Legon. Social
Sciences,3(5),170-176. ISSN: 2326-988X (Online)

Thomas, S. (2021). Women in higher education administration leadership and the role of
institutional support. In Research Anthology on Challenges for Women in Leadership
Roles (pp. 282-297). IGI Global.

UNESCO Institute of Statistics (2010). Global Education Digest 2010: Comparing
Education Statistics Across the World (A Special Focus on Gender). UNESCO, Montreal.
Vinkenburg, C.J., Engen, M.L., Eagly, A.H. & Johannesen-Schmidt, M.C. (2011) An
Exploration of Stereotypical Beliefs about Leadership Styles: Is Transformational
Leadership a Route to Women's Promotion? The Leadership Quarterly, 22, 10-21.
http://dx.doi.org/10.1016/ j.leaqua.2010.12.003.

Wilson, H. S., & Hutchinson, S. A. (1991). Triangulation of qualitative methods:
Heideggerian hermeneutics and grounded theory. Qualitative health research, 1(2), 263-
276.

Wilson, M., Gadbois, S., & Nichol, K. (2008). Is Gender Parity Imminent in the
Professoriate? Lessons from One Canadian University. Canadian Journal of Education,
31(1), 211-228.

Wilson, N., Jones, A. C., Teng, A., & Thomson, G. (2021). The epidemiology of attacks
on statues: New Zealand as a case study. Plos one, 16(6), €0252567.

Wroblewski, A. (2019). Women in higher education management: Agents for cultural and
structural change?. Social Sciences, 8(6), 172.

Zeng, Z. (2011). The Myth of the Glass Ceiling: Evidence from A Stock-Flow Analysis
of Authority Attainment. Social Science Research, 40(1), 312-325.

Al-Ida’at Arabic Research Journal (Vol.4, Issue 2, 2024: April-June)



