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Abstract

The representation of women in senior leadershigitipas within the Indian highe
education system presents a significant «institutional paradox. Despite India maintain
the world’s thirdlargest higher education network and women achgeViigh cademic
milestones—ncluding earning 42% of all doctoral degr—their presence in tetier
administrative roles remains minimal. This resegraber examines the disconnect betw
academic success and leadership attainment, igiagtitritical barrierssuch asinadequate
mentoring, networking limitation, entrenched gender stereotypesnd the "pipeline
problem”. By synthesizingnstitutional data and theoretical frameworks, thagper argue
that bridging the gender leadership gap is esddotigostering inclusive, empathetic, ar
forward-thinking educational environmer
Keywords: Leadership, Women Leadership, challenges, berafdsstrategie
Introduction:

India currently possesses tthird-largest higher education system glok, following
only China and the United States. As the nation esotowards becoming a |-eminent
global education hub, its infrastructure has expdntt include a total 1,074 universitie.
This network comprises 460 State Universities, I28emed Univrsities, 56 Centre
Universities, and 430 Private Universit Within this vast system, there is a striking cosit
between the number of women participating in teaghand research versus those holc
authority. While women constitute approximately ¢ of the teaching staff according to t

All India Survey on Higher Education, their repnetsion in senior leadership ro—such as
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Vice-Chancellor, Registrar, Dean, and Head of Departnid@D)—is disproportionatel
low. Data indicates that while 66.2: of women are represented in midt#eel leadershig
they occupy only6.67% of senior academic leadership r. Furthermore, geographic
trends suggest that universities metropolitan areas generally exhibit slightly highe
percentages of women in leadhip than those in rural or s¢urban contexts.
Objectives of Study:

1) To study the leadership of women in higher educatiecto

2) To study the challenges of women relating to lestuiprin education sect

3) To study the bnefits and strategies to impr«the leadership in education se:
Institutional and Sociocultural Barriers to Advancement
The sources identify a complex web of internal amternal hurdles that prevent qualifi
women from advancing. These barriers are oftenesyst rather than eeflection of
individual skill or experience.
The Mentoring Deficit

Mentoring is identified as a cornerstone for cam@drancement, providing guidance
organisational politicsskill development, and wc-life balance. In the Indian context, t
lack of formal mentoring systems is particularly detrimémntae to the country'patriarchal
social structureand traditional gender roles. Aspiring women leadeiten lack access
mentors who can help them navigate r-dominated professional norms and irase their
professional visibility. Women in higher education leader——spanning deans, departm:
heads, and vice-chancellorgrecrucial for driving innovation and fostering col@iative,
studenteentered environments. Despite their positive ihpacirstitutional culture, wome
remain underrepresented in top, positions, holadinly 9.55% of leadership roles in so
regions. Key challenges include systemic biasedantdof mentorship, while solutions foc
on targeted development programs and acponsorship.

- Low Representation:In many regions, particularly in India, wome

representation in top academic leadership lagsfeigntly behind men. Fc
instance, only 9.55% of 1151 Indian higher educeinstitutions are led by wome

188
* Relish Publications, > raavipublications@gmail.com
Amrapali Apartment, Canal Road,
Baramati (MS) India. Pin- 413102 9665841996




>

ISSN:3108-253X
Special Issue -,

R A AV I Pemraj Sarda College, Ahilyanagar

An International Journal of Multidisciplinary Research

« Disparities: A study in Bangladesh found 25.61% of public ursitgrleadershiy
roles are held by women, compared to 38.08% irgpeivniversities, indicatin

that private institutions may offer more gendeiabak

+ Roles Held:Women often serve in crucial, albeiimetimes undervalued, roles li
Deans, Program Heads, and Directors, acting aslgedpetween faculty ar

administration.

Benefits of Women in Leadershi

. Institutional Transformation: Female leaders foster more resilient, collabora

and studententered environmen

- Diverse PerspectivesTheir leadership styles often bring increased frarency.
innovation, and adaptability to institutions, whigte essential for navigating currt

crises in higher educatic

Strategies for Advancement

« Leadership Development Programs Specialized programs, such as those focu
on strategic, interpersonal, and leadership slahis,vital for empowering wome

«  Active Sponsorship:Beyond mentorship, senior leaders should active\ypeate
for talentedvomen to receive hi¢-profile assignments and promotic

«  Networking Opportunities: Development programs that facilitate networkingot

women access information about job opportunities@nference

Women leadership:

1.

The lack of mentoring for women leadership positions is a significant issue in dnais
it is globally. This problem is particularly proneeed in educational institutions a
contributes to the underrepresentation of wometomleadership roles. In the Indi
context, mentoring isracial for women's career advancement, especialhgngthe
country's patriarchal social structure and trad#logender roles (Buddhapriya, 20(
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Mentoring relationships provide aspiring women kadwith guidance on navigatil
organizational politics, developing leadership skills, and balancing v-life
responsibilities -all of which are particularly challenging in thedlan cultural contex
(Khanna, 2012). Pipeline proble— The "pipeline problem in women leaders
positions" refers to the decreng representation of women at higher organizati
levels, particularly in leadership roles. Educatioand early career disparities, especi
in STEM fields, can set the stage for future imbha&s (Blickenstaff, 2005). As wom:
progress professiongll they often encounter barriers to advancementyding gende
bias and stereotypes (Ea & Carli, 2007). Worklife balance challenge
disproportionately affect women (Hewlett, 2002), ilwha lack of mentorship ar
sponsorship  opportunities hinder tl career progression (lbarra et .
2010).0Organizational cultures favouring masculieadership styles (Ely & Meyersc
2000) and seléelection out of leadership roles due to perceibadiers (Sandber:
2013) further exacerbate the issue. Lack of nrking —Networking is crucial for care¢
development, but women are faced unique challenbégcess to informal network
Women have less access to informal networking dppdres, which can be critical fc
career advancement (van den Brink & Bensc 2014). 2. Balancing professional ar
personal obligations: Wo-life balance issues can make it challenging for wono
participate in networking events, particularly teosccurring outside of regular wo
hours (Mason et al., 2013). Lack of role mo— Women leaders often face a signific
challenge in the lack of female role models in keadership positions (Connie, 19t
Hawkins, 1991). This scarcity of successful womanadministration leads aspiril
female leaders to emulate their male coutarts, potentially adopting masculi
gualities in the belief that these traits are etsgkefor success. The absence of men
who can guide women through professional norms kwamtivities, and networkin
relationships further compounds this issue (, 1988). Mentors play a crucial role
advancing women's careers by increasing their psadaal visibility,clarifying caree
aspirations, and helping them navigate the reslitef mal-dominated worl
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environments. Gender stereoty|— Women face sterégpes or biases that affect th
ability to network effectively in ma-dominated environments (Ibarra et
2010).Gender stereotypes often portray women asunmgy and intuitive, but les
capable in quantitative analysis and deci-making (Castro,1990; Asthana, 1992
These stereotypes, along with discriminatory pecasti hinder qualified women fro
attaining leadership positions (Asthana, 1992; Py®1). Whisker (1996) argues tl
sex role stereotyping, which favors males, is ad&amental oktacle to women'
advancement in management. The perception that wdewck the necessary qualities
successful administration persists, with some biglee women are too emotional
illogical for such roles (Hammound, 1993). Thisrst#yping has lecnstitutions to resis
appointing women to administrat positions. Lack of support systei\Women have
historically faced a significant lack of support darencouragement in pursui
professional careers, as identified by severalarebers (Connie, 1988;yke, 2001).
This deficit of support extends across various sghef their lives, including friend
family, and academic mentors. The challenge is @amged by the dual responsibiliti
women often bear, balancing work and family obiga¢ (Cahalan, 007; Cook, 2007
Multiple studies have highlighted that a majority women administrators repc
insufficient support systems as a significant leairto their career advancement (Cahsg
2007; Cook, 2007; Santee, 2006; Wilbanks, 2005%.Timderscces the critical role th:
comprehensive support plays in women's abilitydioeve and maintain leadership ro

in their careers.

Challenges and Barriers
- Systemic BiasesWWomen face institutional obstacles, including gead

expectations and limited ficy-level support for career advanceme

«  Mentorship Deficits: Women often find it harder to secure mentors coegh&mw
their male counterparts, with only 37% of womerding it easy to find a ment:

compared to 50% of me
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«  Work-Life Conflict: Limited support systems, such as childcare, hamper wot

potential in leadership positiol

«  The "Pipeline Problem™" and Leaky Pipeline: The" pipeline problem describes
the phenomenon where women'’s representation desr@agach hight
organisational level. Ts is often referred to as a "leaky pipelingliere structure
inequalities such as bias in recruitment and performance atialy cause wome
to abandon their career aspirations. In Indiayezateer disparities in STEM fiels

often set the stage fthese future leadership imbalances
«  Networking and the "Informal Exchange”

Networking is critical for career development, yeimen face unique challenges
accessingnformal network. Becausanany professional networking opportunit
occur outside of gular work hours, they often conflict with womemgersonal an
family obligations. Without inclusion in these "dorant groups,” women al
excluded from critical information, resources, aog@portunities for upwar
mobility.

+  Gender Stereotypes and th"Glass Ceiling"

The "glass ceiling"refers to invisible barriers that prevent womennfr@achieving
managerial positions. These barriers are reinfodegdpersistenigender stereotyp that
portray women as nurturing but less capablquantitativeanalysis and decisi-making.
Some institutional cultures still perceive women '&o emotional" or "illogical" foi
administrativeroles, leading to resistance in appointing thersetaor position:

+  The Burden of Dual Responsibilitie

Women in India frquently bear the primarresponsibility forfamily care, including
children and elderly relatives. This results "role-strain” or "roleeverload, where the
competing demands of professional excellence andedbc obligations overwhelm ti

individual. Unlike their male counterparts, women often expesinterrupted career pai to
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accommodate these needs, which can significantigieni their trajectory toward teni and
senior leadership.
The Unique Value of Women'’s Leadershi

Increasing women'’s partmation in higher education governance is not nyegemattel
of social justice; it is essentiébr institutional effectivenessVomen leaders bring distin

gualities that align with modern organisational ds

+ Relationship-Based Approaches Women often lead with dkethic of care that
prioritises relationships over rigid, impersondes

«  Empathetic DecisionMaking: High levels of emotional intelligence amduitive skills
allow women to navigate complex educational chagksnwith compassic

+  Focus on Well-being:Research suggests that women in leadership pcsikemal to pa:
greater attention tteaching qualit, student welbeing, and the needs of teact

+ Resilience and Stress Managemei Scientific evidence suggests women may be b
prepare for certain types of leadership stress; for ims¢a higher levels of the enzyr
aromatasein the prefrontal cortex may contribute to greagsilience in the face «

chronic stress.

Strategies for Overcoming Obstacle
For women to achieve sustaincareer growth in the Indian higher education sedtoe
sources propose several mudtyered strategie
1. Strategic Mentoring and Sponsorshij

Developingformal mentoring relationshi is vital to help women navigate workpla
dynamics. Beyond mentoringponsorshi is crucial—where individuals with power ar
authority use their influence to "vouch" for a warsacompetence and legitimise her ider

as a high-potential leader.
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2. Robust Support Systems

Institutional excellence must be supported by ddimesnd workplace flexibility. Thu
combination of technologgnabled domestic solutic andflexible workplace policie creates
an environment where women can balance professgmaddwith personal responsibilitie
3. Institutional Reform and Training

There is an urgent need fcomprehensive data collectidn address administrati\
vacancies and disparities. Furthermore, implemgrunconscious bias traini for hiring
panels can Hp ensure that qualitative and quantitative measare assessed fairly duri
recruitment and promotion proces:

4. Creating a Healthy Reporting Culture

To retain women in leadership, institutions mussuga a safe working environme
This involves creating dealthy reporting cultu for sexual harassment, ensuring-
retaliation policies are enforced, and providEmployee Assistance Programmes (E/ to
support family needs.

Conclusion:

The landscape of women’s leadership in Indian higltkeication remains a "compelli
paradox”. While women have mastered the acadendaireanents for leadership, t
institutional gatesemain largely close

Achieving gender parity is not merely a me of equality; it is fundamental to creati
forward+thinking educational institutiol capable of meeting the challenges of the
century. As India expands its global footprint gueation, it must ensure that women are
just participants in the clasoom butarchitects of institutional policySystemic chan—
ranging from legislative enforcement to culturaiftshin the workplac—is required to ensui
that the "leaky pipeline" is repaired and that wanhkeaders can thrive, contribute, and

valued for their unique authority

The landscape of women's leadership in Indian migdecation presents a compelli
paradox. The research identifies several criti@tiers impeding women's advancemen
leadership positions. The importance of increaswiumen's representation in educatio
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leadership cannot be overstated. Women leaderg brigue qualities to administrative rol:

including empathetic decisi-making, relationshifpased leadership approaches,

attention to teaching and student \-beng. Their presence in leadership positions is iatt

for addressing gendepecific issues in education and ensuring diversespectives il

institutional decisiommaking processes. T transformation of Indian higher educati

leadership to achieve gesrdparity is not merely a matter of equality; itrsicial for creating

more balanced, effective, and forw-thinking educational institutions capable of megtine

challenges of modern education. As India contirntoesxpand its role as a global edion

hub, ensuring women's equal participation in lesltigr positions becomes increasingly v

for sustaining academic excellence and fosterisgtutionalgrowth
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