SOCIAL FACTORS AND WOMEN’S CAREER ADVANCEMENT TO SENIOR
MANAGEMENT POSITION IN PAKISTAN
Dr. Bushra Inayat Raja
Fatima Jinnah Women University, Rawalpindi, Pakistan
email: bushra_edu@hotmail.com

Abstract
This paper explored the under-representation of women in senior leadership and management positions
within the universities of Pakistan with particular focus on identifying social constraints and barriers to
the appointment of women to the top. In line with the international agenda in curtailing gender
imbalances in senior positions, the study has practical value as stereotypes and traditional attitudes
towards women are found to be amongst the main constraints that obstruct their way to the top positions.
These societal constraints create gender divisions in practice which perpetuate occupational segregation.
Ignorance of women’s equal rights makes people reluctant to accept women’s management roles. Without
a positive change of attitudes and social mind-sets, a significant increase in women’s status will not occur.
Senior women’s perceptions of the difficulties they faced hopefully will enable these insights to be brought
to a wider audience and influence change. Such knowledge can improve the management of women‘s
human resources and their careers globally. This might appear as a clear approach for policy makers for
countering the issue of the dearth of women in senior management positions.
Keywords: Career progression, Pakistan, Organizational factors, Women.

1. Introduction
The shortage of executive women is a global issue (Catalyst, 2012). Despite having increased
their enrollment in higher education, (Nidiffer, 2010; Morley, 2013) the number of women
comparatively falls short in the very highest positions (Adler & Izraeli, 1988; Wirth, 2001;
Davidson & Burke, 2004; Madsen, 2012).
Women hold very few senior management positions in the Pakistan as well (Mirza & Jabeen,
2011; Shah & Shah, 2012). Comparatively, women’s share of professional jobs has increased,
generally, it is the teaching profession which is dominated by women (Shah & Shah, 2012) as is
worldwide (Cubillo & Brown, 2003; Shakeshaft, 2006).
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Generally there are a number of complex factors obstructing women’s advancement in
leadership and management including gendered attitudes (Vinkenburg & Van, 2005); gender
discrimination (Blackmore, 1999; Bendl & Schmidt, 2010); the exclusion of women from male
developmental networks (Tharenou, 2005); and the exclusion of women from career
development opportunities (Morley, 2006).
Davidson and Burke, (2011, p. 11) suggest that “women still face discrimination and gender,
ethnic, cultural and religious stereotyping; there is continuing male domination at seniormanagement and corporate board levels”. Ahmad (2001) and Oke (2003) suggest that women’s
career progression is hindered by the social environment, legal and institutional structures,
unequal employment opportunities, work-life balance and restricted access to professional
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development opportunities associated with economic resources. In Asian contexts like India
and Pakistan, while avenues for work are now increasingly open for women, they still have to
fight against gender bias to gain acceptance as equals (Mirza & Jabeen, 2011).
So when considering the status of women in management positions, it is important to
acknowledge the importance of social constraints to women’s career progression. Because to
tackle this constraint extended efforts are required in all forums to transform these attitudes
and to overcome traditional stereotypes and lessen the division of male and female at work.
The fundamental need under National Education Policies, must be to make the Quranic
principles and true Islamic practices a vital part of the national curriculum at all level so that
the message of the Holy Quran and Hadith for woman’s equal rights and their position in Islam
can be disseminated in the process of education and training.
2. Review of the relevant literature
Many authors have shown that the existence and persistence of stereotypical cultural practices
and socialization and gender biases explain the poor representation of women in senior
management roles (Curry, 2000; Cubillo & Brown, 2003; Embry, Padget & Caldwell, 2008;
Shah, 2009; Shah & Shah, 2012).
The Catalyst survey (2002, 2007) persistently found stereotypes - preconceptions of women’s
roles. Vinkenburg and Van, (2005) suggest that gender biases were the most frequent barriers to
women’s advancement. Coleman (2011) also verified that ‘gendered attitudes’ play a crucial role
in women’s career progression (p. 174) and strongly support women’s childcare and domestic
responsibilities (Fu & Shaffer, 2001; Lee, Um & Kim, 2004; Hewlett, Luce & West, 2005),
whereas men have been given the role of breadwinner (Snow, Swan & Raghavan, 2003; Duxbury
& Higgins, 2005). Particularly in a highly patriarchal society, it is less likely that many women
will acquire the skills, training and competencies necessary for professional and management
positions (Jabeen & Jadoon, 2008). In Pakistani society, Shah and Shah (2012) have also
confirmed that women’s participation outside the home and their access to senior management
positions is governed by societal belief systems.
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Other research has provided evidence that these traditional stereotypes of women and men
predominate in work settings particularly in relation to the upper level management positions
(Schein, 2001) and have a strong impact on women’s’ career development (Forster, 2001;
Buddhapriya, 2009). For example, Moorosi (2000, p. 7) notes how an ingrained societal
perspective which maintains that “a woman's place is in the home" has contributed to the
exclusion of women from senior management positions and causes gender inequality in society.
Blackmore, Thomson and Barty (2006) suggest that there is a huge impact of this perception on
women’s access and entry into positions of top management. From the Pakistani perspective,
Jabeen and Jadoon (2008) suggest that cultural and social beliefs, attitudes and practices
prevent girls from benefitting from educational opportunities and subsequently in gaining
access to top managerial positions.
While many researchers have asserted that gender role stereotypes miscalculate and underrepresent women’s actual qualities and capabilities and continue to manipulate decisions
regarding women's promotion and advancement to senior management (Blackmore, 1999;
Mann, 2009; Binns & Kerfoot, 2011; Hoobler, Lemmon & Wayne, 2011). Professional women
persistently find themselves surrounded by such perceptions (Bardoel et al., 2011).
Mann (2009) argue that men are considered to be more forceful, assertive, aggressive,
confident, independent, rational and task-oriented, whereas women are perceived as more
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nurturing, emotional, considerate, submissive, affectionate, indecisive and people oriented.
Zulu (2003) associates this with socialization that starts in early childhood where boys and girls
are taught to behave in what are perceived as gender appropriate ways. As a result, women
often receive less favourable recommendations for positions of power and authority in
organizations and this adversely affects the career opportunities of women managers (Coleman,
2000; Shah & Shah, 2012).
This study was designed to build on existing research exploring women’s perceptions of societal
factors contributing to success and acting as barriers to women’s advancement to senior
management positions. The specific research question was:
What major constraints do women face at societal level to their advancement to senior
management positions?
3. Methodology
In depth, semi-structured interviews and a focus group discussion were undertaken with 48
women working in junior and senior level management positions in the public sector
universities. Thirty women in senior university management positions including those who
were married, single, with/without children working in cadre/basic pay scale (BPS) 18 and
above. Eighteen younger women working in cadre/ BPS 17 were interviewed.
The participants in the focus group were a group of six senior and junior participants from a
conference being held on that day. They belonged to one of the sample universities.
4. Data analysis
The analysis of the participants’ responses consistently showed that they had difficulties in their
career progression as they faced negative attitudes and societal beliefs in numerous subtle ways
that had the effect of constraining their progression in management careers. The theme societal
constraints along with its sub-themes are discussed in the following sections with descriptive
examples taken from the participants:
The influence of patriarchal societal practices on women’s professional career and
progression to management positions
The research revealed that 65.5 percent of participants faced barriers to their career progression
as a result of the patriarchal system. Participants referred to patriarchy, in terms of men taking
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primary responsibility for the wellbeing and comfort of the family as a whole. Therefore,
financial power was mostly in the hands of men. Since the financial authority mainly rested with
male members of the family the participants suggested that culturally women’s employment was
not appreciated and generally women were not encouraged to work outside of the home. Men
were expected to provide for the family financially. The participants elaborated:
“It is a social stigma that women need not work. Culturally, it is not
appreciated that a woman as a sister, daughter and wife may earn and take
care of financial matters […]. Home is defined as the best place for her
where she performs her role as a mother and wife. A man dominates the
world outside the home and performs his role as a breadwinner […]. It is
man’s duty to finance his family […].This is the turning point from where
men take advantage to consider themselves as the head of the family […]”
(Focus group)
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The patriarchal nature of Pakistani society presented barriers to women in gaining key positions
in organizations, despite the fact they were given due respect in their homes. These embedded
beliefs about gender roles limited women’s potential to aspire to senior management positions.
The multicultural nature of Pakistani society led to a range of influences which ignored
historical traditional values presenting challenges to women in pursuing leadership positions.
Preconceived ideas about appropriate gender specific jobs which resulted in
occupational segregation
Generally, women did not have a choice relating to their preferences or aptitudes. The majority
of the participants (58.3%) indicated that women’s access to education had brought about a
certain level of change in societal attitudes and developed acceptance of their outside work but
there were still many people who did not approve of women working with men.
The participants emphasized that the most supported job for women was that of teaching,
because this was best suited to family life. Teaching hours were best matched with children’s
schooling. The majority of time could be devoted to childcare alongside work responsibilities.
This was not possible in management positions. A senior interviewee reported:
“People are in the habit of seeing women in the teaching profession [...] I
have heard people, particularly women, saying that teaching is the only
job that leaves a woman some time for herself and her family as it carries
flexible working hours, unlike other jobs. It is not time consuming
therefore this is the best profession for women. Men always endorse this
idea” […]
(Focus group)
The findings suggested that stereotypes and perceptions of Pakistani women in society had a
significant negative impact on the place of women in management positions. Historically, a few
occupations were regarded as highly prestigious for them such as doctors or the teaching
profession. Over time, the range had broadened to include a wider range of jobs. Nevertheless,
in Pakistani society, there were strong traditional social expectations where women were still
believed to be suited for medicine or teaching.
The Influence of preconceived ideas for gender specific jobs on women’s career
progression

“When I joined university there were no women working in management
positions. ...It was very difficult for them to accept me […]. Many hurdles
were created to my promotion […] Despite my eligibility, for a long time, I
could not get due promotions […]” (Senior, Interviewee)
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Fifty two percent of the participants believed that preconceived ideas relating to gender specific
jobs impacted on women’s career progression. The participants indicated that they received
resistance from colleagues, particularly in the early years of their career, for accepting or
applying for management positions. This was regarded as a major challenge to career success. A
senior participant shared her experiences of beginning of her career:
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Social attitudes towards gender specific jobs emerged as one of the most significant constraints
toward women’s progression to senior management positions. It appeared that stereotypical
images of a leader being male could create a challenging situation for women’s career
progression.
The influence of stereotypes relating to women’s abilities and management style
on women’s career progression
The majority of participants (62.5%) expressed concerns regarding social stereotypes about
women’s abilities and management style. Social stereotypes generally assumed that males were
successful in leadership positions whereas success for women in senior positions was considered
less optimistic as they were not expected to be firm in challenging positions. One of the
participants reported the behaviour of male members of an official committee as follows:
“When I was appointed as Head of an Institute […] while attending an
initial meetings for campus development […] I heard one of the male
members of that meeting say, let’s wait, and ‘see when this Institute
collapses.” (Senior Interviewee)
The research showed that there was a societal perception that men are better for handling top
management positions than women. Participants argued that there was a misconception that
leadership qualities were gender specific. However, such stereotypes had a harmful effect on
women’s careers consigning women to secondary roles.
Perceptions of the lack of importance of women developing a professional career
Given the expectation that Pakistani woman should to be dedicated to domestic life, 45.8
percent of the participants indicated that they found limitations for their career in the structural
systems of society where women’ professional careers were not considered to be of much
importance. Parents were interested in girls’ education but not in their jobs. One of the
participants commented:
“I was not allowed to join medical college. Initially, I was not allowed to
avail myself of a scholarship because we were six sisters and our father
wanted all of us to get married. They thought Master’s level education was
enough for us to live a respectable life… […]” (Junior Interviewee)
The societal attitudes of those who held traditional beliefs regarding the ideal roles of women,
had a great influence on women’s careers. There was no emphasis on the importance of women
having an occupation. Consequently, women were not encouraged to develop their professional
capabilities.
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Social constraints on activities and the mobility of women
In addition to these societal stereotypes, the factors that prevented women from top positions
were constraints on their activities and mobility. Thirty one percent of the participants
experienced mobility constraints in their career. The need for women to be able to move around
to pursue their careers was not accepted. While the interviewees indicated that the situation had
changed over time and women were now allowed to work outside the home from morning until
evening, it was still difficult for them to travel alone. For this reason women were left with no
option, except to take available positions in the specific areas where they could easily commute
from their homes.
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One of the senior participants raised this as an issue faced by her female subordinates, because
they were often unable to participate in professional development activities taking place outside
the city. Their parents did not permit them to go alone. Their work activities were mainly limited
to the city where they lived. Subsequently, they lagged behind their male colleagues:
“I have in my office both male and female subordinates. Whenever,
opportunities for professional development arise […].I try to recommend
my female colleagues. Unfortunately, they give me a typical response […].
I cannot go to so and so places to attend the professional development
workshop because my mother will not let me go alone” (Senior
Interviewee)
It appeared that women had limited options and choices in managing their career progression as
they were constrained by a range of traditional values even though they were qualified for
promotion. There were also challenges relating to geographical location. These issues were
persistent and their existence was justified as the continuation and endorsement of cultural and
regional values which acted as barriers to women’s careers.
Conclusion
The findings from this study suggest that the socio-cultural context impacts women's career
advancement in different ways. The participants experienced stereotypical beliefs, with regard to
gender roles constituted hidden constraints to women’s career progression.
Gender-role stereotypes and attitudes towards women's career selection did influence women's
own career choices leading many to choose teaching over management positions. The reality of
women’s roles made women less comfortable with management positions.
The participants also perceived Pakistan’s patriarchal culture as a barrier to their career
prospects. They identified inconsistency between beliefs and practices including conflict
between people’s personal beliefs and societal norms and beliefs. Participants were confident
that Islam itself did not present restrictions that might impede the career development of
women, but that the restrictions were societal. The traditional social system and views about the
roles of men and women limited women’s’ career choices and created occupational segregation.
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There was also an assumption that women were less capable of being senior managers. There
was also a societal belief that women required protection which limited their mobility and career
development activities. Rural women, in particular, had more restricted choices and experienced
more societal obstacles to their careers than those living in the towns or cities.

Asia Pacific Institute of Advanced Research (APIAR)
www.apiar.org.au

References
I.

II.

Adeyemi, A. Y., Ojo, S. O., Aina, O. O. & Olanipekun, E. A., 2006. Empirical Evidence of Women
Under-Representation in the Construction Industry in Nigeria. Women in Management Review,
21(7), pp. 567-577.
Adler, N. J. & Izraeli, D. N., 1988. Women in Management Worldwide. NY: Armonk.

III.

Ahmad, F., 2001. Modern Traditions? British Muslim Women and Academic
Achievement. Gender and Education, 13(2), pp. 137-152.

IV.

Aledejana, F. & Aledejana, T. I., 2005. Leadership in Education: The Place of Nigerian
Women. International Studies in Administration, 33(2), pp. 69-75.

V.

Appelbaum, S. H., Audet, L. & Miller, J. C., 2003. Gender and Leadership? Leadership and
Gender? A Journey through the Landscape of Theories. Leadership and Organization
Development Journal, 24(1), pp. 43-51.

VI.

Asiyanbola, R., 2007. Intra-Urban Transportation, Gender and Psychological Distress in
Developing Countries: Nigeria. Paper presented to the PRIPODE workshop on Urban
Population, Development and Environment Dynamics in Developing Countries. Nairobi, Kenya.
Available from: http://www.cicred.org/pripode/CONF/NAIROBI/pdf/AbidemiSIYANBOLA_paperNairobi2007-2.pdf [Accessed: June 11-13, 2007]

VII.

Aston, J., Hooker, H., Page, R. & Willison, R., 2007. Pakistani and Bangladeshi Women’s
Attitudes to Work and Family. Research Report DWPRR 458, Department for Work and
Pensions.

Available

from:

http://www.employment-

studies.co.uk/pubs/summary.php?id=dwp458

VIII.

Badawi, J. A., 1995. Gender Equality in Islam: Basic Principle. USA: American Trust
Publication.

IX.

Bardoel, E. A., Drago, R., Cooper, B. & Colbeck, C., 2011. Bias Avoidance: Cross-Cultural
Differences in the US and Australian Academies. Gender, Work and Organization, 18, pp. 157179.

X.

Bendl, R. & Schmidt, A., 2010. From 'Glass Ceilings' to 'Firewalls' - Different Metaphors for
Describing Discrimination. Gender, Work and Organization, 17(5), pp. 612-634.

Page

140

XI.

Bernard, H. R., 2010. Analyzing Qualitative Data: Systematic Approaches. Thousand Oaks, CA:
Sage Publications.

XII.

Binns, J. & Kerfoot, D., 2011. Editorial: Engendering Leadership. Gender, Work and
Organization, 18(3), pp. 257-262.

Asia Pacific Institute of Advanced Research (APIAR)
www.apiar.org.au

XIII.

Blackmore, J., Thomson, P. & Barty, K., 2006. Principal Selection. Educational Management
Administration and Leadership, 34(3), pp. 297- 315.

XIV.

Bligh, M. E. & Kohles, J. E., 2008. Negotiating Gender Role: Expectations: Rhetorical Leadership
and Women in the US Senate. Leadership, 4(4), pp. 381-402.

XV.

Buddhapriya, S., 2009. Work-Family Challenges and Their Impact on Career Decisions: A
Study on Indian Women Professionals. The Journal of Decision Makers, 34(1), pp. 31-45.

XVI.

Carli, L. L. & Eagly, A. H., 1999. Gender Effects on Social Influence and Emergent Leadership. In
Gary, N. P. (ed.) Handbook of Gender and Work. USA: Sage Publications, pp. 203-222.

XVII.

Catalyst. 2005. Global Perspectives on Successful Implementation of Human Rights of Women.
The

University

of

Essex.

Available

from:

http://projects.essex.ac.uk/ehrr/V3N1/BraunDufresne.pdf [Accessed: May 6, 2005]
XVIII.

Catalyst. 2012. Quick Take: Women in Management, Global Comparison. New York: Catalyst.
Available from: http://www.catalyst.org/knowledge/women-management-global-comparison
[Accessed: June 10, 2012]

XIX.

Cohen, L., Manion, L. & Morrison, K., 2011. Research Methods in Education, 7th edn,
London: Routledge.

XX.

Coleman, M., 2000. The Female Secondary Head teacher in England and Wales. Leadership and
Management Styles in Educational Research, 42(1), pp. 13-27.

XXI.

Coleman, M., 2011. Women at the Top; Challenges, Choices and Change. London: Palgrave
Macmillan.

XXII.

Collinson, D. & Hearn, J., 1996. Men as Managers, Managers as Men: Critical Perspectives on
Men, Masculinities and Managements. London: Sage.

XXIII.

Cubillo, L. & Brown, M., 2003. Women into Educational Leadership and Management:
International Difference. Journal of Educational Administration, 41(3), pp. 278-291.

XXIV.

Curry, B. K., 2000. Women in Power: Pathways to Leadership in Education. New York:
Teacher College Press.

XXV.

Davidson, M. J. & Burke, R. J., 2004. Women in Management Worldwide: Facts, Figures and
Analysis. Aldershot, UK: Gower Publishing.
Davidson, M. & Burke, R. J., 2011. Women in Management Worldwide. Aldershot, UK; Gower
Publishing.

Page

141

XXVI.

Asia Pacific Institute of Advanced Research (APIAR)
www.apiar.org.au

XXVII.

Duxbury, L. & Higgins, C., 2005. Work-Life Challenges Professional Women Face in Pursuing
Careers. In Burke, R. & Mattis, M. C. (eds.) Supporting Women's Career Advancement:
Challenges and Opportunities. Cheltenham, UK: Edward Elgar.

XXVIII.

Embry, A., Padget, M. Y. & Caldwell, C. B., 2008. Can Leaders Step Outside of the Gender Box?
An Examination of Leadership and Gender Role Stereotypes. Journal of Leadership and
Organizational Studies, 15(1), pp. 30-45.

XXIX.

Ezzy, D., 2002. Qualitative Analysis: Practice and Innovation. Crows Nest, NSW Australia: Allen
and Unwin.

XXX.
XXXI.

XXXII.

Fletcher, J., 2004. The Paradox of Post-Heroic Leadership: An Essay on Gender, Power,
and Transformational Change. Leadership Quarterly, 15(6), pp. 47-61.
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), pp. 28-38.
Fu, C. K. & Shaffer, M. A., 2001. The Tug of War and Family: Direct and Indirect DomainSpecific Determinants of Work-Family Conflict. Personnel Review, 30, p. 502.

XXXIII.

Growe, R. & Montgomery, P., 2000. Women and the Leadership Paradigm: Bridging the Gender
Gap. National Forum, 17, pp. 1-10.

XXXIV.

Gutek, B. A., Searle, S. & Klepa, L., 1991. Rational versus Gender Role Explanations for WorkFamily Conflict. Journal of Applied Psychology, 76(4), pp. 560-568.

XXXV.
XXXVI.
XXXVII.

Haleem, A., 2007. Urat Eed-e-Rasalt Mian: Qurani Ayuat, Bukhari aur Muslim Kee Hadiths ka
Turjuma. Pakistan: Nushriat Urdu Bazar Lahore.
Hewlett, S. A., Luce, C. B. & West, C., 2005. Leadership in Your Midst: Tipping the Hidden
Strengths of Minority Executives. Harvard Business Review, 83(11), pp. 74-82.
Hondagneu, S. P., 1992. Overcoming Patriarchal Constraints: The Reconstruction of Gender
Relations among Mexican Immigrant Women and Men. Gender and Society, 6(3), pp. 393415.

XXXVIII.

Hoobler, J. M., Lemmon, G. & Wayne, S. J., 2011. Women’s Underrepresentation in Upper
Management: New Insights on a Persistent Problem. Organizational Dynamics, 40, pp. 151-156.

XXXIX.

Huffman, M. L. & Cohen, N., 2004. Occupational Segregation and the Gender Gap in Workplace
Authority: National versus Local Labor Markets. Sociological Forum, 19, pp. 121–147.

XL.

XLI.

Jabben, N. & Jadoon, I., 2008. Good Governance in South Asia: Constraints and Possibilities.
Pakistan Management Review, 2, pp. 21-34.
Jadoon, M. Z. I. & Jabeen, N., 2010. Gender and Local Governance in Pakistan: Promoting
Participation through Capacity-Building. A Research Journal of South Asian Studies, 25(2), pp.
255-281.

Page

142

XLII.

International Labor Organization. 2012. International Standard Classification of
Occupations Structure, Group Definitions and Correspondence Tables. Available
from: http://www.ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/--publ/documents/publication/wcms_172572.pdf [Accessed: August 29, 2012]

Asia Pacific Institute of Advanced Research (APIAR)
www.apiar.org.au

XLIII.

Jogulu, U. & Wood, G., 2011. Career Progression of Managers: An Asia-Pacific Perspective.
Gender in Management: An International Journal, 26(8), pp. 1-24.

XLIV.

Katz, D. & Kahn, R., 1978. The Social Psychology of Organizations. New York: John Wiley
and Sons.

XLV.
XLVI.

Korabik, K., Lero, D. S. & Whitehead, D. L., 2008. Handbook of Work–Family Integration:
Research, Theory, and Best Practices. London: Academic Press.

XLVII.

Kraus, V. & Yuval, P., 2000. The Effect of Occupational Sex Composition on the Gender Gap
in Work Place Authority. Social Science Research, 29, pp. 583–605.

XLVIII.
XLIX.

L.
LI.

143

LII.

Page

Kitzinger, J., 1994. The Methodology of Focus Groups: The Importance of Interaction between
Research Participants. Sociology of Health and Illness, 16(1), pp. 103-21.

Lee, K. J., Um, C. C. & Kim, S., 2004. Multiple Roles of Married Korean Women: Effect on
Depression. Sex Roles, 51(7/8), pp. 469-478.
Madsen, S. R. (ed.). 2012. Women and Leadership in Higher Education: Learning and
Advancement in Leadership Programs. Advances in Developing Human Resources, 14(1), pp. 310.
Mann, F. M., 2009. Entrepreneurial Women and Men: Two Different Species? Small Business
Economics, 16(3), pp. 167-175.
Miler, A., 2005. Literature, Culture and Society. USA: Psychology Press.
Mirza, A. & Jabeen, N., 2011. Gender Stereotypes and Women in Management: The Case of
Banking Sector of Pakistan. A Research Journal of South Asian Studies, 26(2), pp. 259-284.

LIII.

Mordi, C., Simpson, R., Singh, S. & Okafor, C., 2010. Motivation to be a Female Entrepreneur in
Sub-Saharan Africa. Gender in Management: An International Journal, 25, pp. 5-25.

LIV.

Morley, L., 2006. Hidden Transcripts: The Micropolitics of Gender in
Commonwealth Universities. Women Studies International Forum, 29, pp. 543–51.

LV.

Morley, L., 2013. International Trends in Women’s Leadership in Higher Education. In Stiasny,
M. & Gore, T. (eds.) Going Global: Identifying the Trends and Drivers of International
Education. London: Emerald Group Publishing Limited.

LVI.

Nidiffer, J., 2010. Overview: Women as Leaders in Academia. In O’Connor, K. (ed.) Gender and
Women’s Leadership: A Reference Handbook. Thousand Oaks, CA: Sage Publications, pp. 555564.

LVII.

Oke. 2003. Gender and Organizational Performance: Determinants of Small Business Survival
and Success. Academy of Management Journal, 34(1), pp. 136-161.

LVIII.

Owen, C. L. & Todor, W. D., 1993. Attitudes toward Women as Managers: Still the Same. Business
Horizons, 36(2), pp. 12-16.

LIX.

Poskitt, E. M. E., 1998. Higher Education Staff Development: Where Are the Women? Paper
presented at the World Conference on Higher Education, UNESCO. Available from:
http://ifuw.org/cfhgred98-is.htm [Accessed: October 1998]

LX.

Rafiabadi, H. N., 2007. Challenges to Religions and Islam: A Study of Muslim Movements,
Personalities, Issues and Trends. New Delhi, India: Sarup and Sons.

LXI.

Rasool, G., 1977. Tafeem-ul-Quran. Pakistan: New Book Palace Urdu Bazar Lahore.

Asia Pacific Institute of Advanced Research (APIAR)
www.apiar.org.au

LXII.

Robson, C., 2002. Real World Research: A Resource for Social Scientists and
Practitioner-Researchers. Malden: Blackwell Publishing.

LXIII.

Schein, E. H., 2001. Clinical Inquiry/Research. In Reason, P. & Bradbury, H. (eds.) Handbook of
Action Research. Thousand Oaks, California: Sage Publications.

LXIV.

Shabana, F., 2007. Woman and Islam. New Delhi: Sumit Enterprises.

LXV.
LXVI.
LXVII.
LXVIII.

Shah, S., 2009. Educational Leadership: An Islamic Perspective. In English, F. W. (ed.)
Educational Leadership and Administration. London: Sage Publications, pp. 76-100.
Shah, S. & Shah, U., 2012. Women, Educational Leadership and Societal Culture. Journal of
Education (Basel), 2, pp. 33-44. Available from: http://www.mdpi.com/2076-3344/2/1/33
Shakeshaft, C., 2006. Gender and Educational Management. In Skelton, C., Francis, B. &
Smulyan, L. (eds.) The SAGE Handbook of Gender and Education. London: SAGE, pp. 497-512.
Sinclair, A., 2007. Leadership for the Disillusioned: Moving beyond Myths and Heroes to
Leading that Liberates. Crow’s Nest, NSW: Allen and Unwin.

LXIX.

LXX.

LXXI.
LXXII.

Smith, P. & Crimes, B., 2007. Women in Management a Case of a Glass Ceiling. The
International Journal of Diversity in Organisations, Communities and Nations, 7(5), pp. 323331.
Snow, D. L., Swan, S. C. & Raghavan, C., 2003. The Relationship of Work Stressors, Coping and
Social Support to Psychological Symptoms among Female Secretarial Employees. Work and
Stress, 17(3), pp. 241-263.
Sobehart, H. C., 2009. Women Leading Education across the Continents: Sharing the Spirit,
Fanning the Flame. North America: Rowman & Littlefield Education.
Sutton, C. D. & Morre, K. K., 1985. Executive Women-20 years later. Harvard Business Review,
63(5), pp. 42-66.

LXXIII.

Tharenou, P., 2005. Does Mentor Support Increase Women’s Career Advancement More Than
Men’s? The Differential Effects of Career and Psychosocial Support. Australian Journal of
Management, 30(1), pp. 77-109.

LXXIV.

Vaismoradi, M., Turunen, H. & Bondas, T., 2013. Content Analysis and Thematic Analysis:
Implications for Conducting a Qualitative Descriptive Study. Nursing and Health Sciences, 15, pp.
398–405.

LXXV.

Vinkenburg, C. & Van, M. L., 2005. Perceptions of Gender, Leadership and Career Development.
In Burke, R. & Mattis, M. C. (eds.) Supporting Women's Career Advancement: Challenges and
Opportunities. Cheltenham, UK: Edward Elgar.

LXXVI.

Vinnicombe, S. & Singh, V., 2003. Locks and Keys to the Boardroom. Women in Management
Review, 18(6), pp. 325-333.
Wirth, L., 2001. Breaking through the Glass Ceiling – Women in Management. Geneva:
International Labor Office. Available from:
http://books.google.com/books/about/Breaking_through_the_glass_ceiling.html?id=rq8EAQA
AIAAJ [Accessed: March 31, 2013]

Page

144

LXXVII.

Asia Pacific Institute of Advanced Research (APIAR)
www.apiar.org.au

LXXVIII.

Zulu, C., 2003. Gender Representation Patterns in Higher Education Management in South

Page

145

Africa. South African Journal of Higher Education, 17(3), pp. 98-104.

Asia Pacific Institute of Advanced Research (APIAR)
www.apiar.org.au

