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Abstract

This research aims to examine and analyse some of the problems that women in
leadership positions face in South African higher education. Women have been
denied leadership positions in higher education. This became increasingly clear
in developing countries such asSouth Africa. However, in recent years, there
has been a great increase in the achievement of women in leadership roles in
higher education.. South African higher education has undergone a gender
stereotype reversal, largely due to an increase in women in leadership
positionssuch as vice-chancellors, rectors, deans, and department heads. This
study contends that being a female does not preclude successful leadership in
South African higher education. A qualitative content analysis was utilised to
guide this work when reviewing and analysing current scholarly literature such
as articles, book chapters, and theses. To build a coding system and present the
findings of this paper, the following themes were identified:(1) challenges
women face in leadership positions in South African higher education; (2) #he
influence of patriarchy in leadership positions in higher education; (3) Influence
of patriarchy in leadership positions in higher education; (4) Redressing the
challenges faced by women in higher education. The findings of this paper
revealed that being a woman is not a barrier to success in leadership, but they
also highlighted that women continue to face basic problems in academic
leadership. This article concludes by claiming that gender stereotypes, gender
inequity, and discrimination against women in leadership roles are issues
preventing women from achieving their career progression goals in academia.

Keywords: Gender stereotype; Leadership  position; South African  higher education;
Women

Introduction

The necessity of achieving gender equality in South African higher
education, as a significant component in the achievement of women in
leadership roles is discussed in this article. The study was founded on
observations that encourage gender equality in leadership roles in South
African higher education.
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It is appropriate to begin this study by noting that South Africa
became a democratic country after apartheid ended in 1994. This means
that, since 1994, higher education has been aimed on resolving and
rectifying the inequities left by apartheid's brutal practises, notably in
positions of leadership, particularly in leadership roles. While there have
been some important moves in this direction, South African higher
education has mostly maintained its leadership position. This is worsened
by the fact that women's leadership position in general continues to
suffer as a result of unequal representation in leadership roles between
men and women in higher education institutions (Moodly and Toni,
2019; Mdleleni, Mandyoli, & Frantz 2021).

A study by the United Nations Educational, Scientific and Cultural
Organization (UNESCO, 2016) demonstrates that gender equality
requires an approach that “ensures that girls and boys, women and men
not only gain access to and complete education cycles but are
empowered equally in and through education”. In higher education,
gender inequality has become a global concern, including in South Africa.
According to a recent study conducted by academics, higher education in
developing countries shows no increase in elevating women to positions
of leadership (Mdleleni, Mandyoli, and Frantz, 2021; Phakeng, 2015).
However, several studies have shown that women in leadership positions
continue to battle to find support (Madden, 2011; Mdleleni, Mandyoli,
and Frantz, 2021; Vinkenberg, Van Engen, Eagly, and Johannesen-
Schmidt, 2011). Male standards are largely acknowledged as the ones that
women must follow (Mdleleni, Mandyoli and Frantz 2021, p 124):

These batrtiers include, but are not limited to, the male dominant
location of power in the workplace as well as systemic challenges
within existing university structures. Women must adopt male
standards of leadership, as women are often viewed as emotional and
subjective; whereas men are viewed as rational and objective and if they
want to be taken seriously, they need to act out of character.

Therefore, women continue to experience some key challenges despite
the growth of women in leadership positions. Therefore, the main
question is: whether being a woman is a barrier to successful leadership in South
African higher education?

Scholars refer to rising problems for women in higher education
leadership positions as a phenomena that deserves special attention,
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especially in developing countries such as South Africa (Ahrens,
Landmann and Woywode, 2015; Madden, 2011; Phakeng, 2015;
Tabassum and Nayak, 2021; Shackleton, Riordan and Simonis, 2000).
Chabaya, Rembe and Wadesango (2009) discovered that gender inequity
impacts women in leadership roles in general. However, women in
leadership positions in higher education are the most affected by gender
inequality and stereotypesin South Africa.

South African higher education has been on the agenda of accepting
and supporting gender equality since the end of the apartheid system.
The increasing number of women in leadership positions in South
African higher education has helped to reduce gender inequalities and
stereotypes (Moodly and Toni, 2019; Potokri and Perumal, 2018; Kele
and Pietersen 2015). This is attributable to an increase in the number of
women in leadership position in higher education. in higher education.
However, there is ongoing debate over the challenges that women in
leadership roles face in South African higher education (Acker, 2000;
Moultrie and De la Rey, 2003; Moodly and Toni, 2019). Gender disparity
has become a barrier to women's achievement in leadership roles in
South African higher education (Acker, 2006; Moodly and Toni, 2019).
According to Rosa and Clavero (2022), gender stereotypes have become
a have become a persistent issue in many emerging countries, notably in
higher educatio. Despite the fact that education is regarded as a vital tool
for achieving gender equality in South Africa, women in positions of
leadership continue to face significant prejudice in higher education.
Gender stereotypes in higher education are formed as a result of family,
media, or societal attitudes (Islam and Asadullah, 2018).

Established in 1997 as Education White Paper 3, South Africa’s
higher education policy demonstrates disparities in access and
possibilities for women in leadership positions (Department of
Education, 1997, p 6):

This includes gross discrepancies in participation rates from students
from different population groups, indefensible imbalances in ratios of
black and female staff compared to whites and men and equally
untenable disparities between historically black and white institutions in
terms of facilities and capacities.

Gender equality in higher education, according to the White Paper, is a
critical component of South Africa's development. Since the fall of
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apartheid in 1994, addressing gender inequality has been at the heart of
the struggle in South African higher education (SAHE) (Shackleton,
Riordan and Simonis, 2006). Even though there is extensive literature on
gender inequality in South Africa and worldwide (UNESCO, 2016;
Shackleton, Riordan and Simonis, 2006; Phakeng, 2015), little attention
has been paid to researching the challenges faced by women in
leadership positions in South African higher education and the challenges
the women experience in those positions. Hearn’s (2004) inspired this
study and found that leadership is unfavourable for women in higher
education because men are over-represented in senior positions
compared to women. Mhlanga (2013, p 38) agrees that “the top posts at
the top of the academic hierarchy are filled by men from these
disciplines”. Women in leadership positions in South African higher
education face obstacles to a successful career as a result of gender
discrimination, hierarchy, and systemic inequality. Furthermore,
Belluigiand Thondhlana (2019, p 960) point out that

South African higher education, riddled with legacies of prejudice,
hierarchy, and systemic inequality, provides an example of the urgent
necessity to engage critically with the ambiguities of negotiating change
within the academy.

Given these concerns, it is critical to address the issues of gender
inequality and hierarchical barriers that prevent women from obtaining
leadership roles in higher education. Therefore, in thisarticle, the
researchers focus on specific questions emerging from scholarship on
women in leadership positions in higher education, with special attention
to South African higher education.

Research questions

The researchers create four essential research questions in this article to
address and provide in-depth insight into the current dilemma that
women face in leadership roles in South African higher education:

a) What challenges do women face in leadership positions in South
African higher education?

b) How does patriarchy affect leadership positions in higher education?

¢) How do gender stereotypes affect leadership positions in higher
education?

11
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d) What could be done to address the barriers that women encounter
higher education?

Conceptual framework

This research is based on the conceptual framework commonly called
gender equality theory or gender equality. The researchers employed the
gender equality theory as a conceptual framework that was introduced by
Brown (1970, 1975), Sanday (1973), Palgi et al. (1983),and Lesser
Blumberg (1984). The gender equality theory gained popularity in higher
education in the late 1970s when Brown (1970, 1975) and Sanday (1973)
published academic work on gender equality and gradually grew as a
critical theory for interpreting and analysing the issue of gender inequality
in society. The gender equality theory was employed by the researchers to
carefully explore and analyse the absence of equal ease of access to
resources and opportunities in higher education (Archer, 1995; 2000: p
59—-60; Winchester and Browning, 2015; Thelwall et al., 2019; Rosa and
Clavero, 2022). This article looked at Archet’s social realism (1995; 2000:
p 59-60) to reveal how women are perceived in society. Several modern
materialist theories emphasise the crucial role of equality in higher
education and indicate that, while women perform intellectually, they
struggle to advance in their jobs both inside and outside of academia
(Winchester and Browning, 2015; Thelwall et al. 2019).

The gender equality hypothesis was used by the researchers in this
work since it argues for equality in higher education for both men and
women. Scholars believe that addressing gender inequality in South
African higher education is critical (Moodly and Toni 2017; Moodly,
2021). Gender equality theory must be promoted because women work
alongside males, particularly in higher education. Gender equality theory
is important in this study because it aims to explain the significance of
equality in South African higher education. The researchers used this
theory to challenge the government’s and higher education’s oversight
and funding bodies, higher education institutions, and other partners for
the lack of promotion and opportunities for women to develop and play
a greater role in leadership. The gender equality theory in this paper calls
for action to transform gender-biased norms such as unequal domestic
burdens falling upon women and biases in the assessment, recruitment,
and promotion of women in higher education. As a result, the

12
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researchers believe that gender equality theory should be applied to
transform leadership in higher education in South Africa.

Methodology

For this article, the researchers used a qualitative research methodology
with content analysis as the primary data gathering tool. A qualitative
research methodology approach entails discovering and comprehending
distinct subjects, patterns, and themes in order to expressly describe
events (Krippendorff, 2018). Because this paper employed South African
higher education as a case study, a qualitative content analysis was
performed to ensure that the logic of the data corresponded to the
argument and made a persuasive justification for this research. In this
article, a qualitative content analysis was judged an important research
tool to employ in order to establish specific texts, themes, or concepts
within some supplied qualitative data. This article's main purpose is to
identify essential content features and present them clearly and effectively
for study (Stemler, 2000). The main purpose of this paper is to argue
that being a woman is not a deterrent to successful leadership in South
African higher education.

The content analysis also permitted the researchers to quantify and
analyse the occurrence of, meanings of, and connections between
particular  words, themes, or concepts (Krippendorff, 2018).
Furthermore, qualitative content analysis is methodically going through
transcripts and texts to identify how frequently various topics are
mentioned and what is stated about each theme (Erlingsson and
Brysiewicz, 2017). Therefore, qualitative content analysis was employed
in this article because of its merits and ability to analyse text precisely.
Qualitative content analysis is grounded on analysing the content under
the guidance of the research question that the researchers developed
(Stemler, 2000; Erlingsson and Brysiewicz, 2017; Krippendorff, 2018).
Thus, in this paper, the main research question was: What factors contribute
to women's success in leadership positions in South African higher education? This
question provided an in-depth understanding of the factors contributing
to women's successin leadership positions in South African higher
education. Finally, the content analysis assisted the researchers in
properly interpreting and presenting the findings of this work.

13
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Limitations

The scope of this study was confined to qualitative content analysis, with
a focus on the problems that women encountered in positions of
leadership in South African higher education.. Thus, the findings of this
study cannot be generalised to other countries.

Contextualising the gender inequality in South African higher
education

According to research, Women are increasingly taking on leadership roles
in South African higher education, (Phakeng, 2015; Moodly and Toni,
2019; Potokri and Perumal, 2018; Kele and Pietersen 2015). On the other
hand, gender stereotypes influence women in leadership roles in South
African higher education. This gender stereotype in South Africa is
connected to a lack of women in higher-level positions. The paper
findings indicate comparable patterns that emerge from the literature
reviewed to understand the challenges faced by women in leadership
positions. This article's results were separated into four key sections
based on the questions: (1) What challenges do women face in leadership
positions in South African higher education? (2) What is the influence of
patriarchy in leadership positions in higher education? (3) What is the
influence of gender stereotypes on leadership positions in higher
education? (4) What could be done to alleviate the obstacles that women
experience in higher education?

Challenges women face in leadership positions in South African
higher education

Scholars have identified some of the problems that women experience in
leadership positions in South African higher education (Phakeng, 2015;
Moodly and Toni, 2019; Potokri and Perumal, 2018; Kele and Pietersen
2015). In several studies, it appears that women must work twice as hard
to occupy leadership positions in South African higher education
(Phakeng, 2015) and those who succeed become recipients of toxic
patriarchal treatment in hostile environments (Molotsi, 2016). In South
Africa, higher education reform necessitates the adoption and
implementation of policies that promote women to executive and senior
management roles, among other things (Moodly and Toni, 2019; Potokri
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and Perumal, 2018; Kele and Pietersen 2015). Despite progressive
legislation, women continue to be underrepresented in executive and
senior management roles in South African higher education (Moodly and
Toni, 2019). Many of the problems in higher education are the result of
poor leadership and the slow formulation and implementation of
legislation to address gender imbalances (Gumede, 2020).

Several studies highlight the persisting hurdles that women in
leadership roles in South African higher education confront (Phakeng,
2015; Moodly and Toni, 2019; Potokri and Perumal, 2018; Ramohai,
2019). Ramohai (2019) discusses the variables that cause women in
administrative positions to resign from their jobs and leave academia.
Women leave due to (1) personal reasons that include being underpaid,
and (2) institutional reasons that include hostile institutional cultures
underpinned by patriarchal practices that promote intimidation and
undermining behaviour towards women in leadership. Mankayi and
Cheteni (2021) study on the experiences of female deans in South
African universities reveals that some of the challenges experienced
include work-life conflict, discrimination and gender stereotyping, as well
as lack of support in the form of financial resources, networking, and
mentors. Similarly, Zulu's (2021) research on the trials and achievements
of South African Black women academics finds that some of the
obstacles women in leadership faced included feeling undesired in
academia and having their leadership positions undercut by male
colleagues. Furthermore, Monnapula-Mapesela (2017) contends that
white women outnumber women of colour in higher education. Women
in leadership roles are not widely accepted in higher education.

Recent statistics on the report by the Businesswomen’s Association
of South Africa (BWASA) (2021) reveal that women occupy 23.1% of
vice-chancellor positions in South African higher education institutions,
up from 15% in 2016 figures published in the 2017 Census. Even though
decision-making remains predominantly in the hands of their male
colleagues, it is good to see that women are gradually expanding their
presence at the most senior levels of HEISs.

Bayaga and Mtose’s (2021, p 457) study highlights that “leadership
stereotypes, gender, race and ethnicity” influence women’s promotion
into an executive positions in South African higher education. According
to the study, these effects cause women to have low self-esteem and to
be hesitant to take on leadership roles in higher education (Bayaga&
Mtose, 2021). Some problems that women in executive and
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administrative roles in South African higher education experience, for
example, hinder their personal and professional growth, further
disempowering them from carrying out their leadership responsibilities
effectively (Ramohai and Marumo, 2016). According to Msibi (2020), the
majority of the obstacles that women experience in leadership have
nothing to do with their leadership ability and are instead gender-based.
Because women's leadership abilities are undeniably strong, the
conclusion is that the battle to accept women in positions of leadership
in South African higher education derives from poisonous patriarchal
structures and unfriendly cultural ideas.. This section contends that
women continue to encounter basic hurdles in academic leadership.

Influence of patriarchy in leadership positions in higher education

Patriarchal norms exist worldwide, and their influences may be seen and
felt in many aspects of society (Archer, 1995; 2000: p 59-60). Patriarchal
ideology is not unique to leadership positions in South African higher
education. Sholars such as Nash (2009) defines patriarchy as “an
analytical concept referring to a system of political, social, and economic
relations and institutions structured around the genderi inequality of
socially defined men and women”. Patriarchy is a hierarchical system of
social institutions and social connections that allows males to occupy
positions of power, privilege, and leadership in society. Dlamini and
Adams (2014) highlight that patriarchy is an ideology that aims to justify
male superiority over women while ignoring women’s leadership
capabilities and potential. According to Toni and Moodly (2019), the
effect of patriarchy creates unreasonable expectations for women in
leadership roles in higher education, with women expected to exhibit
masculine gender traits when they lead.

Ramnund-Mansingh and Seedat-Khan (2020: p 64) also find that
“Women adopt male characters to endure and flourish into higher-
ranking positions”. Similarly, Msibi’s (2020) case study on a government
department in KwaZulu-Natal reveals that patriarchal norms influence
women in leadership to think that they are less capable than their male
colleagues and that every decision they make should be supported and
approved by malemanagers. Akala (2018) further observes that
patriarchal ideology fosters power disparities between sexes and
perpetuates the myth that women have less intellectual and physical
potential than males. According to some experts, one of the dangers of
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patriarchy is that it justifies itself as an ideology (Bereng and Mutekwe,
2021; DeKeseredy, 2021; Musoni 2022). The argument has a severe
impact on the social division of labour, notably in higher education,
where women in leadership must compete with male colleagues who
exhibit supremacist inclinations.

To effect change in South African higher education leadership, it is
critical to face and solve patriarchy and gender discrimination.. Patriarchy
and gender descrimination should not flourish or be encouraged in
higher education. Male gender supremacy in higher education leadership
positions is toxic, and women bear the brunt of its negative impact.
Higher education should always emphasise accepting diversity, non-
discriminatory leadership ideals, and equality in leadership positions.

Influence of gender stereotypes on the leadership positions in
higher education

Gender stereotypes in leadership in higher education must be thoroughly
addressed and addressed promptly, especially in South Africa. A clear
message must emerge that women are capable of performing in the same
leadership positions as men in higher education. Women should not be
discouraged from pursuing their desire to be in leadership positions in
higher education, especially if they are qualified, capable, competent, and
have the necessary ability, knowledge, and skill to lead successfully in
positions in higher education. The major goal of patriarchy in higher
education was unavoidably to secure male domination and female
obedience, which encourages gender inequity (Zulu, 2021). It is also
important to note that, while women in leadership positions can
contribute to higher education institutions, they are frequently subjected
to prejudice and are victims of sexist and racial oppression (Zulu, 2021).
Women have the skill to lead despite gender stereotypes in leadership
positions in higher education in South Africa. Among the women who
have challenged and successfully achieved leadership positions in
academia are Tshwane University of Technology Executive Dean, Nalini
Moodly-Diar and University of Cape Town Vice-chancellor, Mamokgethi
Phakeng. Women have effectively challenged gender preconceptions in
higher education leadership roles (Phakeng, 2015). However, the rate of
appointing of women intoleadership positions in higher education is low,
and simultaneously an increasing number of women are interested in
furthering their academic studies in pursuit of leadership positions in
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higher education. Furthermore, Phakeng (2015) demonstrates that fast
development occurred when the number of African women PhD
graduates jumped from ten in 1996 to 106 in 2012, a 960% rise.

The women entering the ‘academic male-dominated management
institutions’ still experience forms of discrimination such as income
differences. Because of the gender gap, women are frequently grabbed,
groped, or pursued by males, making it harder to report abuse. People in
positions of authority in higher education are still predominantly
controlled by males rather than women, giving men an edge and resulting
in cases of abuse collapsing and being pushed under the carpet carpet
(Dlamini and Adams, 2014).

The urgent employment of an increasing number of women into
leadership would subvert the influence of gender stereotypes on
leadership positions in higher education. This increase in women in
leadership positions can only be achieved by women standing firmly
together with other female academics (Phakeng, 2015).Solidarity with
women in higher education leadership positions will invite them to unite,
reach for, and make the most of every opportunity they have to stop
gender stereotypingpermanently in higher education. Women in
leadership positions should not pander to men who still think they are
superior and incharge. Men in higher education leadership roles should
ensure that women do not infiltrate the academic environment to engage
in reverse intimidation and bullying. Women are in leadership positions
because women are also born to be leaders. Also, women aspire to break
free from generations of poverty and illiteracy. Women want to practice
professions and prove that they will not continue to be influenced by
gender stereotypes in leadership positions in higher education.

Overcoming the obstacles that women confront in higher
education

It is important to note that, while the terms equity and equality may
appear identical, their application might result in radically different
outcomes for excluded persons. However, in this publication, the
researchers utilised equity to emphasise the significance of providing the
same amount of resources to everyone, regardless of need (Bibi and
Nabli, 2010).

Several measures might be taken to address the obstacles that women
encounter in higher education, especially in South Africa. According to
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Akala (2018), one important method to addressing women's difficulties is
to develop policies that encourage access and equity for women in South
African higher education. Since women were previously unable to make
decisions and delegated authority, there is a need for the reorganisation
of decision making and the delegation of authority to women in higher
education to make decisions important for their departments (Akala,
2018; Phakeng, 2015; Mdleleni, Mandyoli and Frantz, 2021). Idahosa
(2019) emphasises the need of university administration encouraging and
supporting women in leadership to guarantee that women thrive in their
roles. South African higher education must stay open to the expectations
of women in leadership roles, as well as provide the infrastructure
required for women in leadership positions to flourish in their
professions and deliver excellent output.

Discussions

This research stated that being a woman is not a barrier to successful
leadership in South African higher education. This essay argues that
because South African colleges have chosen to accept gender diversity,
the institutions must encourage gender equality in leadership positions.
This piece also highlighted the numerous hurdles that women in
positions of leadership face. These include a lack of support from the
opposite gender. This could be attributed to the gender stereotype and
the existence of patriarchy inleadership positions in higher education.

According to the findings of this study, policies in South African
higher education were designed with the goal of promoting women to
executive and senior management roles. However, this article raised
significant issues and problems surrounding the practical execution of
these rules.. The findings of this paper indicated that South African
higher education, in collaboration with the necessary stakeholders, must
guarantee that gender equality policies are implemented in higher
education. The researchers believe that women have enormous potential
to contribute to leadership positions in higher education. The
intervention of university management, policymakers, and relevant
stakeholders will promotegender equality in higher education.

This article's results are based on a review of the literature by experts
who feel that women in leadership roles in higher education in South
Africa confront a number of challenges. There is strong evidence that the
challenges have not yet been adequately and effectively handled. Despite
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research supporting women leaders, the findings revealed that women
are rarely given leadership positions in higher education. This was also
observed by BWASA (2021), which claimed that data show that while
women are in positions of leadership, they are still underrepresented in
executive occupations. Men continue to dominate top executive roles in
South African higher education, resulting in women's marginalisation.

In this article, patriarchal standards were also identified as a
substantial barrier to women's success in higher education. This article
also highlights that patriarchy in higher education is a hierarchical
arrangement of social institutions and social relationships that enable
men to hold higher positions than women. This papet’s findings
indicated that there is a need to address the barriers that women
encounter in higher education, particularly in South Africa. . The
researchers strongly believe that this can be achieved by delegating
authority to women in higher education to make important decisions for
their departments and university.

Recommendations

e Based on the findings and analyses of this research, the following
suggestions were made: Universities should implement equitable
policies and goals to place more women in leadership positions such
as heads of departments, deans, and vice-chancellors.

e Universities should increase emphasise the contributions of women
in leadership positions.

e Universities should improve the representation of women in higher
education at all levels.

e Universities should identify women who can contribute tothe
management level and mentor them as future senior leaders in higher
education.

Conclusion

This paper discovered that the obstacles women encounter in higher
education leadership roles are the consequence of a lack of promotion of
the actual application of policies aimed at women achieving executive
and senior management position. This article recognised that patriarchal
norms that exist in higher education influence how women are observed
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in higher positions. This article also found that it is important and
necessary for South African universities to support women in leadership
positions. This article emphasises the necessity for South African higher
education to stay open to the expectations of women in leadership roles,
as well as to construct the infrastructure required for women in
leadership positions to flourish in their jobs and produce excellent
output.

The use of core observations considerably impacted the framework
of analysis of gender equality theory in the context of gender equality in
higher education for both men and women. This article conducted a
qualitative literature review that argues that being a woman does not
preclude successful leadership in South African higher education.. In line
with gender equality theory by Brown (1970, 1975), Sanday (1973), Palgi
et al. (1983), South African higher education through university
management and other relevant stakeholders must prioritise and promote
equality in higher education.

Despite rules in existence, this essay looked extensively at the basic
origins and influences of gender stereotypes, gender inequity, and
discrimination against women in leadership roles in higher education.
However, these policies are rarely implemented practically. This article
found that patriarchal power still exists in South African higher
education and contributes to challenges faced by women in higher
education. This essay concludes by claiming that gender stereotypes,
gender inequity, and discrimination against women in positions of
leadership create difficulties for women in academics in achieving their
career progression goals.

References

Acker, J. (20006). Inequality regimes: Gender, class, and race in
organizations. Gender & society, 20(4), 441-464.

Akala, B. M. (2018). Challenging gender equality in South Affrican
transformation policies—a case of the white paper: a programme for
the transformation of higher education. South African Journal of Higher
Edncation, 32(3), 226-248.

Ahrens, J. P., Landmann, A., &Woywode, M. (2015). Gender preferences
in the CEO successions of family firms: Family characteristics and

21



Being a Woman is not a Barrier to Achieving ...

human capital of the successor. Journal of Family Business Strategy, 6(2),
86-103. https://doi.org/10.1016/].jfbs.2015.02.002

Archer, M. S. (1995). Realist social theory: The morphogenetic approach.
Cambridge: Cambridge University Press.

Archer, M. S. (2000). “Morphogenesis — Realism’s explanatory
tramework. ” In Being human, 59-94. Cambridge: CUP.

Bayaga, A., & Mtose, X. (2021). Black Women Leadership Development
in Higher Education Space in Post-Apartheid South Africa: Identity
& Complexity Trajectory. Journal of Negro Education, 90(4), 457-471.
https:/ /www.muse.jhu.edu/article/852420.

Belluigi, D. Z., & Thondhlana, G. (2019). ‘Why mouth all the
pieties?’Black and women academics’ revelations about discourses of
‘transformation’at  an  historically ~ white = South  African
university. Higher Education, 78(6), 947-963.

Bereng, M., &Mutekwe, E. (2021). Examining the manifestations and
ramifications of the patriarchal ideology in female-led schools in the
North West Province of South Africa. Perspectives in Education, 39(2),
191-207. https://hdlhandle.net/10520/¢jc-persed_v39_n2_al4.

Bibi, S., &Nabli, M. (2010). Equity and inequality in the Arab
region. Policy Research Report, 33.

Businesswomen’s Association of South Africa (2021). South African
women in leadership census 2021. A clarion call for gender action in
the workplace. Accessed on the 12 October  2022.
https:/ | bwasa.co.za/ wp-content/ uploads/ 2021/ 10/ BWASA-CENSUS-
FINAL-TO-PRINT-2021.pdf

Chabaya, O., Rembe, S., & Wadesango, N. (2009). The persistence of
gender inequality in Zimbabwe: Factors that impede the
advancement of women into leadership positions in primary
schools. South African Journal of Education, 29(2), 235-251.

DeKeseredy, W. S. (2021). Bringing feminist sociological analyses of
patriarchy back to the forefront of the study of woman
abuse. [iolence Against Women, 27(5), 621-638. https://doi.org/10.117
7/1077801220958485.

Department of Education. (1997). Education white paper 3: A
programme for higher education transformation. Pretoria: Gazette
Notice 1196 of 1997, 386 (18207).

Dlamini, E. T., & Adams, J. D. (2014). Patriarchy: A case of women in
institutions of higher education. Perspectives in Education, 32(4), 121-
133. https://hdLhandle.net/10520/EJC164253.

22



Hlatshwayo, Mashaba, Mathuloe, & Yende | AJGSD, V'ol. 11 Number 4, December 2022 pp 7- 26

Erlingsson, C., & Brysiewicz, P. (2017). A hands-on guide to doing
content analysis. African journal of emergency medicine, 7(3), 93-99.

Gumede, V. (2020). Higher Education in Post-apartheid South Africa:
Challenges and Prospects, In Seepe, S. (2020).Tertiary Institutional
Transformation in South Africa Revisited. Africa Century Editions
Press (ACE PRESS).

Hearn, J. (2004). Gendering men and masculinities in research and
scientific evaluations. Gender and Excellence in the Making, 57.

Herbst, T. H., & Roux, T. (2021). Toxic Leadership: A Slow Poison
Killing Women Leaders in Higher Education in South Africar. Higher
Education Policy, 1-26. https:/ /doi.org/10.1057/s41307-021-00250-0.

Idahosa, G. E. O. (2019). African Women in University Management and
Leadership. Journal: The Palgrave Handbook of African Women's Studies, 1-
19.

Islam, K. M. M., & Asadullah, M. N. (2018). Gender stereotypes and
education: A comparative content analysis of Malaysian, Indonesian,
Pakistani and Bangladeshi school textbooks. PSS  one, 13(1),
€0190807.

Jacobsen, J. (2011). Gender Inequality. A Key Global Challenge:
Reducing Losses due to Gender Inequality. Assessment Paper
Copenhagen Consensus on Human Challenges. Wesleyan University
Middletown CT USA

Kele, T., & Pietersen, J. (2015). Women leaders in a South African higher
education  institution: — Narrations  of  their  leadership
operations. OIDA International Journal of Sustainable Development, 8(05),
11-16.

Krippendortt, K. (2018). Content analysis: An introduction to its methodology.
Sage publications.

Madden, M. (2011). Gender stereotypes of leaders: Do they influence
leadership in higher education?. Wagadu: A Journal of Transnational
Women's @& Gender Studies, 9.

Mahlangu, V. P. (2020). Understanding Toxic Leadership in Higher
Education Work Places through Betrayal Trauma Theory. Bulgarian
Comparative Edncation Society. 18, 115-121. ISSN 1314-4693.

Mankayi, M., &Cheteni, P. (2021). Experiences of female deans in South
African universities: A phenomological study. Cogent Education, 8(1),
1981199. https://doi.org/10.1080/2331186X.2021.1981199.

23



Being a Woman is not a Barrier to Achieving ...

Mdleleni, L., Mandyoli, L., & Frantz, J. (2021). Tenacity of gender
inequality in South Africa: A higher education perspective. Policy &
Practice: A Development Education Review, (33).

Mdleleni, L., Mandyoli, L., & Frantz, J. (2021). Tenacity of gender
inequality in South Africa: A higher education perspective. Policy &
Practice: A Development Education Review, (33).

Mhlanga, W. N. (2013). Gender equality in South African higher education
institutions: assessing determinants of policy failure. A case study on the
University of KwaZnlu-Natal (Howard College). Unpublished masters
dissertation, University of KwaZulu-Natal, South Africa.

Molotsi, M. M. (2016). Career advancement experiences of African academic
women working at the University of Limpopo, Medunsa Campus. (Masters
dissertation). University of South Aftrica. http://hdl.handle.net/1050
0/22643.

Monnapula-Mapesela, M. (2017). Developing as an academic leader in a
university of technology in South Africa: Dealing with enabling and
constraining teaching and learning environments. Critical Studies in
Teaching and Learning, 5(2), 69-85. https://doi.org/10.14426/ cristal.v5i
2.103.

Moodly, A. L. (2021). Divergence of perspectives on women and higher
education leadership? In conversation with men in leadership. Souzh
African Journal of Higher Education, 35(5), 184-203.https://doi.org/10.2
0853/35-5-3866

Moodly A. & N. Toni. (2017). “Women’s voices of and on leadership in
higher education: A South African context. Journal of Educational
Sciences 16(1): 184-198.

Moodly, A. L., & Toni, N. (2019). Do institutional cultures serve as
impediments for women’s advancement towards leadership in South
African higher education? Sowth African  Jowrnal —of  Higher
Education, 33(3), 176-191. https:/ /hdl.handle.net/10520/EJC-18b0ba
d448.

Moultrie, A., & De la Rey, C. (2003). South African women leaders in
higher education: Professional development needs in a changing
context. McGill Journal of Education/Revue des sciences de ['éducation de
MeGill, 38(003).

Msibi, S. V. (2020). Gender-based challenges faced by women in leadership: a case
study of one government department in KwaZnlu-Natal Msters dissertation).
University of Kwa-Zulu Natal. https://researchspace.ukzn.ac.za/han
dle/10413/19792.

24



Hlatshwayo, Mashaba, Mathuloe, & Yende | AJGSD, V'ol. 11 Number 4, December 2022 pp 7- 26

Musoni, P. (2022). Gender Inequality in the Church: Addressing
Patriarchy within the Liturgical Spaces in the
JohaneMasoweChishanu ~ Church  in  South  Africa. Studia
HistoriaeE cclesiasticae, 1-15. https:/ /doi.org/10.25159/2412-4265/815
3.

Palgi, M., Blasi, J. R., Rosner, M., &Safir, M. P. (1983). Sexual Equality, the
Israeli Kibbutz Tests the Theories (Vol. 6). Norwood Editions.

Palmer, E. M., & Jones, S. J. (2019). Woman—woman mentoring
relationships and their roles in tenure attainment. Journal of women and
gender in higher education, 12(1), 1-17.

Permatasari, 1. E., 2016. An analysis of feminism in Maya Angelou’s
poems by using historical and biographical approaches. Journal Ilmiah
Babasa dan Sastra, 3(2), 152-172.

Phakeng, M. (2015). Leadership: The invisibility of African women and
the masculinity of power. South African Journal of Science, 111(11-12), 1-
2. http://dx.doi.org/10.17159/52js.2015/a0126.

Ponthieux, S., &Meurs, D. (2015). Gender inequality. In Handbook of
ncome distribution (Nol. 2, pp. 981-1146). Elsevier.

Potokri, O. C., & Perumal, J. (2018). Offerings of Women in the
Transformation of African Higher Education: A Retrospective
Overview. Education and Urban Society, 57(6), 804-821.
https://doi.org/10.1177/0013124517747683.

Ramnund-Mansingh, A., & Seedat-Khan, M. (2020). Understanding the
career trajectories of Black female academics in South Africa: A case
study of the University of Kwazulu-Natal. Perspectives  in
Education, 38(2), 56-69. https://hdlhandle.net/10520/ejc-persed-
v38-n2-a5.

Ramohai, J. (2019). Women in senior management positions at South
African universities: Their movement in, out and across universities",
Gender in Management, 34 (3), 217-23. https://doi.org/10.1108/GM-
10-2017-0138.

Ramohai, J., &Marumo, K. M. (2016). Women in Senior Positions in
South African Higher Education: A Reflection on Voice and
Agency. Alternation Journal, 23(1), 135-157. https:/ /ojstest.ukzn.ac.za/
index.php/soa/article/view/1343.

Rosa, R., & Clavero, S. (2022). Gender equality in higher education and
research. Journal of Gender Studies, 31(1), 1-7.

25



Being a Woman is not a Barrier to Achieving ...

Shackleton, L., Riordan, S., &Simonis, D. (2006). Gender and the
transformation agenda in South African higher education. In Women's
studies international forum (Nol. 29, No. 6, pp. 572-580). Pergamon.

Smith, N., & Fredricks-Lowman, 1. (2020). Conflict in the workplace: a
10-year review of toxic leadership in higher education. International
Journal of Leadership mn Eduncation, 23(5), 538-551.
https://doi.org/10.1080/13603124.2019.1591512.

Stamarski, C. S., & Son Hing, L. S. (2015). Gender inequalities in the
workplace: the effects of organizational structures, processes,
practices, and decision makers’ sexism. Frontiers in psychology, 6, 1400.

Stemler, S. (2000). An overview of content analysis. Practical assessment,
research, and evaluation, 7(1), 17. Tabassum, N., & Nayak, B. S. (2021).
Gender stereotypes and their impact on women’s career progressions
from a managerial perspective. [IM Koghikode Society & Management
Review, 10(2), 192-208.

Thelwall, M., Bailey, C., Makita, M., Sud, P., &Madalli, D. P. (2019).
Gender and research publishing in India: Uniformly high
inequality?. Journal of informetrics, 13(1), 118-131.

Vinkenberg, C, Van Engen, M, Eagly, A and Johannesen-Schmidt, M
(2011) “An exploration of stereotypical beliefs about leadership styles:
Is transformational leadership a route to women’s promotion’?, The
Leadership Quarterly, Vol. 22, No. 1, pp. 10-21.

Winchester, H. P., & Browning, L. (2015). Gender equality in academia:
A critical  reflection. Journal of Higher Education Policy — and
Management, 37(3), 269-281.

Zulu, N. T. (2020). The struggles and the triumphs of South African
Black  women  professors. South — African  Journal  of  Higher
Education, 35(6), 239-257. https:/ /doi.org/10.20853/35-6-4272.

26



