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ABSTRACT 
This study examines the underrepresentation of women in leadership positions in Pakistani 
higher education institutions (HEIs), where women hold only 4.5% of leadership positions. 
Despite comprising nearly half of the population and labor force, women tend to pursue 
teaching careers due to domestic and caregiving responsibilities. Male faculty members 
predominantly occupy leadership positions in HEIs, which creates stereotype threats and 
obstacles for female faculty members. The COVID-19 pandemic has worsened the situation 
by increasing domestic and family responsibilities for women. The study used a quantitative, 
cross-sectional design to collect data from 329 Ph.D. female faculty members working in 
Pakistani HEIs. The findings offer insights into individual and organisational factors 
impacting the gender gap in leadership positions and suggest potential remedies to increase 
the number of women in leadership positions in Pakistani HEIs. 
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Introduction 

This study aims to explore the factors that affect women's career development and 
advancement in leadership roles in higher education institutions (HEIs) in Pakistan, a 
developing country with persistent gender inequality. The study is motivated by the lack of 
data and research on women's leadership experiences in HEIs, especially in developing 
countries like Pakistan (Jones & Solomon, 2019; Elliott & Stead, 2018; Poltera, 2019). 
Previous studies have suggested that access to and the work environment are key factors 
affecting career development and advancement for women (Hoyt & Murphy, 2016; Sindell 
& Shamberger, 2016). However, these studies have mainly focused on Western contexts and 
have not adequately addressed the cultural and institutional factors that shape women's 
leadership opportunities and challenges in non-Western settings. The study will contribute 
to the literature on gender and leadership by providing insights into the context-specific 
challenges and opportunities for women leaders in HEIs. The study will also inform policy 
and practice recommendations for promoting gender equality and diversity in HEIs. 

The study adopts a feminist perspective that recognizes the gendered nature of 
leadership roles and challenges the traditional stereotypes and expectations associated with 
them (Pullen & Vachhani, 2018; Tan, 2020; Fritz & Van Knippenberg, 2017). Leadership 
positions require characteristics that often conflict with traditional gender roles, such as 
self-sufficiency and irregular working patterns, creating societal and organisational 
obstacles for women seeking power and control (Pullen & Vachhani, 2018; Tan, 2020; Fritz 
& Van Knippenberg, 2017). Gender inequality in Pakistan requires addressing traditional 
and occupational barriers (Shroff, 2019). For example, cultural expectations limit women's 
financial independence, forcing them to depend on male family members and leading to 
their exploitation. Time poverty is also a problem, with women spending 10 times more 
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hours than men on unpaid care work. The pandemic has widened gender gaps in labor force 
participation, with 5% of female employees losing their jobs compared to 3.9% of men 
(International Labour Organization, 2021). Lack of support from the supervisors in HEIs 
(Sheikh, Hamid & Naseem, 2022) is also one of the reasons women's progress in leadership 
roles has shown only modest progress (Krause, 2017). The study's findings will contribute 
to the existing literature on gender gap in leadership and will provide valuable insights into 
the factors that hinder women's professional growth and development in HEIs of Pakistan. 
The study's recommendations will help promote gender equity in leadership roles in HEIs 
of Pakistan by addressing traditional and occupational barriers, such as cultural 
expectations and time poverty. Additionally, creating a supportive work environment that 
encourages and rewards leadership skills and qualities, regardless of gender, will further 
promote gender equality in leadership positions. Ultimately, this will lead to a more diverse 
and inclusive leadership in HEIs, which can positively impact the higher educational 
institutions and the overall development of Pakistan. 

Literature Review 

Gender inequality in leadership positions is a widely studied issue across the globe 
(Adams-Prassl et al., 2020; Eagly & Wood, 2012); World Economic Forum, 2021). In the 
context of Pakistan, several studies have highlighted the existence of a gender gap in 
leadership positions in higher education institutions (Ali & Rasheed, 2021). These studies 
point to several factors contributing to this gap, including cultural and social norms that 
limit women's access to education and leadership roles), bias and discrimination against 
women in recruitment and promotion processes and a lack of supportive policies and 
practices to address gender inequality in higher education (Ali & Rasheed, 2021). 

Despite these challenges, there have been efforts to promote gender equity in 
leadership positions in Pakistani higher education institutions, including the development 
of gender-sensitive policies and training programs (Ali & Rasheed, 2021). However, there is 
still a long way to go in achieving gender parity in leadership roles in this context. The 
multidimensional nature of leadership aspiration emphasizes the role of work, 
relationships, and place, all influenced by the social environment, and highlights the need to 
address the underlying factors that contribute to the gender gap in leadership. Women's 
leadership aspiration is based on relational aspects that include opportunities to work with 
others, which align with their beliefs about leadership and necessary abilities (Okolo, 2021), 
while men's leadership aspiration is associated with the opportunities for power, influence, 
and presiding (Swartz & Amatucci, 2018). Moreover, female faculty members in higher 
education institutions have low leadership aspirations due to various factors such as 
cultural impacts, parenting challenges, lack of confidence, unwillingness to progress in their 
career (Van Dijk et al., 2021) and lack of employee engagement which can also lead to 
turnover intentions sometimes (Sheikh, Hamid & Naseem, 2022). 

Stereotypes are beliefs or cognitive shortcuts people have about groups or members 
of groups that influence the way people process information about them (Hoyt & Simon, 
2017). Stereotype threat occurs when people “must deal with the possibility of being judged 
or treated stereotypically, or of doing something that would confirm the stereotype” (Steele 
& Aronson, 1998, p. 401). This phenomenon has been extensively studied in social 
psychology since the research by Steele and Aronson in 1995 (Bear et al., 2017). The 
evaluation of an individual based on negative stereotypes in society decreases their 
motivation and sense of achievement (Adom & Anambane, 2019), and undermines the 
performance of stigmatized individuals on cognitive and social tasks (Goethals & Hoyt, 
2016). The impact of stereotype threat on women leaders has consequences such as a 
decrease in motivation and engagement (von Hippel, Kalokerinos & Zacher, 2017).  

Heery and Noon (2008) defined work from home as "a form of flexible working that 
enables employees to perform their normal work tasks from home, through the use of 
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information and telecommunications technology that allows instant communication 
anywhere and at any time". Working from home is quite different from working at offices. It 
seeps professional life into personal life and blurs the boundary between work and family, 
thus increasing work-family interference (Feng & Savani, 2020). Owing to gender role 
theory (Gutek, Searle & Klepa, 1991), it was analysed that the work family interference due 
to working from home especially during the COVID-19 pandemic was detrimental for 
women in heterosexual dual-career families. This resultantly created a gender gap in 
perceived work productivity and job satisfaction (Feng & Savani, 2020).  As the world 
transitions to the post-pandemic phase, many organisations have adopted work from home 
policies. However, women, particularly those who are married, are hesitant to work from 
home as it blurs the line between their work and personal lives. This is due to the fact that, 
with children at home, there is a greater chance of their personal lives interfering with their 
work responsibilities, such as caring for or supervising their children while working from 
home. (Caligiuri & De Cieri, 2021). 

The research with feminist perspective, would be an excellent effort towards 
development of women academic leadership in Pakistan while the works shifts to home 
(Vaughn et al., 2020). Hence, countries like Pakistan are no exceptions where women 
confront discrimination issues from the generations which include: strong network of male 
dominance, intimidation and sexual harassment, as the fragment of impediments and work 
to achieve higher hierarchical and ordered levels (Mustafa et al., 2021). The literature above 
suggests that it is important to understand the impact of work from home on female faculty 
members in HEIs of Pakistan especially with regards to gender leadership gap, this study 
intends to address the same. 

There are numerous theories which provide the theoretical base for studies on 
women leadership and gender gap prevailing in leadership roles like social identity theory 
(Epitropaki et al., 2017), social role theory (Hoyt & Murphy, 2016) and regulatory focus 
theory (Kark et al., 2018). These theories contribute to the psychological, structural, and 
social factors that help in understanding and explaining the phenomenon of women 
underrepresentation at senior level positions in higher education institutions (Hoyt & 
Simon, 2017). The social identity theory is of the view that social identification satisfies the 
need of belongingness of female leaders and hence, increases their aspiration and job 
satisfaction (Aitken & von Treuer, 2020). Moreover, the social role theory argues that 
common gender stereotypes that are part of society leads to stereotype threats for women 
at workplace and increases gender inequality (Carli & Eagly, 2016; Heilman et al., 2019). 
Above all, the regulatory focus theory states that promotion-focused individuals are 
concerned with fulfilment of their self-actualisation needs, growth, and aspiration whereas 
prevention focus individuals are inclined towards their duties and obligations (Higgins & 
Pinelli, 2020). Van Dijk et al. (2021) argues that since regulatory focus shapes the goals and 
means towards goals of an individual, it is an attribute that is likely to influence how females 
evaluate the strategic options for leadership roles. It shapes their aspiration to lead or to 
avoid leadership roles, therefore, following hypotheses and conceptual framework given in 
Figure 1 are proposed: 

Hypotheses 

H1: There is a significant relationship between stereotype threat and gender gap in 
leadership. 

H2: There is a significant relationship between work from home and gender gap in 
leadership. 

H3: Leadership aspiration mediates the relationship between stereotype threat and gender 
gap in leadership. 
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H4: Leadership aspiration mediates the relationship between work from home and gender 
gap in leadership. 

 

 

 

 

 

Figure 1 Conceptual Framework 

Note: H3& H4 (Leadership Aspiration as a mediator between Stereotype Threat & 
Gender Gap in Leadership and Work from Home & Gender Gap in Leadership)   

Materials and Methods 

The study used a quantitative research design. The unit of analysis for this study 
were individual women and data was collected through survey method/questionnaires 
having a 5-point Likert scale from 329 female faculty members having a PhD degree working 
in HEIs of Pakistan. Systematic random sampling technique was followed. Stereotype Threat 
was measured with the help of eight items; four of which were adapted from Deemer et al. 
(2016) and four items were adapted from Sultana (2019) Work from home was measured 
with the help of eight items; one item was adopted while five items were adapted from 
Batool et al. (2020) while three items were adapted from Irawanto et al. (2021) Leadership 
Aspiration was measured with the help of seven items; four items were adapted from Fritz 
& Knippenberg (2017), and three items were adapted from Tharenou & Terry (1998). 
Gender Gap in Leadership was measured with the help of seven items; two items were 
adapted from Fleming (2018), two items were adapted from Matot et al. (2020), two items 
were adapted from Taylor (2017) and one item was adapted from Desmond, (2019). 

Results and Discussion 

The data was analysed using 
Statistical Package for Social 
Science (SPSS) & Analysis of 
Moment Structures (AMOS) 
(version 24). The result of the 
measurement model showed in 
Figure 2 below, the final 
evaluation of the model fit 
revealed that the most indices 
such as the relative Chi-square 
with a value of 2.281 (which 
was less than the 
recommended value of five), 
and CFI with values of more 
than 0.90 (0.965), RMSEA with 
a value of 0.051, which was less 
than the recommended value of 0.08. The modified model fitted the data perfectly.  

Stereotype 
Threat 

 

Work from 
Home 

Leadership 
Aspiration 

Gender Gap in 
Leadership 

H1 

H2 

H4 H3 

 
Figure 2 Measurement Model 
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As shown in Figure 3 and Table 1 below, the results showed that two exogenous 
variables, stereotype threat, and work from home could explain 45% variance of leadership 
aspiration (as the coefficient of determination- R square was 0.45), and three exogenous 
variables stereotype threat, work from home and leadership aspiration explained 41% 
variance of gender gap in leadership (as the coefficient of determination- R square was 
0.41). 

 

Figure 3 Structural Model 

Table 1 
Regression weights in the Structural Model 

Hypotheses 
Unstd. 

B 
Std. 
β 

S.E C.R 
p-

value 
Result 

Stereotype Threat  
Leadership 
Aspiration 

-0.239 
-

0.150 
0.08 

-
3.003 

0.003 Accepted 

Work from Home  
Leadership 
Aspiration 

-0.356 
-

0.400 
0.047 

-
7.577 

*** Accepted 

Stereotype Threat  
Gender Gap in 

Leadership 
0.262 0.158 0.087 3.005 *** Accepted 

Work from Home  
Gender Gap in 

Leadership 
0.195 0.210 0.053 3.679 *** Accepted 

Leadership 
Aspiration 

 
Gender Gap in 

Leadership 
-0.174 

-
0.167 

0.054 
-

3.195 
0.001 Accepted 

B= Unstandardised Regression coefficient, β= Standardised Regression Coefficient, 
C. R.= Critical Ratio, and S. E.= Standard Error. 

Frequency and percentages were used in this research to explain the demographic 
characteristics. The descriptive findings indicated that the respondents belonged to 
different age brackets with a majority of people i.e., 158 (44.1%) falling in the age category 
of 40 years and above. The descriptive analysis regarding findings indicated that 252 of the 
total respondents were married and 98 were single. The descriptive statistics on academic 
designation revealed that most of the respondents (46.6%) were Assistant Professors, 
15.1% were Associate Professors and 38.3% were Professors. 

In addition, based on administrative tasks and responsibilities of female faculty 
members 66.2% of the respondents were not involved in any administrative responsibility 
in addition to teaching, only 1.1% of the respondents were serving on leadership position of 
Pro-Vice-Chancellor/Pro-Rector. Majority (19%) of the respondents had two to five years 
of experience of working in a leadership role followed by 18.7% of the respondents who had 
14 years and above experience. With regards to total work experience, 27.7% of the faculty 
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members had two to five years of total work experience and only 5% of the respondents had 
less than two years of work experience.  

The results of the study indicate that there is a significant relationship between 
stereotype threat and the gender leadership gap in higher education institutions of Pakistan. 
Additionally, the study found that work from home had a negative effect on reducing the 
gender leadership gap. Furthermore, the study found that leadership aspiration played a 
mediating role between stereotype threat, work from home, and the gender leadership gap. 

The hypothesis was developed after obtaining evidence from the literature that 
there is a strong relationship between stereotype threat and gender leadership gap. The 
statistical analysis showed that there was a significant positive relationship between 
stereotype threat and gender leadership gap with beta value = 0.262 (positive), C.R. = 3.005 
(>1.96), and the p-value = 0.000 (<0.05).  

The statistical findings presented in the hypothesis highlight the complex interplay 
between stereotype threat, social identity, motivation, and societal gender roles and 
expectations in perpetuating the gender leadership gap. Recent studies (such as Reinwald, 
Zaia & Kunze, 2023; Swab, Javadian, Gupta & Pierce, 2022) have examined these factors in 
greater detail, shedding light on the underlying causes of the gender leadership gap and 
proposing strategies for promoting gender diversity and inclusion in leadership positions 
and the findings of the current study support their stance. 

The inferential analysis demonstrated the presence of a significant positive 
relationship between work from home and gender leadership gap of faculty members with 
a beta value = 0.195 (positive), C.R. = 3.679 (>1.96), and the p-value < 0.000 (<0.05). The 
findings of this study indicate that work from home has a negative effect on reducing the 
gender leadership gap in higher education institutions in Pakistan. The beta value of 0.195 
indicates that there is a positive relationship between the two variables, meaning that as 
work from home increases, the gender leadership gap of faculty members also tends to 
increase. The C.R. (critical ratio) of 3.679 is greater than 1.96, which is the critical value for 
a 95% confidence level, indicating that the relationship is statistically significant. The p-
value of less than 0.05 also indicates that the relationship is statistically significant, meaning 
that it is unlikely to have occurred by chance. Taken together, these findings suggest that 
allowing faculty members to work from home may contribute to the gender leadership gap 
among faculty members, with women potentially being disproportionately affected. 

Dunn et al. (2022) noticed that work from home has made it harder for the female 
faculty members to balance their work and family responsibilities. Particularly, female 
faculty members who were untenured and had children faced additional challenges due to 
the lack of childcare during the pandemic. These challenges were on top of the pre-existing 
barriers such as institutional, systemic, and psychological issues that hindered female 
faculty members from seeking tenure. The study highlights a missed opportunity for higher 
education to provide better support for female faculty members who were not yet tenured. 

The results in Table 2 showed that leadership aspiration partially mediated the 
relationship between stereotype threat and gender gap in leadership of higher education 
institutions in Pakistan. The standardised indirect effect was found to be significant (beta = 
0.025, p-value = 0.006; lower bound = 0.005 and upper bound = 0.061) with p-value less 
than 0.05 and lower bound and upper bound had no zero value. This indicates that the 
impact of stereotype threat on gender gap in leadership can be partially explained by 
leadership aspiration, which suggests that female leaders who have higher leadership 
aspirations may be less likely to be affected by the negative impact of stereotype threat and 
more likely to pursue leadership positions in HEIs. 
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Table 2 
Mediation Effect of Leadership Aspiration in between Stereotype Threat and Gender 

Gap in Leadership 
 Beta P-value LB UB Mediation of Brand Trust 

Direct Model     

Partial Mediation 
 

ST  GGL 0.183 0.009   
Mediation Model     

ST  GGL 0.153 0.014   

St. Indirect Effect 0.025 0.006 0.005 0.061  

 
Finally, the results revealed that both the direct and mediation models were 

significant, and the standardised indirect effect was also significant (beta = 0.067, p-value = 
0.002; lower bound = 0.127 and upper bound = 0.022). The p-value was less than 0.05, and 
the lower and upper bounds had no zero values. Thus, leadership aspiration partially 
mediated the relationship between work from home and gender gap in leadership as given 
in Table 3. 

Table 3 
Mediation Effect of Leadership Aspiration in between Work from Home and Gender 

Gap in Leadership 

 Beta P-value LB UB 
Mediation of Brand 

Trust 
Direct Model     

Partial 
Mediation  

WFH  GGL 0.277 0.001   
Mediation Model     

WFH  GGL 0.210 0.002   
St. Indirect Effect 0.067 0.002 0.127 0.022  

 
Overall, the findings from the present study suggest that leadership aspiration is an 

important factor in the gender gap in leadership in higher education institutions in Pakistan. 
The study provides evidence that stereotype threat, and work from home are all significant 
predictors of leadership aspiration, and that leadership aspiration partially mediates the 
relationship between these factors and the gender gap in leadership. These findings suggest 
that efforts to promote leadership development and address gender bias in the academic 
setting may help to close the gender gap in leadership in Pakistan's higher education 
institutions. 

Conclusion 

The findings of the study revealed that stereotype threat significantly affects the 
leadership aspirations of women in higher education institutions in Pakistan. The present 
study supports that suggests that stereotype threat has a significant impact on the 
aspirations and career development of women. The findings of this study also revealed that 
work from home has a negative effect on leadership aspirations. This is an important 
consideration given the increasing prevalence of remote work arrangements in the post-
pandemic era. This is consistent with social role theory, which suggests that individuals' 
roles and expectations are shaped by the cultural and social norms of their society (Eagly & 
Karau, 2002). The study highlights the importance of understanding the complex interplay 
between individual and contextual factors in shaping leadership aspirations. Previous 
research has focused on either individual or contextual factors (Day & Lord, 1988; Alade, 
2022), but the current study demonstrates the need for a more holistic approach that 
considers both and it emphasizes the importance of taking a multi-level perspective in 
understanding leadership aspirations. 

Work from home can provide employees with better work-life balance, which can 
lead to decreased job satisfaction and higher levels of motivation (Bellmann & Hübler, 
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2021), however, in case of women the results are contrary due to increased domestic 
responsibilities and lack of support from family. The study highlights the potential negative 
impact of work from home policies on women's leadership aspirations. This is an important 
consideration given the increasing prevalence of remote work arrangements in the post-
pandemic era. Moreover, the current study highlights the need to examine the impact of 
different work arrangements on women's leadership aspirations. As remote work and 
flexible work arrangements become more prevalent, it is crucial to understand how they 
can either facilitate or hinder women's career aspirations. Research has suggested that 
flexible work arrangements can increase job satisfaction and work-life balance (Bloom, 
Liang, Roberts & Ying, 2015), but they can also perpetuate gendered norms and biases 
(Olsen, Hildrum, Kummen & Leirdal, 2023; Hoang, Cline & Sabharwal, 2023).  

Additionally, the findings of this study contribute to the development of 
interventions that target the reduction of the gender leadership gap. For instance, 
organisations can implement training programs that address stereotype threat and provide 
support for women in leadership positions. This study contributes to the broader discourse 
on diversity and inclusion in leadership. The findings suggest that the gender leadership gap 
persists, and more work needs to be done to address the structural barriers that hinder 
women's advancement in leadership positions. This calls for continued efforts to increase 
the representation of women in leadership and to challenge the gendered norms and biases 
that perpetuate the gender leadership gap. 

In conclusion, the present study has made a valuable contribution to the literature 
on the gender gap in leadership in higher education institutions in Pakistan. The findings 
have theoretical implications for the role of stereotype threat, work from home, and 
leadership aspirations in understanding the gender gap in leadership. Practically, the study 
provides recommendations for higher education institutions in Pakistan to address the 
gender gap in leadership. Future research should aim to build on the present study by 
exploring the role of other factors, such as family responsibilities, cultural norms, and 
institutional policies, in the gender gap in leadership in higher education institutions in 
Pakistan. 

The current study has several practical implications for organisations and policy 
makers. The following section discusses the practical implications of the study's findings in 
detail. 

The study found that stereotype threat has a significant negative impact on women's 
leadership aspirations in a patriarchal society. Therefore, HEIs should take steps to mitigate 
the effects of stereotype threat on women employees. Unconscious bias training can be an 
effective approach to mitigate the negative effects of stereotype threat on women's 
leadership aspirations. Unconscious bias training can help managers and leaders become 
more aware of their implicit biases and help them create a more inclusive workplace culture 
(Post & Sen, 2020). 

HEIs should also strive to create a supportive and inclusive workplace culture. This 
can be achieved by implementing diversity and inclusion initiatives and creating a sense of 
belonging and identification among female faculty members. A positive organisational 
culture can also be created by providing mentorship and leadership development programs 
that focus on the development of women employees. Such programs can help women 
employees gain the necessary skills and knowledge to advance in their careers (Arshad, Dost 
& Qasim, 2022). 

The study found that work from home policies have the potential to increase 
employee engagement. However, in a patriarchal society like Pakistan, work from home 
policies have the potential to decrease women's leadership aspirations. This is because 
women struggle to maintain work-life balance due to increased domestic responsibilities 
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and expectations of the family. Therefore, HEIs should consider implementing work from 
home policies that are inclusive and address the unique needs of female faculty members. 
Such policies should provide flexibility and support for female faculty members to balance 
their work and domestic responsibilities (Fazlurrahman, Wijayati, Hadi, Rahman, 
Nugrohoseno & Wahyudi Rahman, 2020). 

One practical implication of the study is the implementation of gender quotas in 
leadership positions. Gender quotas are policies that require a certain percentage of female 
faculty members to be represented in leadership positions. Implementing gender quotas 
can promote gender diversity in the workplace, increase women's representation in 
leadership positions, and reduce gender disparities in leadership opportunities. Studies 
have shown that gender quotas have been successful in increasing the representation of 
women in leadership positions in several countries, including Norway, Spain, and France 
(World Economic Forum, 2022). However, gender quotas are not without controversy, and 
some argue that they may lead to tokenism and undermine meritocracy. Nonetheless, the 
implementation of gender quotas remains a viable strategy for promoting gender diversity 
in leadership positions. 

Another practical implication of the study is providing flexible work arrangements 
to promote work-life balance. Flexible work arrangements refer to alternative work 
arrangements that allow employees to have more control over their work schedules. 
Examples of flexible work arrangements include telecommuting, job sharing, and flexible 
work hours. Providing flexible work arrangements can benefit female faculty members who 
often face competing demands of work and family. Flexible work arrangements can also 
increase employee satisfaction and productivity (Villamor, Hill, Kossek & Foley, 2023). 
However, the implementation of flexible work arrangements should be done in a way that 
does not disadvantage women employees and reinforce gender stereotypes. 

HEIs should also encourage female faculty members' participation in leadership 
development programmes. Leadership development programmes are training programs 
that provide employees with the necessary skills and knowledge to advance in their careers. 
Encouraging women's participation in leadership development programmes can help them 
gain the necessary skills and knowledge to succeed in leadership positions. However, 
organisations should ensure that leadership development programmes are inclusive and 
address the unique needs of women employees. 

Another practical implication of the study is offering parental leave and other 
benefits for working mothers. Parental leave refers to the leave provided to employees who 
are taking care of a new-born child or a child who is newly adopted. Offering parental leave 
can benefit female faculty members who are working mothers and help them balance their 
work and family responsibilities. Other benefits for working mothers can include on-site 
childcare, lactation rooms, and flexible work hours. However, offering parental leave and 
other benefits for working mothers should be done in a way that does not reinforce gender 
stereotypes or disadvantage female faculty members who are not mothers. 

HEIs should also provide equal opportunities for women to access education and 
training programs. Access to education and training programs can increase female faculty 
members' skills and knowledge and improve their career opportunities. However, women 
often face barriers to accessing education and training programs, including financial 
barriers, cultural barriers, and gender stereotypes. Therefore, HEIs should ensure that 
education and training programs are accessible to women employees and address the 
unique needs of female faculty members. 

Another practical implication of the study is addressing gender stereotypes and 
biases in recruitment and selection processes. Gender stereotypes and biases can lead to the 
underrepresentation of female faculty members in leadership positions. Addressing gender 
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stereotypes and biases in recruitment and selection processes can increase the 
representation of women in leadership positions. One way to address gender stereotypes 
and biases is to implement blind recruitment practices. Blind recruitment practices refer to 
removing personal identifying information, such as name, gender, and age, from job 
applications to reduce the potential for bias in the recruitment process (Forbes, 2018). 
Additionally, HEIs should provide unconscious bias training for recruiters and hiring 
managers to raise awareness of unconscious biases and their impact on recruitment and 
selection decisions. 

Finally, HEIs should increase awareness and understanding of intersectional 
discrimination. Intersectional discrimination refers to the discrimination that occurs when 
individuals experience multiple forms of discrimination, such as discrimination based on 
gender and race. Intersectional discrimination can have a compounding effect on the 
experiences of individuals and lead to even greater disparities in leadership opportunities. 
Therefore, HEIs should ensure that their policies and practices are inclusive and address the 
unique needs of individuals who experience intersectional discrimination. This can include 
providing targeted support and resources for individuals who experience intersectional 
discrimination, such as women of colour, and ensuring that diversity and inclusion 
initiatives consider intersectional experiences. 

In conclusion, the practical implications of the current study highlight the need for 
HEIs and policy makers to take steps to mitigate stereotype threat, promote gender 
diversity in leadership positions, and support female faculty members' leadership 
aspirations. Creating a supportive and inclusive workplace culture, providing mentorship 
and leadership development programs, and implementing work from home policies that 
address the unique needs of female faculty members can positively impact women's 
leadership aspirations. These practical implications can be implemented in various HEIs and 
other industries to create a more equitable and inclusive work environment which include 
implementing gender quotas in leadership positions, providing flexible work arrangements 
to promote work-life balance, encouraging women's participation in leadership 
development programs, offering parental leave and other benefits for working mothers, 
providing equal opportunities for women to access education and training programs, 
addressing gender stereotypes and biases in recruitment and selection processes, and 
increasing awareness and understanding of intersectional discrimination. By implementing 
these practical implications, organisations can promote gender diversity and support 
women's leadership aspirations, ultimately leading to more inclusive and equitable 
workplaces. 

Recommendations 

The current study is not without its limitations. Firstly, the sample consisted of 
women from higher education institutions in Pakistan, and therefore, the results may not be 
generalisable to women from other sectors or countries. Secondly, the study was based on 
self-reported data, which is subject to social desirability bias. This means that participants 
may have provided answers that were perceived to be socially desirable, rather than their 
true experiences. Thirdly, the study used a cross-sectional design, and therefore, it is not 
possible to establish causality between the variables studied. Longitudinal studies would be 
needed to establish causal relationships. Fourthly, the study did not control for other 
individual and contextual factors that may impact leadership aspirations, such as job 
satisfaction, access to mentorship and career development opportunities, and cultural 
norms and values. 

Future research should aim to address the limitations of this study and explore the 
topic of gender leadership gap further. Some recommendations are provided below: 
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1. Conducting further studies with a larger sample size and a wider range of organisations 

and industries. This would provide a more robust representation of the relationships 

between stereotype threat, work from home, leadership aspiration and the gender 

leadership gap. 

2. Examining the role of cultural values and beliefs in shaping leadership aspirations, as 

well as the impact of national policies and cultural differences on the gender leadership 

gap. 

3. Investigating the role of work-family conflict in shaping the leadership aspirations of 

women, particularly in relation to work from home. 

4. Exploring the impact of organisational support, mentoring and coaching, as well as 

leadership development programs, in reducing the gender leadership gap. 

5. Conducting further research on the intersectionality of gender, race and ethnicity and 

how it influences the gender leadership gap. 

6. Examining the impact of unconscious bias and microaggressions in the workplace on 

women's leadership aspirations and career progress. 

7. Exploring the mechanisms underlying this relationship and identify strategies for 

mitigating its negative effects on women's career advancement. 

8. Examining how specific aspects of work from home, such as virtual communication, 

availability of resources, and workload, impact women's leadership aspirations. 
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