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ABSTRACT

This comprehensive investigation delves deeply into the psychodynamics of the
professional challenges faced by female leaders within higher education institutions in
Balochistan, Pakistan. Psychodynamics, in this context, refers to the intricate interplay of
psychological factors that shape and influence the leadership experiences of women in
academia. This study seeks to unravel the nuanced aspects of the psychodynamic elements
that impact decision-making, interpersonal relationships, and coping mechanisms in the
face of gender-specific challenges. The qualitative phase of the research involves in-depth
interviews with 15 female leaders, providing rich insights into their psychosocial
experiences. By employing psychodynamic theories, the study enhances our comprehension
of the complex web of factors that contribute to the professional challenges and successes
of women in leadership roles within the unique cultural and educational context of
Balochistan, Pakistan.
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Introduction

Leadership is indeed a multifaceted and extensively researched phenomenon,
particularly in the context of women's higher education institutions (Shukla, 2014).
However, the pursuit of women's leadership roles from diverse cultural backgrounds within
these institutions has faced challenges. Research has consistently demonstrated that the
majority of leaders in higher education institutions tend to be men (Caulfield et al., 2021;
Day et al,, 2020; Gardner et al., 2011). One significant barrier to women's progression into
senior leadership positions has been the dual responsibility they often shoulder as both
homemakers and professionals. In a patriarchal society, women are subjected to societal
pressures that demand a delicate balance between their work and family life. This balancing
act has resulted in only a limited number of women ascending to the highest leadership
positions, such as that of Vice Chancellor.

Research has brought to light the dearth of female role models within higher
education institutions. Hsieh and Wang (2015) have delved into the structural and cultural
impediments that hinder women's advancement within the higher education system. These
obstacles encompass various aspects, including institutional culture, policy development,
work-family conflict, and the accessibility of leadership positions in the broader professional
landscape. Numerous factors contributed to the underrepresentation of women in
leadership roles, including challenges related to work-life balance, the persistence of
stereotypical attitudes, the scarcity of female mentors, and limited access to supportive
social networks. Moreover, it is imperative to underscore the critical issue of accountability
within higher education institutions. The failure to effectively implement and adhere to
national and international requirements concerning women's leadership has presented a
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substantial barrier to the advancement of women in these institutions (Goffee & Jones,
2005). In addition to impeding advancement, this lack of accountability maintains the
discrepancies in leadership positions that women now hold. As a result, closing this
accountability gap is critical to advancing gender parity and the advancement of female
leaders in higher education.

In a broader context, it is evident that women have historically encountered
significant challenges in their pursuit of robust and inclusive leadership roles. Research has
demonstrated that women leaders often confront discrimination due to entrenched
discriminatory practices, pervasive male-dominated professional attitudes, and a scarcity of
female role models (Ilies, Morgeson & Nahrgang, 2005). Understanding the intricacies of
women's leadership within social and cultural contexts has proven to be particularly
challenging.

Furthermore, creativity stands out as a pivotal trait for effective leadership,
necessitating the ability to generate innovative and exciting ideas (Gensen & Luthans, 2006).
Successful leaders excel at offering fresh perspectives and forging connections between
diverse ideas and concepts (Arcade, 2021). Creative thinking from novel vantage points
requires a thoughtful examination of the social and cultural contexts in which leadership
occurs (Jung, 2011). Moreover, it demands the skilful integration of diversity (Lee, 2020)
into the leadership narrative, highlighting the importance of inclusivity and considering a
wide spectrum of perspectives and experiences.

Creativity is undeniably a cornerstone of leadership and is instrumental in achieving
success within organizations. It empowers individuals to gain a profound understanding of
the intricate systems that encompass their social and cultural environments. Furthermore,
it equips them with the capacity to provide authoritative responses and offer effective
approaches and innovative solutions to work-related challenges (Liu, Cutcher & Grant,
2015). In recent years, an abundance of literature has been published on the advancement
of women in leadership positions within higher education (Robinson & Turner, 2018; Lee &
Carter, 2021; White, 2022). These studies have brought to the forefront several key issues,
including the imperative to foster the growth of female leaders in higher education
institutions, the external factors that can influence their resilience, the internal challenges
stemming from university culture, and the persistence of gender stereotypes within
leadership roles, perpetuating gender equality disparities. Notably, there has been a surge
in research focused on leadership from a psychodynamics perspective in recent years
(Martinez & Wilson, 2020). This indicates a growing interest in delving into the
psychological underpinnings of leadership, shedding light on the complex interplay of
individual and group dynamics that shape effective leadership practices.

Literature Review

Hey and Leathwood (2009) aimed to enhance women's participation in higher
education institutions and identified various barriers. These obstacles, existing at the social,
organizational, and individual levels, were predominantly gender-based. In a parallel study,
Haake (2009) delved into women's leadership in higher education, shedding light on the
under-representation of women in leadership roles. The study identified factors such as
unconscious bias, mistrust, fear of failure, group dynamics, and challenges in balancing
familial and professional responsibilities as significant barriers hindering women's progress
in leadership positions. The authors underscored the concept of unconscious bias by noting
that women, in order to be perceived equally, had to outperform their male counterparts
significantly. The authors also addressed the patriarchal nature of group choices,
emphasizing that women in academic and senior leadership roles were denied equal
privileges compared to their male counterparts, contributing to a lack of loyalty and
cooperation among women academics.
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Barrett and Barrett (2011) highlighted the additional burdens placed on households
where women shouldered a disproportionate share of domestic responsibilities compared
to their husbands. These dynamic posed challenges when it came to managing academic
departments or complex institutions. Building on the notion of unclear loading proposed by
Miller, Howell, and Struve (2019), Peacock and Campbell (2022) conducted a study involving
18 women leaders across four Spanish universities. The findings revealed that women
leaders faced increased difficulty in balancing the demands and responsibilities of both
family and professional struggles. Moreover, the authors asserted that the decisions made
by women leaders regarding leadership roles were influenced by specific life periods, such
as when their children were attending school or living away from home.

Post (2015) reported findings consistent with these patterns. She conducted a
survey analyzing the career development needs of over 200 women leaders across two
Australian universities. The research highlighted challenges encountered by women leaders,
including issues related to overwork, balancing family and work demands, and a lack of
professional support. Similarly, Schultz (2021) explored the impact of both formal and
informal experiences on the professional development and growth of university leaders. The
study involved surveying 26 women leaders from eight New Zealand universities, utilizing
key event techniques as a narrative survey method. The key event technique involved
participants providing detailed descriptions of events that either facilitated or hindered
specific purposes.

When characterizing research on factors impeding women's advancement, a
recurring theme emerged: a lack of encouragement and support from family, coupled with
the responsibilities of caregiving, was frequently cited. It became evident that achieving a
balance between work and family responsibilities was a prevalent focus in studies on female
leaders in higher education. This was underscored by the barriers identified by Liang and
Sandmann (2015) to women's career progression. Marchiondo et al. (2015) delved into the
factors that contributed to the exclusion of women from leadership roles in higher education,
highlighting the challenges women faced in juggling familial responsibilities while aspiring
to leadership positions.

The authors noted that support was low in organizations implementing workplace
policies such as quality day care, flexible work schedules, and support for caregivers.

Grummell et al. (2009) explored the reasons why women were excluded from
academic leadership roles or their desire for advancement in higher education. For their
research, the authors conducted in-depth semi-structured interviews with 24 culturally
diverse professors at an Australian university to examine the factors that prevented women
from advancing to higher academic ranks. According to the research, tiring experiences and
time were two major reasons why women sought advancement and advanced their
profession. The authors described the frustrating experience of drowning in a negative
organizational culture and hostile work environment. Davies (1996) highlighted the
considerable influence of professional support and encouragement from visiting consultants
and colleagues on female scientists. Similarly, Reilly and Reed (2011) observed changes in
family responsibilities and extension policies over time. The authors emphasized that,
alongside family responsibilities, intellectually capable women were fully capable of meeting
the demands of academic work. Although the findings aligned with prior research, the
inquiry arose as to whether participants' diverse cultural backgrounds played a role in
shaping their perceptions and subsequently influenced their choices. Participants reported
experiencing a hostile work environment that manifested in instances of racial and ethnic
discrimination.

In most prestigious English universities before 2021, all Vice Chancellors and Pro
Vice Chancellors were men, despite the fact that 56% of students and 54% of staff were
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female (Ehrich, et al., 2004). This gender disparity in leadership was not exclusive to the
United Kingdom. In 27 European Union countries, only 15.5% of higher education
institutions and 10% of universities awarding PhDs were headed by females (Burt, 1998).
Women were notably underrepresented in other disciplines, such as law, and the disparity
was even more pronounced in medical fields (Hussain et al., 2021).

Material and Methods

The qualitative segment of the study, denoted as part two, utilized a semi-structured
interview tool. This choice was made based on its operational ease and fluidity during
analysis. A crucial inclusion criterion for the 15 participants in this phase was that they were
exclusively women, a primary condition for participation. Furthermore, participants were
required to hold senior positions within their respective institutions of higher education.

The interview questions adopted an open-ended format, facilitating the generation
of valuable insights. When crafting these qualitative inquiries, the researcher intentionally
kept them closely aligned with the research objectives, maintaining a specific focus on the
context of Balochistan province. The interviews delved into significant variables,
encompassing challenges confronted by women leaders in higher education, the
opportunities available to them and seized by them for technical reasons, as well as the social
and cultural impacts on the employability of the respondents in higher education.
Additionally, the interviews explored aspects such as the promotion trajectories of women
leaders to higher positions, empowerment, the sense of freedom, and the authority to
practice their professions within a culture of collegiality and confidence.

Results and Discussion

This study aimed to investigate the impact of various factors, such as challenges,
work environment, policies, and practices, on the psychodynamic state of female academics
who possess the potential to assume leadership roles in Higher Education Institutions (HEIs)
in Balochistan. Employing an explanatory sequential mixed methods research approach, the
study garnered insights from female participants, shedding light on the pivotal influences
shaping their trajectories as educational leaders. Additionally, the research delved into
perceptions of women within the higher education industry.

An overarching theme that surfaced from the interview analysis pertained to the
significance of family support in shaping the participants' perspectives, motivating them to
pursue advanced education and career development. Notably, these women grew up in
families that treated their male siblings equitably, imparting values conducive to their
aspirations and self-perception. This upbringing contributed to the confidence and strong
sense of identity exhibited by the women in the face of a predominantly male-dominated
environment. The findings underscore the intrinsic resilience displayed by the women in
this study.

All the female leaders who were interviewed expressed a shared belief that creativity
entails achieving a specific task or goal by applying one's own, original, or innovative ideas.
These women perceived themselves as capable individuals equipped to successfully
navigate tasks, demonstrating a preparedness to confront intricate challenges and obstacles
within their professional journeys. Their confidence extended to the belief that they could
leverage their own mental processes to effectively manage tasks and surmount complex
challenges, a sentiment supported by prior research, including studies addressing
limitations imposed on women.

Strong networks in higher education leadership have been found to have deeply
ingrained gender bias against women pursuing careers as educational leaders. In order to
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solve common workplace issues, this study recognizes that female leaders must innovate as
a strategic approach to growing and improving their careers inside male-dominated higher
education institutions. The female leaders who were being observed demonstrated a great
sense of confidence in their abilities to handle responsibilities and take on challenging
situations. Notably, they demonstrated a strong commitment to guaranteeing fair chances
for development and promotion by expressing a genuine interest in proactively addressing
and resolving organizational prejudices against women. These female leaders showed an
unwavering dedication to lifelong learning and intellectual growth, voicing a strong dislike
for systemic biases impeding their ability to perform their jobs. When faced with networks
based on gender and ethnicity, a sizable majority of these leaders shown a willingness to
overcome barriers related to gender, organization, and ethnicity. Their resilience was
obvious not only in their readiness to tolerate uncertainty but also in their proactive
investigation of new routes, so exemplifying a commitment to transcend established
conventions and contribute to constructive change within the professional landscape.

Conclusion

This study on women's leadership in higher education confirms that professional
support networks play a critical role in helping individuals advance their careers, create
worthwhile experiences, and succeed in their roles as educational leaders. All of the
participants’ testimonies are in agreement about the importance of mentors, and some of
them have benefited from executive coaches' advice throughout their careers as educational
leaders. The offer of executive coaching and mentorship proved to be crucial tools in helping
these women navigate the challenging field of educational leadership, which improved their
career development and achievements in the end.

Recommendations

It is also recommended that these factors should be highlighted by the state as well as the
head of the institutes because they have a major role for the challenges faced by the female
leaders in institutes. It is also recommended to the new researcher to do a further enrich
qualitative analysis on this topic to further explores the factors which are creating challenges
for the women leadership in universities and also test the findings empirically to increase
the generalizability of the research.
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