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ABSTRACT 
 
This article is a concept paper that focuses on the challenges of achieving gender quality that lead 
to gender well-being in the workforce in the Higher Education sector. Well-being by gender refers to 
the overall health and quality of life seen from a gender perspective. It includes physical and mental 
health, while from a quality-of-life perspective it includes social, psychological, cultural, political and 
environmental aspects. This principle says that everyone, regardless of their gender, should be 
treated fairly and equally in all aspects of their lives. This includes equal access to high-quality 
education, employment opportunities, and a role in politics and social life. In addition, gender 
equality in education means ensuring that men and women have equal opportunities to obtain high-
quality education without facing any barriers or discrimination. Similarly, gender equality in 
employment requires that men and women receive equal opportunities to work, receive equal pay 
and progress in their careers regardless of their gender. Gender equality in politics aims to ensure 
that men and women have the same right to be involved and contribute in the political process and 
decision-making. The involvement of women in employment must consider the implementation of 
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strategies regardless of gender and must be fair in offering employment. Previously, women in the 
employment sector were quite marginalized from the current state of national development. The 
research method used is a qualitative study that uses document content analysis using secondary 
data, namely journals and scholarly writing, library research and previous research by previous 
researchers. This study found some challenges that women face to become leaders in the higher 
education sector. Including prejudice and stereotypes against women's ability, gender-based pay 
disparities, occupational segregation and work-life balance.  
 

 
Keywords: Gender equality; workforce; higher education; challenges; prospects. 
 

1. INTRODUCTION  
 
The principle of gender equality emphasizes that 
all people, regardless of their gender, should be 
treated fairly and equally in all aspects of their 
lives. This concept argues that gender should not 
determine treatment, opportunities, or a person's 
rights in society [1]. In addition to them, it instead 
argues that every person, whether male or 
female, or people with a different gender identity, 
has the same right to be respected, heard, and 
given the same opportunity to develop. In the 
context of education, gender equality means 
ensuring that boys and girls have equal access 
to high quality education without facing                       
any barriers or discrimination [1]. This                             
includes giving everyone equal access to basic 
and higher education, as well as                     
opportunities for skills training and vocational 
education [1]. 
 
In addition, gender equality in the field of 
employment means that men and women have 
the same opportunity to work, receive equal pay, 
and thrive in their careers regardless of their 
gender [2]. According to these researchers, this 
can involve the implementation of policies that 
prevent discrimination in employment, such as 
providing equal pay for equal work, and 
encouraging men and women to participate 
actively in various fields of work. Gender equality 
in politics means that men and women are            
given the same right to participate and                              
contribute in the political process and decision-
making [2]. This includes ensuring that men and 
women have equal opportunities in political 
positions and providing support and       
opportunities to those who are active in                 
politics from all walks of life, regardless of gender 
[2]. 
 
The purpose of gender equality in social and 
economic fields is to stop injustice and inequality 
caused by gender [1]. This can include 
combating gender violence, empowering 
women's rights in the economy, and promoting 

the development of a fair and inclusive society 
for all [2]. Overall, the main principle of gender 
equality ensures that everyone has the same 
opportunity to develop and contribute to society 
without being discriminated against or 
marginalized because of their gender [1]. This 
principle strives to create a world that is not 
biased by gender and can live with dignity and 
justice [2]. 
 
Again, it is emphasized that the principle of 
gender equality aims to eliminate discrimination 
based on gender and ensure that men and 
women have equal access to opportunities and 
resources [3]. According to these researchers, 
recognition and respect for gender diversity and 
other gender identities are also needed. To 
create a fair and inclusive society, the principle of 
gender equality is an important foundation [3]. 
The purpose of this principle is to combat 
discrimination based on sex, including unfair or 
unequal treatment of people based on their sex, 
and to ensure that men and women have equal 
access to opportunities and resources [3]. Lau, 
V. W., et al., [4] stated that in this context, it is 
important to understand some of the main points 
that form the basis of gender equality, which is 
through the elimination of discrimination based 
on gender. The principle of gender equality 
opposes any discrimination that may occur 
based on a person's gender [3]. This includes 
things like discrimination in education, 
employment, politics, access to health services, 
and other aspects of social and economic life [4]. 
Next is through giving equal opportunities to all 
genders [4]. According to them, this idea says 
that men and women should be given equal 
access to the opportunities and resources 
needed to grow and succeed in life. This includes 
equal access to high-quality education, decent 
employment, health services, social support, and 
opportunities to participate in political and social 
life [4]. While the latter is through fair recognition 
to all.This idea also acknowledges that apart 
from men and women, society consists of    
various gender diversity and other gender 
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identities [4]. Therefore, it is important to respect 
and recognize the rights of people with different 
gender identities and ensure that they are not 
discriminated against or oppressed [1].  
 
The issue involving gender equality has become 
something that is very important nowadays 
because of various factors that exist [5]. In 
addition to researchers, this situation has also 
been detected among those who work as 
members of academics and professionals in this 
country. All this is one of the challenges on the 
way to achieve success in the higher education 
sector [5]. In this issue, we cannot ignore the 
gender factor that has an influence in shaping 
the pattern and dynamics of the workforce in the 
field of higher education when we move towards 
inclusive and sustainable higher education 
excellence [5]. In the higher education sector, 
gender equality should be an important 
component in the development strategy of 
human resources [2]. It should not only be an 
interesting issue. However, the statement 
continues to show significant differences 
between men and women in certain fields, as 
well as the lack of access and opportunities 
faced by certain groups [2]. The purpose of this 
writing is to examine the issues and prospects of 
gender equality in the higher education 
workforce. The researcher will carefully examine 
some of the key issues faced by academics and 
professionals. The researcher will also show 
solutions and opportunities to improve the 
gender imbalance in this industry. 
 
Through a deeper understanding of this issue, 
we can reduce the gender gap in the workforce 
in the higher education sector [5]. Through efforts 
such as creating a more gender-friendly 
environment, it is very helpful in efforts to create 
equality between genders [6]. So, through this 
article the authors will take readers to find 
inspiration and solutions to build a fairer and 
more viable future for everyone. Various 
challenges can be seen. The effect of this issue 
is the existence of segregation in certain fields 
[6]. The imbalance between men and women in 
certain fields is a big problem [5]. For example, 
fields such as science, technology, engineering, 
and mathematics (STEM) are still dominated by 
men, while fields such as nursing and early 
childhood education are usually filled by women. 
This causes a gender imbalance that has 
occurred since the university level [5]. 
 
In addition, the lack of access and opportunities 
is also a barrier among women from developing 

in the professional field [6]. Additionally, the 
greater involvement of women in the higher 
education workforce is hindered by a lack of 
supporting infrastructure, such as childcare 
facilities and work flexibility [7]. According to the 
researcher, leadership is also one aspect that 
contributes to the imbalance between men and 
women in the higher education sector. In higher 
education institutions, there are many cases 
proving that women are not given the opportunity 
to hold positions in high leadership [7]. They 
often have difficulty climbing the higher 
leadership ladder. This imbalance is due to 
various reasons, including lack of the support, 
gender stereotypes, and the tendency for men to 
have a greater role in the process of selecting 
leaders [6].  
 
The issue of discrimination and gender 
stereotypes cannot be denied the existence in an 
organization and will continue to exist if not taken 
seriously by the authorities [8]. The perception 
that men are better suited for certain positions or 
that women are not as good as men in certain 
fields continues to be a major obstacle to gender 
balance in the workplace [8]. This can prevent 
women from getting equal higher                      
education opportunities and equal recognition [6]. 
When talking about the disproportionate                
amount, it is a significant issue happening 
nowadays [8]. In many countries, persistent 
gender patterns in career choices and                      
the tendency to differentiate men and                        
women into stereotypical fields reflect this 
imbalance [8]. 
 
As a result, this leads to another issue which is 
the issue of salary and recognition [9]. Although 
many women work in the higher education 
sector, they are often treated unfairly in terms of 
salary and recognition compared to their male 
counterparts [9]. This can be due to several 
reasons, such as wage discrimination based on 
gender, lack of support for women to move 
forward in their careers, and an imbalance in the 
number of female representatives in leadership 
positions, all of which have an impact on the 
decision-making process regarding wages and 
recognition [9]. Women are also involved in 
career advancement issues [1]. Women in higher 
education often face specific obstacles that 
prevent them from progressing in their careers 
[9]. This has already been linked through the 
previous paragraphs and this proves that 
something more drastic needs to be done to curb 
this issue [1].  
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In conclusion, this article also emphasizes that to 
achieve true gender equality, gender identity 
needs to be recognized and respected. In 
addition, it shows some of the issues faced in 
achieving gender equality, such as gender 
imbalance in some fields of work and education, 
as well as issues of unfair pay and recognition. 
Thus by underlining how important gender 
equality is to build a fair and inclusive society, 
this article emphasizes how important it is to take 
action   and raise awareness to address gender                     
imbalance in all aspects of life. Finally, gender 
equality is essential to building a more just and 
viable world for everyone, regardless of their 
gender. 
 

2. LITERATURE REVIEW 
 

Gender equality is the concept of treating all 
people equally and fairly, regardless of their 
gender. It encompasses the idea that no one 
should face prejudice or discrimination because 
of their gender and that all genders should have 
equal access to opportunities, resources, and 
rights. The aim of gender equality is to eliminate 
prejudice, stereotypes and discrimination based 
on gender and to promote the full participation 
and empowerment of all genders in all areas of 
society, including politics, employment, 
education, and decision-making. 
 

Gender equality highlighted by the United 
Nations Development Program includes three 
main aspects of human life and expectations 
according to gender aspects, namely health, 
measured by female and male life expectancy at 
birth; education, measured by female and male 
expected years of schooling for children and 
female and male mean years of schooling for 
adults ages 25 years and older; and command 
over economic resources, measured by female 
and male estimated earned income 
(https://hdr.undp.org/gender-development-
index#/indicies/GDI).  
 
The Table 1 shows the ranking of the 20 
countries in the world that have the highest GDI, 
that is, they record high values for each of the 
three main aspects that are evaluated. Among 
other things, this evaluation looked at the small 
educational opportunity gap between genders 
and the balanced number of parliamentary seats 
between men and women.  
 
Gender equality in the higher education 
workplace is about ensuring fairness and equal 
treatment for individuals of all genders [10]. It 
involves creating an environment where both 

women and men have equal access to positions, 
resources, and opportunities for career 
advancement, research, and leadership roles. By 
prioritizing gender equality, academic institutions 
can foster an inclusive culture that values 
diversity and promotes the full participation and 
empowerment of all members of the academic 
community, regardless of gender identity [11]. 
This not only enhances the overall well-being 
and satisfaction of faculty and staff but also 
contributes to the excellence and innovation of 
higher education. 
 

Table 1. Gender Inequality Index 2022 
 

 Gender Inequality 
Index 

Country Value Rank 

Denmark 0.009 1 
Norway 0.012 2 
Switzerland 0.018 3 
Sweden 0.023 4 
Netherlands 0.025 5 
Finland 0.032 6 
United Arab Emirates 0.035 7 
Singapore 0.036 8 
Iceland 0.039 9 
Luxembourg 0.043 10 
Belgium 0.044 11 
Austria 0.048 12 
Slovenia 0.049 13 
Italy 0.057 14 
Spain 0.059 15 
Korea (Republic of) 0.062 16 
Australia 0.063 17 
Canada 0.069 18 
Germany 0.071 19 
Ireland 0.072 20 

 

Encouraging inclusive and equitable academic 
environments requires achieving gender equality 
in the higher education workforce [12]. While 
there have been advancements, certain issues 
such as insufficient leadership positions and a 
gender pay disparity still exist. It is crucial to 
adopt a multimodal strategy that includes 
institutional support, policy changes, and cultural 
transformation to address these problems. 
However, those who take the initiative  and work 
together to promote gender equality in academic 
affairs have bright futures ahead of them. 
 

One major problem in academic institutions is the 
low number of women in leadership roles Dahlvig 
& Longman [13], Abd Karim & Ramlee [14]. Even 
though they make up a sizable portion of the 
workforce women are still underrepresented in 
positions of senior administration, including 
department chairs, presidents of universities, and 
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deans (Abdullah Dahlan,2023). This underrepresentation impedes diversity in 

decision-making processes, which impedes 
institutional advancement and innovation in 
addition to reinforcing gender stereotypes. There 
are numerous important ramifications for both 
people and institutions from this lack of 
representation. First, by implying that men are 
better suited for leadership roles, it maintains 
gender inequality and traditional gender 
stereotypes [13] (Abdullah Dahlan 2023). The 
persistence of gender inequality in academia and 
the creation of obstacles for women aspiring to 
leadership positions can result from the 
perpetuation of stereotypes. Additionally, the low 
representation of women in leadership positions 
results in a lack of diverse perspectives at the 
decision-making tables of academic institutions 
[13]. Diversity in leadership is critical to fostering 
innovation, creativity and effective problem 
solving. When leadership teams lack gender 
diversity, they may overlook the unique 
perspectives and experiences that women can 
bring, ultimately limiting the institution's ability to 
address complex challenges and adapt to 
changing circumstances (Abdullah Dahlan 2023). 
Furthermore, the underrepresentation of women 
in leadership positions may be detrimental to the 
atmosphere and culture of the company [12].                          
According to research, diverse leadership teams 
are more likely to build welcoming workplaces 
where all staff members are treated with respect 
and feel appreciated. Academic institutions                
may find it difficult to foster inclusive                      
environments that encourage the full   
participation and engagement of all faculty                
and staff members if there is insufficient 
representation of women in leadership                    
roles [12].  
 
Conclusively, gender equality in higher education 
is hindered greatly by the low number of women 
holding leadership roles in academic                 
institutions (Abdullah Dahlan, (2023), Abd Karim 
& Ramlee [14]. Gender diversity in leadership 
roles, the dismantling of gender stereotypes, and 
the development of inclusive                    
environments that afford women equal 
opportunities for growth and success are all 
necessary to address this issue [12]. Academic 
institutions can enhance the success and well-
being of all members of their community by 
cultivating leadership teams that are inclusive 
and diverse (Abdullah Dahlan, 2023). 
 
Another issue that keeps coming up in academia 
is gender-based pay disparities. Research 

continuously demonstrates that, with respect to 
equivalent roles and qualifications, female faculty 
members are paid less than their male 
colleagues. Implicit bias in wage negotiations, 
occupational segregation, and opaque 
compensation practices are some of the factors 
that contribute to the gender pay gap Burke,           
[15] Stimpson [16]. The financial stability of 
female academics is threatened by these 
injustices, which also serve to maintain wider 
socioeconomic divides. Several factors 
contribute to this gender pay gap, including 
occupational segregation, implicit bias in salary 
negotiations, and a lack of transparency in 
compensation practices. 
 
Occupational segregation refers to the tendency 
for women to be concentrated in lower-paying 
academic fields or positions compared to men 
Burke [15]. While engineering and computer 
science are frequently dominated by men, certain 
disciplines, like the humanities and social 
sciences, have historically had a higher 
proportion of female students and typically pay 
less. Working women in the ICT industry still face 
barriers: in both Malaysia and Indonesia, women 
make up only 10-20% of mid-level managers, 8-
10% of ICT CEOs, and senior division leadership 
positions. They are concentrated in subordinate 
positions [17]. In the US, for instance, males are 
more likely to work in doctorate programs and 
somewhat more likely to work in master's or 
bachelor's degree-granting institutions, while 
female faculty members are more likely to work 
in two-year associate degree programs [18]. The 
structural disparities that exist in academic fields 
may therefore result in women having lower 
earning potential. 
 

In conclusion, eliminating gender pay gaps is 
critical to advancing gender equality and creating 
inclusive learning environments in academic 
settings. Academic institutions must proactively 
address occupational segregation, reduce 
implicit bias in wage negotiations, and improve 
the transparency of wage practices.                       
Academic institutions can take steps to                       
close the gender pay gap and advance                   
gender equality in academia and beyond by 
ensuring that all faculty members, regardless of                    
gender, receive fair compensation. 
 

Aside from representation and pay equity 
concerns, women in science face the challenge 
of achieving a fulfilling work-life balance [12]. 
Women can find it particularly difficult to balance 
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the demands of an academic career with caring 
responsibilities, which can lead to higher turnover 
rates and slower career advancement [16]. Work 
conflicts are often exacerbated by the demands 
of long working hours, constant availability and 
the need to carry out research and teaching 
tasks. These factors have a negative impact on 
job satisfaction and overall well-being [18].  
 
The balancing act between professional 
responsibility and care responsibilities is one of 
the biggest challenges for women in science. 
Women are often expected to work in addition to 
their academic responsibilities, such as:  child 
and elderly care, also carry out traditional care 
tasks [16] Park & Park Ozee [18]. Because of the 
demanding demands of this responsibility, which 
can be particularly stressful, women must invest 
significant time and energy in both aspects of 
their lives. 
 
Women may face higher turnover rates and 
slower career progression compared to their 
male colleagues in academia, highly correlated 
with dissatisfaction over research support, 
advancement opportunities, and free expression 
of ideas [19]. Some women choose to leave 
academia altogether, while others choose part-
time or permanent positions because they find it 
difficult to fully dedicate themselves to their 
academic careers while balancing work and 
caring responsibilities (Kear & Acuna, 2023). 
Academic culture, characterized by long working 
hours, around-the-clock availability, and stressful 
environments, also exacerbates work-life 
conflicts for women [16]. Women may not have 
much time to focus on their personal lives and 
well-being as they face pressure to maintain a 
demanding research agenda, publish frequently, 
and perform well in teaching and service roles.  
 
This imbalance can result in feelings of tension, 
exhaustion, and job dissatisfaction. To support 
women in finding a healthy work-life balance and 
addressing these issues, systematic adjustments 
within academic institutions are needed [12]. 
Women can manage their personal and 
professional commitments more effectively             
by adopting practices and policies that                  
encourage flexibility, such as parental leave 
policies, flexible work schedules and the ability to 
telework.  
 
One way to reduce the pressure to prioritize work 
over personal life is to foster a culture that values 
work-life balance and recognizes the diverse 
needs [16]. Finally, women in academia have 

great difficulty achieving a satisfactory work-life 
balance given the demands of their academic 
careers and caring responsibilities [12]. To help 
women overcome these obstacles and create              
an environment in which they can thrive                           
both personally and professionally, academic 
institutions must take the initiative.                           
Academia can retain talented female faculty 
members and create an inclusive and                 
equitable academic environment for all by 
fostering understanding, flexibility, and support 
[18]. 
 
Addressing these issues requires a multimodal 
strategy that includes policy interventions, 
institutional support and cultural changes [11]. 
Academic institutions must implement and 
enforce policies that promote gender                   
equality, such as open pay structures, family-
friendly policies, and initiatives to increase the 
number of women in leadership positions (Eddy, 
Ward & Kwaja, 2017). Creating an inclusive, 
courteous, and encouraging culture is also 
necessary to create an environment where 
women feel valued and empowered to thrive [12]. 
These include initiatives such as diversity 
education, mentoring programs for female faculty 
members, and implicit bias awareness 
campaigns. 
 
Implementing policies to promote gender equity 
in academic institutions is a critical part of this 
strategy. To reduce the gender pay gap, these 
measures could be implemented. They could 
also support teachers in caring for family 
members by offering flexible working hours and 
parental leave. Finally, it could also be about 
launching campaigns to increase the proportion 
of women in leadership positions. Academic 
institutions can create fairer opportunities for 
women to advance and succeed in their careers 
by taking proactive steps to eliminate systemic 
barriers and biases. 
 

Fostering an inclusive, respectful, and supportive 
culture, alongside implementing policy changes, 
is critical to building a workplace where women 
feel valued and empowered [12]. For example, 
diversity training and implicit bias                 
awareness programs can be used to raise                          
awareness of diversity and inclusion issues. 
Academic institutions can foster a more            
inclusive environment in which all faculty                         
members, regardless of gender, feel                     
respected and supported by addressing 
stereotypes and bringing unconscious biases to 
light [20]. 
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Additionally, mentoring programs designed 
specifically for female faculty members can 
provide invaluable support and guidance in 
overcoming academic obstacles and                     
developing their careers [21]. In addition to 
networking opportunities and sharing 
experiences, mentors can provide women with 
the guidance and confidence they need to 
succeed in leadership positions and                  
overcome obstacles to their career development 
[21].   
 
Finally, addressing the barriers women face in 
higher education requires a multidimensional 
strategy that includes institutional support, policy 
changes, and cultural shifts [12].                     
Academic institutions can create circumstances 
in which female faculty members feel valued, 
empowered, and able to succeed in their careers 
by adopting gender-responsive policies, fostering 
an inclusive and supportive culture, and 
providing mentoring opportunities [20]. In 
academia, a more inclusive and equitable 
learning environment can be created for all 
students, and through coordinated efforts, 
gender equity can be achieved. 
 
Academic institutions can make the work 
environment more equitable and welcoming for 
all faculty members by emphasizing gender 
equality and taking proactive steps to address 
structural barriers. By promoting diverse 
viewpoints, cutting-edge research, and inclusive 
teaching methods, supporting women in science 
not only improves their well-being and sense of 
fulfilment in the workplace, but also strengthens 
the value and impact of higher education overall. 
Ultimately, funding the institutional support of 
female faculty members serves the academic 
community as a whole and the goal of higher 
education. 

 
3. METHODOLOGY 
 
This study is a study that uses qualitative 
methods to answer the research questions. 
Qualitative methods are used because they are 
consistent with the concept of conceptual 
research, which is to develop an initial 
understanding through a second data content 
analysis. Content analysis can help researchers 
develop an initial understanding of the research 
being conducted and can then serve as a guide 
for more in-depth research.  

 

The second data  was obtained through studies 
by previous researchers, library studies,               
gender equality guidelines and researchers' 

diaries. 

 
 

Fig. 1. Research methodology phase 

 
4. RESULTS AND DISCUSSION 
 

The purpose of this paper is to explore the 
challenges and prospects of achieving gender 
equality in the higher education workforce. 
Despite significant strides in recent decades, 
gender disparities persist in leadership  positions 
across various industries globally. Thus, by 
examining existing literature, this paper aims to 
provide insights into the current state of gender 
equality in the higher education workforce, 
analysing key challenges that hinder progress, 
detecting potential reasons and propose 
recommendations for fostering more inclusive 
workplaces.  
 

Gender inequality remains a pervasive issue in 
higher education institutions worldwide, affecting 
not only academic staff but also students’ 
experiences and opportunities. While numerous 
initiatives and policies have been implemented to 
address this issue, challenges persist. Often 
people misunderstood the terms of gender 
equality, by perceiving the stereotypes of a 
person’s capacity in executing a job or task by 
placing the weightage on the difficulties or high-
risk task execution.  
 

However, in present study the term of gender 
equality is focusing on cerebral equality of a 
person on his or her ability to complete tasks. 
Many studies indicate that while there has been 
some progress in increasing the representation 
of women in higher education workforce, 
disparities persist, coined by Adam, S & Funk, P. 
[22-24]. Factors such as the gender pay gap, 
stereotypes, limited career development 
opportunities, and challenges with work-life 
balance continue to hinder women's progress 
into leadership roles within the higher education 
sector [22,25,26]. Furthermore, organizational 
cultures that prioritize masculine leadership traits 
and norms exacerbate these obstacles, even 
within the higher education workforce.  
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Rastrygina and Ivanenko [2] advocate for a 
pedagogy of freedom to promote gender equality 
within Ukrainian educational institutions. Their 
research underscores the significance of creating 
an inclusive and empowering atmosphere               
where individuals feel encouraged to challenge 
conventional gender norms and roles. 
Conversely, Dunne et al. [8] present an 
examination of the Irish national strategy 
concerning gender equality in higher education, 
with a specific focus on STEM disciplines. Their 
analysis delineates advancements achieved, 
obstacles encountered, and the essential              
role of intersectionality in tackling gender 
discrepancies.  
 
The analysis indicates that despite endeavours 
by organizations to foster diversity and 
inclusivity, systemic obstacles persist in 
numerous workplaces. Both studies [2] 
emphasize the importance of holistic strategies 
for achieving gender equality, which should 
encompass policy frameworks, institutional 
practices, and cultural transformations.  
 
In Ukraine, emphasis on pedagogical freedom 
within higher education indicates a requirement 
for transformative learning that extends beyond 
addressing gender biases. It aims to empower 
individuals to assert their rights and confront 
systemic inequalities. Conversely, the Irish 
national strategy stresses targeted interventions 
and institutional responsibility in                     
advancing gender equity, notably within STEM 
fields where women continue to be 
underrepresented. Similarly, in the Malaysian 
context, women's participation in academic roles                     
within STEM disciplines, particularly in non-
engineering institutions, lags that of male 
academics.  
 
On the other hand, a study conducted by Smith 
and Smith [27] highlights how factors such as 
race, class, and age intersect with gender to 
compound the challenges faced by women in 
accessing leadership positions. Women from 
marginalized backgrounds often encounter 
additional barriers and face greater obstacles in 
breaking through the glass ceiling                        
focusing on female managers within the UK retail 
sector. 
 
Comparative analysis with prior research 
validates the continued presence of gender 
disparities in both higher education workforce 
and the retail sector. Although there have been 

advancements, the pace of change remains 
sluggish, underscoring the necessity for targeted 
interventions and systemic reforms to tackle 
underlying inequalities. Consequently, the 
examination of articles [2,8] underscores the 
multifaceted nature of gender equality in higher 
education and advocates for nuanced, context-
specific approaches to address this intricate 
issue. Drawing insights from experiences in 
Ukraine and Ireland, stakeholders in                    
higher education can gain a deeper 
understanding of the challenges and 
opportunities associated with implementing 
gender equality strategies, thereby striving to 
cultivate inclusive academic environments for all 
individuals.  
 
An identified limitation in current research is the 
absence of intersectional analysis, neglecting to 
acknowledge the distinct obstacles encountered 
by women. Despite considerable endeavors to 
advance gender equality in higher education, 
numerous hurdles endure, impeding the journey 
toward genuine parity in the workforce. In the 
current study, researchers delve into the 
constraints identified in the execution of gender 
equality strategies in Ukraine and Ireland, as 
documented by Rastrygina & Inanenko [2] and 
Dunne et al. [8]. 
 

A study conducted by Rastrygina and Ivanenko 
[2] highlighted several limitations in the 
implementation of a pedagogy of freedom to 
promote gender equality in Ukrainian educational 
institutions. These include cultural resistance to 
gender equality initiatives, inadequate 
institutional support, and the persistence of 
patriarchal norms and values within academia. 
Additionally, the author's perspective is highly 
synced with Malaysian academia context 
especially for the private sector's higher 
education workforce [28].  
 

The enduring underrepresentation of women in 
higher education not only sustains gender 
inequality but also impedes organizational 
effectiveness and creativity. Identifying and 
tackling these constraints is vital for progressing 
gender equality in higher education. Initiatives 
ought to concentrate on crafting thorough, 
intersectional approaches that tackle the 
underlying reasons for gender discrepancies and 
nurture an environment of inclusivity and fairness 
within academic establishments. Furthermore, 
continuous dedication from policymakers, 
institutional heads, and stakeholders is 
imperative to surmount these obstacles and 
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facilitate significant strides toward gender 
balance in the higher education workforce [29].  
 

In a nutshell, attaining gender equality in 
management necessitates a comprehensive 
strategy that tackles both personal and systemic 
obstacles. Companies need to adopt unbiased 
recruitment and advancement policies, offer 
mentorship and leadership training                          
programs designed for women, and                    
cultivate inclusive environments that appreciate 
various leadership approaches. Additionally, 
policymakers and stakeholders should                  
push for legislative changes and industry-wide 
efforts to encourage gender balance in 
leadership roles.  
 

It is important to acknowledge the limitations of 
this study, including the reliance on existing 
literature and potential biases in data collection 
methods. Future research should aim to 
incorporate intersectional perspectives and 
longitudinal data analysis to gain a more 
comprehensive understanding of the dynamics of 
gender inequality in the higher education 
workforce.  
 

5. CONCLUSION 
 

Gender equality in the Higher Education 
workforce shows that efforts to empower women 
in the employment sector face patriarchal values 
and cultures that are still thick, especially 
involving the sector of Higher Education 
Institutions (HEI). Society still considers women 
in the employment sector as a support group 
only and does not recognize them as individuals 
who help in development aimed at achieving 
national achievements. Despite various efforts by 
organizations and even the Government by 
creating Women's Day, Workers' Day and so on, 
the stereotype of employment according to 
gender lines is still thick in society.  
 

Perceptions about the difference in women's 
ability to become leaders need to be eliminated 
because it will prevent women from developing in 
their careers. Past studies have found that there 
is a significant relationship between gender 
equality and well-being. Equal opportunities and 
treatment can reduce stereotypes, prejudice and 
create a more conducive atmosphere that helps 
improve well-being for both men and women. 
Thus, gender equality is important to build a 
more just and viable world regardless of their 
gender. Gender equality ultimately needs to be 
seen as a human right that needs to be valued 
and fought for. 
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