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Abstract 
Women’s participation in university management is 

increasingly recognised as important to gender 

equality and institutional effectiveness. Yet women 

remain underrepresented in senior management 

positions in universities, including in Uganda, raising 

questions about their role in attaining institutional 

goals and the conditions that shape their involvement. 

This theoretical perspective paper examines 

theoretical perspectives explaining the role of women 

in university management and institutional goal 

attainment in Uganda. Drawing on relevant gender, 

management, leadership, and organizational theories, 

and situated within Sustainable Development Goal 5 

and its relationship with SDG 4, the paper explores 

how women’s participation in university 

management can contribute to the attainment of 

institutional goals through decision-making, 

planning, coordination, resource management, 

supervision, policy implementation, collaboration, 

innovation, and support for staff and students. It 

further examines institutional, gender, and socio-

cultural factors that may facilitate or constrain 

women’s contributions to university management 

and institutional goal attainment. Through a critical 

synthesis and integration of theoretical perspectives, 

the paper proposes a conceptual understanding of the 

relationship between women’s university 

management, leadership practices, and institutional 

goal attainment in Uganda. The paper argues that 

women’s meaningful participation in university 

management can support institutional effectiveness 

when enabled by inclusive organizational structures, 

supportive institutional policies, and gender-

responsive management practices. The paper 

contributes a contextualized theoretical perspective 

for understanding the role of women in university 

management and its relationship with institutional 

goal attainment in Ugandan universities. 
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I. Introduction 
University management plays a critical role 

in the effectiveness, development, and sustainability 

of higher education institutions (Alsayrayreh, 2025). 

Universities pursue multiple institutional goals, 

including quality teaching and learning, research and 

innovation, human resource development, 

community engagement, effective administration, 

and contribution to national development 

(Chaudhary et al., 2025). In addition to institutional 

policies and financial resources, achieving these 

objectives also depends on individuals in charge of 

planning, decision-making, coordination, resource 

management, supervision, policy execution, and 

organizational development (Tavo & Rasmus, 2024). 

Therefore, women's involvement in university 

administration is important for both gender equality 

and comprehending how management methods and 

composition may support the achievement of 

institutional goals (Mahmoud, 2024). 

Globally, women’s participation in higher 

education has expanded considerably as students, 

academics, administrators, and managers (United 

Nations, 2023). Nevertheless, women remain 

underrepresented in many senior university 

management positions (Sun & Liu, 2026). This 

disparity reflects historical and organisational 

arrangements that have shaped access to education, 

professional advancement, authority, and decision-

making (Aciro Can et al., 2026). Universities have 

grown up in societies where women have historically 

been disproportionately linked to household and 

caregiving duties and men have frequently been 

associated with senior power (Aciro Can et al., 2026). 

Gender discrepancies in university administration 

continue despite challenges from women's rights 

organizations, gender-equality measures, increasing 

educational attainment, and institutional reforms 

(Rosa & Clavero, 2022). 

The significance of women’s participation 

extends beyond numerical representation. University 

managers influence strategic planning, decision-

making, resource allocation, staff development, 

policy implementation, student support, quality 
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assurance, and organisational development (Hora, 

2014). Women in management therefore participate 

in processes through which institutional objectives 

are defined and pursued (Ćurčić, 2025). Therefore, 

the crucial question is not just whether or not women 

hold managerial roles, but also whether or not they 

have real opportunity to exercise authority, influence 

choices, mobilize resources, and contribute to 

organizational development. 

Several theoretical perspectives help 

explain this relationship. Gendered Organization 

Theory, developed by (Acker, 1990), challenges the 

assumption that organisations are gender-neutral and 

argues that gender is embedded in organisational 

structures, practices, interactions, and underlying 

organisational logic. The theory is useful for 

examining how institutional arrangements may shape 

women’s access to authority, advancement, and 

decision-making positions (Cook & Glass, 2014). 

Feminist Institutionalism complements this 

perspective by focusing on how formal rules interact 

with informal norms, practices, and power relations 

that may reproduce or challenge gender inequalities 

(Holmes, 2020). Together, these perspectives provide 

a basis for understanding the institutional conditions 

that facilitate or constrain women’s participation in 

university management. 

Access to management roles, however, does 

not always equate to meaningful involvement 

(Westen & Graça, 2026). Sen's Capability Approach 

makes a distinction between formal opportunities and 

the substantive freedoms people have to turn such 

possibilities into worthwhile accomplishments 

(Schweiger, 2025). When this viewpoint is applied to 

university administration, it highlights whether or not 

women actually have access to organizational 

resources, professional networks, institutional 

support, decision-making, and possibilities to 

perform managerial duties. Therefore, merely placing 

women in managerial roles does not ensure that they 

will have a significant impact or contribute to the 

objectives of the organization. 

Hambrick and Mason's Upper Echelons 

Theory (1984) provides more insight into the 

relationship between management composition and 

organizational performance (Abatecola & Cristofaro, 

2018). According to the hypothesis, senior decision-

makers' traits, experiences, attitudes, and cognitive 

orientations have an impact on organizational 

outcomes (Hambrick, D. and Mason, P. ,1984). 

Therefore, the experiences and viewpoints 

represented in strategic decision-making may be 

expanded by women's involvement in senior 

university management. This viewpoint emphasizes 

how senior management's makeup and experiences 

may affect institutional priorities and strategic 

choices when involvement is important, rather than 

implying that women are intrinsically better or 

different decision makers due to their gender. 

Transformational Leadership Theory, 

linked to Burns (1978) and Bass (1985), offers an 

alternative viewpoint. The theory outlines how 

actions like creating a common goal, inspiring 

employees, fostering creativity, assisting with 

professional growth, and promoting organizational 

change can affect how an organization operates (Ali, 

2026). The usage of transformational leadership in 

this essay does not imply that women are naturally 

transformational or that management and leadership 

are interchangeable (Silva & Mendis, 2017). Rather, 

it clarifies how certain leadership techniques can help 

women managers impact employees, organizational 

procedures, innovation, and institutional growth. 

Because African universities function 

within social, cultural, institutional, and economic 

contexts that influence access to positions of 

authority and administration, these theoretical 

viewpoints are especially pertinent to higher 

education in the continent (Woldegiorgis & 

Doevenspeck, 2013). Expectations regarding 

women's responsibilities, career growth, power, and 

involvement in decision-making may be influenced 

by gender stereotypes (Tabassum & Nayak, 2021). 

Access to senior management roles, organizational 

resources, and professional networks may be 

impacted by such norms (Zogjani & Raçi, 2015). At 

the same time, new opportunities for women's 

engagement have been made possible by rising 

educational attainment, women's movements, 

gender-responsive legislation, and institutional 

reforms (Prasad & -, 2025). It is crucial to look at 

both women's access to management and the 

circumstances in which their involvement becomes 

significant because of the coexistence of increased 

opportunities and enduring barriers. 

These larger trends are reflected in Uganda. 

Through national regulations, international pledges, 

and programs targeted at boosting women's 

involvement in decision-making, the nation has 

shown its dedication to gender equality (Wemesa, 

2026). Efforts to promote gender equality and 

women's empowerment are reflected in the Uganda 

National Gender Policy and pledges linked to 

international frameworks like the Beijing Declaration 

and Platform for Action (Uganda National Priority 

Gender Equality Indicators Report 2025, 2025). 

Gender-related policies, procedures, and initiatives in 

higher education have also aimed to encourage more 

equal involvement in administrative and academic 

activities (Nkosi & Maphalala, 2025). Formal 
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pledges, however, do not often ensure equal 

involvement in university administration. Therefore, 

it is still crucial to distinguish between official access 

and substantive involvement in order to comprehend 

women's responsibilities in Ugandan institutions. 

Despite these advancements, a more 

comprehensive theoretical explanation of the 

potential relationship between women's involvement 

in university administration and the achievement of 

institutional goals in Uganda is still required (Aciro 

Can et al., 2026). Women's representation, career 

advancement obstacles, institutional support, and 

experiences in higher education administration have 

all been studied in the literature (Khan et al., 2025). 

These domains, however, are not always linked to the 

organizational procedures that are used to achieve 

institutional objectives. The ways in which gendered 

organizational structures and institutional 

arrangements interact with women's substantive 

capabilities, participation in senior decision-making, 

and management and leadership practices to shape 

potential contributions to institutional goals have 

received particular attention (Galsanjigmed & 

Sekiguchi, 2026). By addressing this disparity, the 

focus of the conversation is shifted from 

representation alone to the mechanisms and 

circumstances that could make women's involvement 

organizationally significant (Charles & Ibrahim, 

2025). 

The Sustainable Development Goals 

(SDGs) of the United Nations, including SDG 4 on 

high-quality education and SDG 5 on gender 

equality, are also connected to this problem (Kangwa 

et al., 2026). SDG 4 encourages inclusive and 

equitable high-quality education, whereas SDG 5 

emphasizes women's full and effective involvement 

and equal chances for leadership and decision-

making (Abrar et al., 2025). These aims overlap in 

higher education because institutions must 

effectively pursue educational, scientific, 

developmental, and societal goals while encouraging 

gender-responsive engagement (Aciro Can et al., 

2026). Thus, it is possible to place women's 

involvement in university administration within the 

larger framework of gender equality and efficient 

higher education governance. 

Against this background, this paper 

examines the role of women in university 

management in attaining institutional goals in 

Uganda from a theoretical perspective. Specifically, 

it examines theoretical perspectives explaining the 

relationship between women’s participation in 

university management and institutional goal 

attainment; explores how women’s participation may 

contribute to institutional goals; examines 

institutional, gender, and socio-cultural factors that 

may facilitate or constrain such contributions; and 

proposes a conceptual understanding of the 

relationship between women’s university 

management, leadership practices, and institutional 

goal attainment. By bringing together Gendered 

Organization Theory, Feminist Institutionalism, the 

Capability Approach, Upper Echelons Theory, and 

Transformational Leadership Theory as 

complementary perspectives, the paper develops a 

theoretically grounded understanding of the 

conditions and processes through which women’s 

participation in university management may 

contribute to institutional goal attainment in Ugandan 

universities. 

 

1.1. Conceptualising Women in University 

Management 

In this paper, "women in university 

management" refers to women who hold middle- and 

senior-level positions involving formal authority, 

decision-making, personnel and resource 

coordination, policy implementation, and 

accountability for institutional priorities and 

activities. Depending on each university's 

governance structure, these roles could include vice-

chancellors, deputy vice-chancellors, university 

secretaries, academic registrars, principals, deputy 

principals, deans, directors, and department heads. 

The idea goes beyond the number of women in 

management roles to include the substantive aspects 

of their involvement, such as their capacity to 

exercise managerial authority, have an impact on 

decisions, organize institutional activities, and help 

achieve institutional objectives. Women's 

involvement in university administration is therefore 

viewed in terms of both representation and significant 

engagement in management procedures. 

 

II. Theoretical Perspectives 
The role of women in university 

management and institutional goal attainment can be 

examined through complementary theoretical 

perspectives. This paper draws primarily on 

Gendered Organization Theory, Feminist 

Institutionalism, the Capability Approach, and Upper 

Echelons Theory, with Transformational Leadership 

Theory providing a supporting perspective on 

management and leadership practices. Together, 

these theories explain how organizational structures, 

institutional norms, substantive opportunities, 

strategic decision-making, and management 

practices shape women’s participation and potential 

contribution to institutional goals. 
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Gendered Organization Theory, developed 

by Joan Acker, (1990), provides a foundational lens 

for explaining how gender is embedded in 

organizational structures, processes, and everyday 

practices. Acker challenges the assumption that 

organizations are gender-neutral, arguing that gender 

is produced and reproduced through the division of 

labour, organizational symbols and images, patterns 

of interaction, individual identities, and 

organizational logic (Acker, 1990). From this 

perspective, structures that appear objective, such as 

recruitment and promotion procedures, career 

systems, performance evaluations, job expectations, 

and organizational hierarchies, may reflect 

historically established assumptions about gender, 

work, authority, and competence, thereby creating 

unequal opportunities for women and men (Aciro 

Can et al., 2026). The theory is particularly relevant 

to university management because universities are 

hierarchical and bureaucratic institutions in which 

formal rules and informal practices shape access to 

management positions, authority, resources, and 

decision-making (Aciro Can et al., 2026). It therefore 

shifts attention from women's numerical 

representation to whether organizational 

arrangements enable women to participate 

meaningfully and exercise managerial authority. Its 

focus on structural limitations, however, overlooks 

human agency and the ways in which women can 

negotiate or contest gendered relationships (Acker, 

1990). The structural aspect of women's involvement 

in university administration is explained in this paper 

by Gendered Organization Theory, which contends 

that whether or not organizational structures and 

practices allow or restrict access to authority, 

resources, decision-making, and opportunities to 

influence institutional processes affects women's 

capacity to carry out managerial responsibilities and 

contribute to institutional goals. 

Feminist Institutionalism provides a 

complementary lens for explaining how formal 

institutional rules interact with informal norms, 

practices, and power relations to shape gendered 

outcomes (Waylen, 2026). It challenges the 

assumption that institutions are gender-neutral, 

emphasizing that historically embedded rules and 

power relations may reproduce or challenge 

inequalities between women and men (Mackay et al., 

2010). A key contribution of the perspective is its 

distinction between formal rules and the informal 

norms through which they are interpreted and 

implemented (Fiori, 2018). Because corporate 

cultures, unofficial networks, customs, and 

established patterns of power may continue to limit 

women's access to influence and decision-making, 

the existence of gender-equality policies does not 

always guaranty real equality (Son Hing et al., 2023). 

The viewpoint is helpful for analyzing how 

institutional cultures, gender policies, recruiting and 

promotion practices, informal expectations, and 

governance arrangements affect women's 

participation and capacity to exert authority in 

university administration. It specifically clarifies the 

discrepancy between formal access to management 

and substantive participation, whereby women may 

hold management roles but encounter obstacles when 

trying to implement institutional agendas, influence 

strategic decisions, or get resources (Mackay et al., 

2010; Waylen, 2026). Although Feminist 

Institutionalism gives greater attention to 

institutional arrangements than individual managerial 

agency, its integration with the Capability Approach 

and Upper Echelons Theory strengthens the 

explanation of how institutional conditions shape 

women's capacity to exercise authority and influence 

organizational outcomes (Vidal Correa, 2016). For 

this paper, Feminist Institutionalism therefore 

explains the institutional dimension of women's 

participation in university management, showing 

how formal and informal institutional arrangements 

can either enable or constrain their meaningful 

participation and contribution to institutional goal 

attainment. 

The Capability Approach, primarily 

associated with Amartya Sen, provides a perspective 

for examining whether formal opportunities enable 

women to exercise substantive freedom and achieve 

valued outcomes (Sen, 1999, 2009). The approach 

places more emphasis on people's actual 

opportunities and substantive capacities to act than it 

does on formal rights, resources, or opportunities 

(Jacobson, 2016). This distinction is crucial in 

university administration since appointing women to 

management roles does not always ensure that they 

will have the power, resources, institutional support, 

or independence needed to carry out such roles 

successfully. Organizational cultures, informal 

networks, uneven access to resources, family and 

social expectations, and institutional practices that 

limit women's ability to influence choices and carry 

out institutional agendas may coexist with formal 

equality in recruitment or promotion (Aciro Can et 

al., 2026). The Capability Approach therefore shifts 

attention from whether women occupy management 

positions to what they are substantively able to do 

within those positions. It highlights women's ability 

to participate in decision-making, exercise authority, 

access resources and professional networks, develop 

professionally, and convert managerial opportunities 

into actions that support institutional goals (Frediani, 
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2010). However, because capabilities are 

multidimensional and context-dependent, the 

approach provides less direct explanation of senior 

management decision-making and specific 

managerial behaviours. These dimensions are 

addressed by its integration with Upper Echelons 

Theory and Transformational Leadership Theory. 

For this paper, the Capability Approach explains the 

substantive opportunity and agency dimension of 

women's participation, emphasizing that meaningful 

participation and contribution to institutional goal 

attainment depend not merely on formal appointment 

but on the conditions that enable women to exercise 

their managerial capabilities. 

Upper Echelons Theory, developed by 

Hambrick and Mason (1984), explains how the 

characteristics, experiences, values, and cognitive 

orientations of senior managers can influence 

strategic decisions and organizational outcomes 

(Abatecola & Cristofaro, 2020). The theory proposes 

that senior decision-makers interpret organizational 

challenges through their experiences and 

perspectives, which can shape institutional priorities, 

resource allocation, policies, and strategic choices  

(Abatecola & Cristofaro, 2020). This is relevant to 

women's participation in university management 

because senior university managers make decisions 

concerning academic programmes, research, staff 

development, student welfare, partnerships, resource 

allocation, and institutional development. Women's 

meaningful participation in senior management may 

therefore broaden the experiences, knowledge, and 

perspectives represented in strategic decision-

making. The theory does not, however, imply that 

women automatically make different, more inclusive, 

or more effective decisions due to their gender; 

competence, professional experience, organizational 

position, institutional culture, constraints, and actual 

decision-making authority are all factors that affect 

managerial influence. The theory's focus on top 

managers may overlook the gendered institutional 

and organizational contexts in which decisions are 

made (Abatecola & Cristofaro, 2020). Because of 

this, it is enhanced by the Capability Approach, 

Feminist Institutionalism, and Gendered 

Organization Theory. The senior management and 

strategic decision-making dimension in this paper is 

explained by Upper Echelons Theory, which 

demonstrates how women's meaningful involvement 

in senior university management may affect 

institutional priorities, resource allocation, policy 

implementation, and organizational responses, 

thereby creating potential pathways to institutional 

goal attainment. 

Transformational Leadership Theory, 

developed by Burns (1978) and extended by Bass 

(1985), provides a supporting perspective for 

explaining the management and leadership practices 

through which organizational objectives may be 

pursued (Kuhnert & Lewis, 1987). The theory 

emphasizes developing a shared purpose, motivating 

staff, encouraging new ways of thinking, supporting 

individual development, and promoting commitment 

to collective goals (Yasmina, 2026). Bass identified 

four key dimensions: idealized influence, 

inspirational motivation, intellectual stimulation, and 

individualized consideration (Shrestha, 2020). Its 

relevance to this paper lies not in assuming that 

women managers are inherently transformational, but 

in explaining how particular management and 

leadership practices may connect women’s 

participation in university management with 

organizational processes and institutional goal 

attainment. Organizational commitment, learning, 

innovation, and the execution of institutional 

priorities may be strengthened by practices like 

outlining common objectives, inspiring employees, 

fostering creativity, supporting professional 

development, fostering collaboration, and attending 

to staff and student needs (Aciro Can et al., 2026). 

However, organizational structures, institutional 

power dynamics, and contextual limitations may be 

underestimated by the theory's focus on individual 

leaders and their actions (Charles et al., 2025). Thus, 

transformational leadership is viewed here as a 

supporting mechanism that allows women managers 

to impact organizational procedures that are pertinent 

to institutional objectives when given sufficient 

authority and favorable circumstances. While 

acknowledging leadership approaches as one aspect 

of managerial practice rather than as a replacement 

for management, this positioning preserves the 

paper's primary focus on university administration. 

 

2.1 Integration of the Theoretical Perspectives 

The five theoretical perspectives provide 

complementary explanations of how women’s 

participation in university management may relate to 

institutional goal attainment. Gendered Organization 

Theory explains how organizational structures and 

practices shape women’s access to management, 

authority, resources, and decision-making, while 

Feminist Institutionalism highlights how formal 

rules, informal norms, institutional cultures, and 

power relations can facilitate or constrain substantive 

participation (Acker, 1990; Mackay et al., 2010). The 

Capability Approach focuses on women’s 

substantive opportunities, resources, support, and 

agency to exercise managerial authority, whereas 
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Upper Echelons Theory explains how senior 

management composition and experiences may 

influence strategic decision-making and 

organizational outcomes (Abatecola & Cristofaro, 

2018; Jacobson, 2016). Transformational Leadership 

Theory, as a supporting perspective, explains how 

management and leadership practices may translate 

participation and decision-making into 

organizational processes relevant to institutional 

goals (Kuhnert & Lewis, 1987; Shrestha, 2020; 

Yasmina, 2026). Together, these perspectives 

suggest that women’s participation does not 

automatically result in institutional goal attainment 

but operates through interconnected conditions and 

processes: gendered organizational structures and 

institutional arrangements → substantive 

opportunities for participation → meaningful 

participation in university management and decision-

making → management and leadership practices → 

organizational processes → institutional goal 

attainment. The relationship is not linear or 

deterministic, as institutional, gender, and socio-

cultural factors may enable or constrain women’s 

participation, while individual competence, 

professional experience, agency, and access to 

resources may influence their ability to exercise 

managerial authority. Thus, numerical representation 

alone is insufficient; meaningful participation 

depends on women having genuine opportunities to 

influence decisions, access resources, implement 

policies, and perform managerial responsibilities 

(Aciro Can et al., 2026). In Ugandan universities, 

women’s meaningful participation may contribute to 

institutional goals through planning, decision-

making, coordination, resource management, staff 

development, policy implementation, collaboration, 

innovation, and support for staff and students when 

enabling institutional conditions and sufficient 

managerial authority are present (Charles & Ibrahim, 

2025). The theoretical position advanced in this paper 

is that women’s meaningful participation in 

university management can contribute to institutional 

goal attainment when substantive opportunities, 

managerial authority, supportive institutional 

conditions, and effective management and leadership 

practices enable women to influence organizational 

processes and strategic priorities. 

 

2.2 Conceptual framework 

Women in University Management and Institutional Goal Attainment in Uganda 
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The circular framework shows that women 

in university management (explained by Gendered 

Organization Theory, Feminist Institutionalism, and 

Capability Approach) use management practices 

(explained by Transformational Leadership Theory) 

to achieve institutional goals (explained by Upper 

Echelons Theory), while enabling and constraining 

factors influence the entire process. 

 

III. Methods 
This paper adopted a critical theoretical 

literature review approach to examine the role of 

women in university management and institutional 

goal attainment in Uganda (Gheondea-Eladi, 2015). 

Relevant literature was identified through searches of 

Google Scholar, Web of Science, and African 

Journals Online (AJOL) using combinations of 

keywords related to women in university 

management, women’s leadership, gender and higher 

education, institutional goal attainment, and Uganda 

(Paré & Kitsiou, 2017). The review considered peer-

reviewed articles, books, theoretical works, policy 

documents, and relevant reports from institutions 

such as the Ministry of Education and Sports, 

Ministry of Gender, Labour and Social Development, 

and Uganda National Council for Science and 

Technology (UNCST). Sources were selected based 

on their relevance, credibility, and contribution to 

understanding women’s participation in 

management, gendered organizational structures, 

institutional conditions, decision-making, and 

institutional effectiveness. The literature was 

critically examined and thematically synthesized to 

identify key concepts, theoretical assumptions, 

relationships, enabling and constraining factors, and 

areas of conceptual convergence and divergence 

(Jinbao, 2025) . The synthesis informed the 

development of a theoretical argument and 

conceptual framework linking women’s participation 

in university management, management and 

leadership practices, organizational processes, and 

institutional goal attainment, while recognizing the 

influence of institutional, gender, and socio-cultural 

conditions. No primary data were collected and no 

statistical analysis was undertaken. 

 

IV. Findings and discussions 
This section synthesizes the theoretical 

arguments on the role of women in university 

management and the attainment of institutional goals 

in Uganda. It examines women’s representation and 

participation, their contributions through 

management and leadership practices, and the 

institutional, gender, and socio-cultural conditions 

that may facilitate or constrain their meaningful 

contribution to institutional goal attainment. 

 

4.1 Status and Representation of Women in 

University Management in Uganda 

Alongside more general improvements in 

women's access to higher education, professional 

employment, and public decision-making, women's 

involvement in university administration has grown 

in Uganda (Aciro Can et al., 2026). Women are 

typically more prevalent in academic and 

administrative roles than in the highest levels of 

institutional power, despite the fact that 

representation is still uneven across managerial levels 

(Mohajeri et al., 2015). Women have significant 

chances to engage in institutional governance and 

administration in roles including vice-chancellors, 

deputy vice-chancellors, university secretaries, 

academic registrars, principals, deans, directors, and 

department heads (Aciro Can et al., 2026). However, 

representation is not best understood in terms of 

numbers alone. According to Gendered Organization 

Theory, recruitment, promotion, responsibility 

distribution, resource access, and opportunities to 

exercise authority are all influenced by 

organizational structures and practices that affect 

access to management roles (Acker, 1990). In a 

similar vein, feminist institutionalism contends that 

official pledges to gender equality may coexist with 

unofficial customs and practices that limit women's 

power and growth (Holmes, 2020; Prasad & -, 2025). 

Therefore, it is crucial to consider whether women 

hold management roles as well as if they have 

sufficient authority to influence institutional agendas, 

participate in strategic decision-making, and carry 

out organizational policies. awareness the potential 

contribution of women to institutional goal 

attainment in Ugandan institutions requires an 

awareness of the contrast between representation and 

substantive engagement. 

 

4.2 Contributions of Women to Institutional Goal 

Attainment 

Women’s participation in university 

management extends beyond occupying formal 

positions to performing managerial functions through 

which institutional priorities are planned, 

coordinated, implemented, and evaluated. Their 

potential contribution can be considered across 

several interconnected areas of university activity. 

 

4.2.1. Strategic Leadership, Institutional 

Development and Goal Attainment 

Through strategic planning, policy 

execution, resource management, organizational 
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transformation, coordination of institutional 

activities, and monitoring of institutional priorities, 

women managers support institutional development. 

Their involvement in senior management can 

contribute new insights and experiences to strategic 

conversations about partnerships, infrastructure, staff 

development, academic programs, budget allocation, 

and institutional expansion. By arguing that senior 

managers' traits and experiences might affect 

organizational priorities and strategic decisions, 

Upper Echelons Theory offers a helpful 

explanation(Abatecola & Cristofaro, 2018). But the 

presence of women does not always result in better or 

different choices. Their ability to make decisions, 

their institutional standing, their professional skill, 

and their access to organizational resources all affect 

their impact. Planning, coordination, policy 

implementation, and institutional responsiveness can 

all be strengthened by women in administrative 

positions with significant responsibility, which helps 

universities achieve their goals. 

 

4.2.2. Teaching, Learning and Academic Quality 

Through curriculum development, 

academic planning, quality assurance, supervision, 

staff assistance, and the execution of policies targeted 

at enhancing educational provision, women in 

university administration can contribute to teaching 

and learning. The Capability Approach (Sen, 1999, 

2009, (Schweiger, 2025) offers a helpful perspective 

for comprehending how managerial choices might 

generate significant chances for academic personnel 

and pupils to grow as individuals and accomplish 

important learning objectives. Women managers may 

enhance academic performance and teaching quality 

through efficient program coordination, standard 

monitoring, professional development, and 

encouraging learning settings. The Transformational 

Leadership Theory (Burns, 1978; Bass, 1985, as cited 

in (Ali, 2026) goes on to explain how innovative 

methods, professional development, intellectual 

stimulation, and staff motivation can improve 

teaching and learning. 

But women's gender shouldn't be the only factor in 

these contributions. Instead, they rely on the duties, 

knowledge, power, and management techniques used 

in supportive institutional settings. Therefore, when 

women have the power and resources to affect 

teaching, staff development, and academic 

procedures, their involvement in university 

administration may promote academic quality. 

 

 

 

4.2.3. Research, Innovation and Knowledge 

Production 

Research leadership, knowledge generation, 

research collaboration, innovation, and building 

institutional research capacity are other ways that 

women managers can support institutional 

objectives. Research priorities, academic 

collaboration, postgraduate research, publication, 

and interaction with outside research partners can all 

be aided by their participation in research planning 

and management. Women's involvement in positions 

of decision-making may also promote more 

involvement in the creation of information and raise 

awareness of issues that have traditionally received 

little institutional attention. From the standpoint of 

the Upper Echelons, institutional goals for research 

and innovation may be influenced by the experiences 

and viewpoints of top management (Hambrick, D. 

and Mason, P. ,1984) . However, the degree of this 

contribution is contingent upon institutional support, 

decision-making authority, funds, time, networks, 

and research resources. 

 

4.2.4. Staff Development, Mentoring and 

Professional Growth 

Through staff development, career 

promotion, professional assistance, capacity 

building, teamwork, and mentoring, women in 

leadership positions may enhance institutional 

effectiveness. Managers have an impact on how 

employees carry out their duties, grow 

professionally, and work together to achieve 

institutional goals. Staff capability and organizational 

commitment can be strengthened through practices 

like career advancement assistance, professional 

development, constructive criticism, delegating, 

acknowledgment, and mentorship. These processes 

are explained by Transformational Leadership 

Theory, which emphasizes professional 

development, shared purpose, individual 

consideration, and motivation (Ali, 2026). However, 

these behaviors shouldn't be viewed as innately 

feminine traits. The managerial techniques used, as 

well as the power and resources at managers' 

disposal, determine their contribution. 

 

4.2.5. Student Development, Inclusion and 

Welfare 

Through academic support, mentoring, 

welfare programs, inclusive practices, student 

representation, and the construction of encouraging 

learning environments, female managers may help 

students grow. Because it highlights the significant 

opportunities people have to engage, grow, and 

accomplish worthwhile goals, the Capability 
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Approach is especially pertinent (Sen, 1999, 2009 as 

cited in Jacobson, 2016). When applied to university 

administration, this viewpoint implies that female 

administrators can make a positive impact by 

fostering institutional environments that increase 

students' chances for education, involvement, 

inclusion, and personal growth. Students' educational 

experiences, retention, and success can consequently 

be impacted by decisions made about student 

services, academic assistance, welfare, and gender 

responsiveness. According to the Upper Echelons 

Theory, institutional objectives and responses to 

student demands may be influenced by the 

experiences and viewpoints of top management 

(Hambrick, D. and Mason, P. ,1984). However, 

because of their gender, women shouldn't be 

presumed to be more receptive to students. Instead, 

women's experiences and viewpoints may broaden 

institutional discussions and enhance attention to 

various student needs when they have significant 

responsibility in decision-making. Therefore, by 

promoting student welfare, inclusiveness, retention, 

and academic performance, women's involvement in 

management may assist institutional goals. 

 

4.2.6. Participatory Governance and Institutional 

Decision-Making 

The diversity of viewpoints reflected in 

institutional decision-making can be strengthened by 

women's involvement in university councils, boards, 

committees, academic bodies, and other governance 

institutions. Women have the chance to have an 

impact on institutional development, staff issues, 

student problems, academic priorities, policies, and 

resource allocation through meaningful participation. 

The significance of both official access to decision-

making mechanisms and the unofficial channels used 

to exert influence is emphasized by feminist 

institutionalism (Prasad & -, 2025). In a similar vein, 

the Capability Approach highlights whether or not 

women in formal roles have the resources and 

substantive freedom required to engage successfully 

(Jacobson, 2016). Therefore, genuine opportunities 

to speak, influence choices, exercise authority, and 

take part in the implementation of institutional 

agendas are necessary for effective representation, 

which goes beyond simply being a member of 

decision-making bodies. 

 

4.2.7. Community Engagement and Social 

Responsibility 

Through partnerships, outreach programs, 

professional services, social initiatives, gender-

responsive activities, and cooperation with local and 

governmental groups, women in university 

administration can support community participation. 

A helpful lens for comprehending how universities 

may increase possibilities and capacities within 

communities through education, information sharing, 

social inclusion, and human development is the 

Capability Approach (Sen, 1999, 2009(Jacobson, 

2016), Initiatives that link academic expertise with 

community needs, especially in areas like education, 

gender equality, social inclusion, and human 

development, may thus be supported by women 

managers. The experiences and viewpoints of senior 

management may also have an impact on institutional 

priorities and choices regarding social responsibility 

and community involvement, according to Upper 

Echelons Theory (Hambrick & Mason, 1984). 

Women's contributions, however, rely on their 

administrative power, institutional priorities, 

resources, and chances for external participation; 

they should not be only attributed to their gender. 

Women's management positions may improve 

universities' interactions with communities and 

support more general institutional and national 

development objectives when they actively 

participate in decision-making. 

 

4.3  From Women’s Management to Institutional 

Goal Attainment 

The discussion above shows that the 

organizational mechanisms that link management 

involvement with institutional achievements should 

be used to understand women's contribution to 

university goals. Women's involvement in 

management → management and leadership 

practices → organizational procedures → 

institutional goal fulfillment is one way to articulate 

the theoretical relationship. Planning, decision-

making, coordination, resource management, staff 

development, policy implementation, collaboration, 

innovation, and student assistance are all made 

possible by women's involvement (Bhujangarao, 

2023). Improved teaching and learning, research 

productivity, staff performance, student 

development, efficient governance, community 

engagement, and institutional development are some 

of the results that these managerial procedures may 

subsequently contribute to. While Transformational 

Leadership Theory offers a supporting explanation of 

how managerial practices may impact motivation, 

innovation, professional development, collaboration, 

and organizational change, Upper Echelons Theory 

aids in explaining the relationship between 

involvement in senior management and strategic 

decisions (Suryadi et al., 2024). According to the 

Capability Approach, these results are contingent 

upon women being given significant opportunities to 
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exercise power and transform formal managerial 

positions into significant organizational activity 

(White et al., 2016). Therefore, rather than being a 

direct or automatic indicator of organizational 

effectiveness, women's participation should be 

viewed as a possible contributor to the achievement 

of institutional goals. 

 

4.4 Factors Enabling or Constraining Women's 

Contributions 

Women’s ability to contribute to 

institutional goals is shaped by the organizational and 

social conditions within which university 

management occurs. Appointment to a management 

position does not necessarily guarantee equal 

authority, access to resources, or influence over 

institutional decisions. The following factors may 

therefore facilitate or constrain women’s substantive 

participation. 

 

4.4.1. Institutional and Structural Factors 

Women's opportunities to exercise power 

can be influenced by organizational procedures, 

decision-making frameworks, task distribution, 

recruiting and promotion processes, institutional 

hierarchies, and managerial resource access. 

According to gendered organization theory, 

seemingly neutral organizational structures may 

perpetuate inequality if they are founded on long-

standing presumptions about power and labor (Acker, 

1990). Therefore, women's participation can be 

strengthened via transparent processes, fair 

promotion systems, suitable workloads, and 

unambiguous managerial authority. 

 

4.4.2. Gender Stereotypes and Socio-Cultural 

Expectations 

The way that women managers are viewed 

and treated can be influenced by gender 

preconceptions about their competence, authority, 

aggressiveness, and fitness for management. 

According to Gendered Organization Theory (Acker, 

1990), these presumptions can permeate 

organizational procedures and expectations, 

influencing views of competence, authority, 

leadership, and career development. As a result, even 

when they have the necessary training and 

experience, women may find opposition to their 

authority or be subject to more examination of their 

managing skills. Additionally, feminist 

institutionalism (Krook & Mackay, 2010; Mackay, 

Kenny, & Chappell, 2010) emphasizes how official 

gender-equality laws can coexist with socially 

constructed expectations and informal norms. 

Expectations that women should take on more home 

and caregiving responsibilities may have an impact 

on professional advancement and involvement in 

demanding managerial posts in university 

administration. These gendered expectations can 

constrain women’s substantive participation and 

influence, thereby limiting their potential 

contribution to institutional goals. Addressing such 

barriers therefore requires both institutional reforms 

and broader changes in gender norms and socio-

cultural expectations. 

 

4.4.3. Organizational Culture 

The practical application of formal policies 

and management structures is influenced by 

organizational culture. Women's capacity to engage 

in meaningful participation may be impacted by 

informal networks, relationships at work, opposition 

to women's authority, exclusion from powerful 

organizations, and attitudes toward gender equality 

(Bonesso & Cortellazzo, 2025). Because it shows 

how informal behaviors can either strengthen or 

weaken formal institutional commitments to gender 

equality, feminist institutionalism is especially 

helpful in this situation (Waylen, 2026). Therefore, 

women's engagement can be strengthened by an 

inclusive organizational culture, whereas their 

influence may be limited by discriminating or 

exclusionary cultures. 

 

4.4.4. Work–Family Responsibilities 

Women's professional advancement and 

involvement in university administration may be 

impacted by work-family obligations, especially in 

managerial roles that entail demanding workloads, 

travel, long workdays, or conflicting institutional 

demands. Organizational arrangements may reflect 

gendered preconceptions about labor and caregiving, 

potentially laying disproportionate burdens on 

women, according to Gendered Organization Theory 

(Acker, 1990). These assumptions may restrict 

women's access to demanding management positions 

and have an impact on their participation and 

professional advancement (Rodriguez & Günther, 

2022). These limitations can be lessened and women 

can participate more completely in university 

administration and contribute to institutional goals 

through family-friendly institutional arrangements, 

flexible working practices when appropriate, and 

supportive organizational cultures. 

 

4.4.5. Access to Resources and Professional 

Networks 

Access to information, institutional and 

financial resources, professional networks, 

sponsorship, mentorship, and career development 
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opportunities are all necessary for effective 

managerial participation. Women's capacity to wield 

authority and rise to senior management may be 

hampered by limited access to these resources. 

Because it separates formal opportunity from the 

substantive resources and freedoms needed to turn 

that chance into effective action, the Capability 

Approach is especially pertinent (Jacobson, 2016). 

Therefore, increasing women's access to professional 

networks and resources can help them become more 

capable and influential managers. 

 

4.4.6. Policies and Gender-Responsive 

Institutional Mechanisms 

Women's engagement can be supported via 

institutional processes, leadership development 

programs, gender-mainstreaming frameworks, 

affirmative action, and gender policies. However, if 

these policies are poorly implemented, their existence 

is insufficient. Examining the relationship between 

formal regulations and informal institutional 

practices is crucial, according to feminist 

institutionalism (Holmes, 2020). Therefore, in order 

to guaranty that formal equality translates into 

meaningful participation, effective gender-

responsive procedures should be backed with 

implementation, monitoring, accountability, and 

institutional commitment. 

 

V. Policy and Institutional Interventions for 

Strengthening Women's Contributions 
Interventions that address both 

representation and the prerequisites for meaningful 

involvement are important to strengthen women's 

contributions to university administration (Aciro Can 

et al., 2026). Universities and legislators should 

support fair hiring and advancement practices, open 

hiring practices, the successful execution of 

institutional and national gender policies, gender-

mainstreaming strategies, leadership development 

and mentoring, access to institutional resources and 

professional networks, family-friendly arrangements, 

gender-responsive governance, and accountability 

for gender equality. These initiatives should enhance 

women's substantive authority, access to decision-

making, professional growth, and ability to shape 

institutional priorities in addition to increasing the 

number of women in management. Effective 

interventions, according to the integrated theoretical 

perspective presented in this paper, are those that 

strengthen women's participation in strategic 

decision-making, increase their substantive 

capabilities, lessen gendered structural and 

institutional constraints, and establish organizational 

environments where managerial practices can 

support institutional processes and objectives. Such 

interventions can increase institutional effectiveness 

and universities' contribution to national 

development while supporting SDG 4 on inclusive 

and high-quality education and SDG 5 on gender 

equality and women's participation in decision-

making at Ugandan universities. 

 

VI. Implications and Future Research 
For Ugandan universities, legislators, and 

leaders in higher education, the theoretical analysis 

has significant ramifications. It implies that achieving 

institutional goals may require more than just 

increasing the proportion of women in managerial 

roles. In addition, women require opportunities to 

practice their leadership skills, supportive 

organizational contexts, institutional resources, and 

significant managerial authority. Therefore, the paper 

emphasizes the significance of bolstering 

management and leadership development, 

professional development programs and mentorship, 

gender-responsive policies and institutional 

mechanisms, fair and transparent hiring and 

promotion practices, and leadership pipelines that 

prepare women for senior management roles. 

Universities should also implement family-friendly 

policies that promote work-family integration and 

expand women's access to institutional resources and 

professional networks. 

To guaranty that formal pledges to gender 

equality translate into meaningful participation in 

decision-making and management processes, it is 

equally crucial to strengthen gender-responsive 

governance and institutional accountability. At the 

policy level, these actions can help achieve SDGs 4 

(Quality Education) and 5 (Gender Equality) while 

supporting Uganda's commitments to gender 

equality. 

Future research should empirically examine 

how women’s participation at different levels of 

university management relates to specific 

institutional outcomes, including teaching quality, 

research productivity, staff development, student 

outcomes, governance, and community engagement. 

Comparative studies across Ugandan universities and 

different categories of higher education institutions 

could further identify contextual factors that enable 

or constrain women’s contributions to institutional 

goal attainment. Quantitative and mixed-methods 

studies could also test the relationships proposed in 

the conceptual framework and provide empirical 

evidence on how women’s meaningful participation 

in university management, management and 

leadership practices, and organizational processes 

relate to institutional performance. Further 
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qualitative and longitudinal research could examine 

how women exercise managerial authority over time 

and how institutional, gender, and socio-cultural 

conditions shape these processes. 

 

VII. Research limitations 
This paper has several limitations. First, the 

theoretical analysis relied on existing literature and 

secondary sources; therefore, the depth of the 

discussion was influenced by the availability, quality, 

and scope of relevant literature. Second, although 

literature from Uganda and Africa was emphasized, 

relatively limited scholarship directly examines the 

relationship between women’s participation in 

university management and institutional goal 

attainment in Uganda. This constrained the extent to 

which the theoretical argument could be grounded in 

context-specific evidence. Third, the paper integrates 

perspectives from gender, institutional, capability, 

management, and leadership theories, which may not 

capture all dimensions of women’s participation in 

university management and institutional 

effectiveness. Finally, the relationships proposed in 

the conceptual framework have not been empirically 

tested. Future empirical research involving multiple 

Ugandan universities could therefore examine the 

proposed relationships and provide evidence on the 

conditions and mechanisms through which women’s 

meaningful participation in university management 

may contribute to institutional goal attainment. 

 

VIII. Conclusion 
The theoretical analysis demonstrates that 

women’s meaningful participation in university 

management can contribute to institutional goal 

attainment through strategic decision-making, 

inclusive management practices, staff development, 

research and innovation, student support, 

participatory governance, and community 

engagement. The integrated theoretical perspectives 

developed in this paper indicate that women’s 

representation in management may broaden the 

experiences and perspectives involved in 

organizational decision-making and strengthen 

organizational processes when women have 

meaningful opportunities to exercise managerial 

authority. However, representation alone does not 

guarantee institutional impact. Women’s 

participation and contributions are shaped by 

organizational structures, institutional policies, 

gender norms, organizational culture, access to 

resources and professional networks, and work–

family expectations. 

Therefore, the paper makes the case that 

improving women's engagement in university 

administration calls for more than just increasing 

their numerical representation. It necessitates 

institutional settings that give women significant 

chances to exercise power, obtain resources, take part 

in strategic decision-making, and successfully carry 

out managerial duties. A theoretically sound 

foundation for comprehending how women's 

managerial participation may relate to institutional 

effectiveness in Ugandan universities is provided by 

the conceptual relationship established in this paper 

between women's participation in university 

administration, management and leadership 

practices, organizational procedures, and institutional 

goal attainment. Crucially, the relationship is 

modified by institutional, gender, and sociocultural 

factors that may facilitate or impede women's 

meaningful participation rather than being presumed 

to be automatic or deterministic. 

The theoretical contribution of the paper lies 

in integrating Gendered Organization Theory, 

Feminist Institutionalism, the Capability Approach, 

Upper Echelons Theory, and Transformational 

Leadership Theory to explain the structural, 

institutional, substantive, strategic, and practice-

based dimensions of women’s participation in 

university management. This integrated perspective 

shifts the discussion from women’s numerical 

representation to the conditions and processes 

through which their meaningful participation may 

contribute to institutional goal attainment. Given the 

limited empirical research directly examining this 

relationship in Uganda, future empirical studies 

should test and refine the proposed conceptual 

framework and examine how women’s participation 

in different levels of university management relates 

to specific institutional outcomes. 

 

IX. Recommendations 
The National Council for Higher Education 

(NCHE) and the Ministry of Education and Sports 

should develop and implement gender-responsive 

policies and guidelines that support women's 

equitable participation in university administration, 

especially in senior and strategic positions, according 

to the paper's theoretical analysis. To improve the 

pipeline of women into management roles, 

universities should set up transparent and gender-

responsive recruitment, promotion, succession 

planning, and management-development procedures. 

Planning, human resources, and gender-

mainstreaming departments at universities should 

keep a close eye on women's representation and 

meaningful involvement in management. They 

should use this data to pinpoint and resolve 

institutional obstacles, resource shortages, and 
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disparities that hinder women's participation and 

advancement. 

In order to enhance women's managerial 

skills and facilitate significant involvement in 

decision-making, universities should also offer 

mentorship, professional development, management 

and leadership training, networking opportunities, 

and family-friendly institutional arrangements. In 

order to influence strategic choices and carry out 

institutional aims, institutional governance systems 

should also guaranty that women assigned to 

managerial roles have sufficient power, resources, 

and opportunity. In addition to using inclusive, 

collaborative, and context-responsive strategies that 

boost employee engagement and institutional 

success, women in management should be 

encouraged to consistently improve their 

management and leadership skills. 

Finally, researchers and higher education 

scholars should undertake empirical and comparative 

studies across Ugandan universities to examine how 

women’s participation at different levels of 

management relates to specific institutional 

outcomes and to test the conceptual relationships 

proposed in this paper. Such research would 

strengthen the limited evidence base and provide 

empirical insights into the conditions and 

mechanisms through which women’s meaningful 

participation in university management may 

contribute to institutional goal attainment in Uganda. 
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