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Abstract: This study examines the intersection of gender and leadership within public administration, focusing 
on the barriers faced by women aspiring to leadership roles in government institutions. The research evaluates 
gender bias, cultural perceptions, and institutional policies that shape women's career progression in public 
administration. Through case studies and comparative analysis, the study explores how these factors impact 
women's representation in leadership positions. Findings indicate that despite progress, persistent gender bias 
and structural limitations hinder women’s full participation in public administration leadership roles, 
necessitating systemic changes and supportive policies. 
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1. INTRODUCTION 

The field of public administration has witnessed growing participation of women in 

recent years. However, gender disparities persist, particularly in leadership roles within 

government institutions. Women face unique challenges in rising to leadership positions due 

to systemic gender biases, societal expectations, and institutional barriers that limit their 

professional growth. Understanding these challenges is essential to developing policies that 

foster gender equality in public administration. 

This article investigates the intersection of gender and leadership in public 

administration, focusing on the challenges faced by women in different cultural contexts. By 

analyzing case studies from various countries, including Oman, this research seeks to uncover 

the underlying factors that contribute to gender disparities in leadership roles within public 

institutions. 

 

2. LITERATURE REVIEW 

The existing literature on gender and leadership in public administration highlights a 

range of factors that affect women's career progression. Eagly and Carli (2007) describe the 

"glass ceiling" phenomenon, where women encounter invisible barriers that hinder their 

advancement to top leadership positions. Similarly, Sandberg (2013) discusses societal and 

cultural expectations that often discourage women from seeking leadership roles, particularly 

in male-dominated fields. 

Research by Kanter (1977) reveals that organizational structures and workplace 

policies also contribute to gender inequality by limiting women's access to influential 

networks and leadership opportunities. Additionally, Ridgeway and Correll (2004) emphasize 
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that gender stereotypes influence perceptions of leadership, often leading to biased 

evaluations of women’s leadership abilities. Studies from different countries further suggest 

that cultural factors play a significant role in shaping women’s leadership experiences 

(Madsen, 2010; Nkomo & Ngambi, 2009). 

 

3. METHODOLOGY 

This study employs a qualitative research approach, combining case studies and 

comparative analysis to explore the challenges faced by women in public administration 

leadership roles. 

Data Collection 

a. Case Studies: Four case studies were conducted in Oman, Jordan, Egypt, and Kenya 

to understand the diverse challenges women face in public administration leadership 

roles across different cultural and institutional settings. Each case study involved 

interviews with women leaders in government institutions, gathering insights into 

their experiences with gender bias, workplace policies, and cultural perceptions. 

b. Comparative Analysis: Comparative analysis was used to identify common themes 

and differences across the case studies. This approach allowed for an in-depth 

examination of how cultural and institutional factors influence gender and leadership 

in public administration. 

Data Analysis 

The data from the case studies and interviews were coded and analyzed using 

thematic analysis. Themes related to gender bias, institutional support, cultural 

perceptions, and workplace policies were identified and examined to understand the 

factors contributing to gender disparities in leadership roles. 

 

4. RESULTS 

The findings from this study highlight several key challenges faced by women 

aspiring to leadership roles in public administration: 

a. Gender Bias and Stereotypes: In all case studies, participants reported encountering 

gender bias and stereotypes that questioned their ability to lead. Women in public 

administration were often perceived as less competent than their male counterparts, 

particularly in decision-making roles. This bias was more pronounced in traditionally 

male-dominated departments, such as finance and law enforcement. 
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b. Cultural Perceptions and Societal Expectations: Cultural norms and societal 

expectations were significant barriers to women's leadership aspirations. In Oman and 

Egypt, traditional gender roles limited women's participation in leadership by 

prioritizing family responsibilities over professional aspirations. These cultural 

expectations discouraged some women from pursuing leadership roles due to fear of 

social disapproval. 

c. Institutional Policies and Lack of Support: Participants highlighted the lack of 

institutional policies that support women's career advancement in public 

administration. Policies such as maternity leave, flexible work arrangements, and 

gender-sensitive recruitment processes were often inadequate. In Kenya and Jordan, 

participants noted that workplace policies did not accommodate the needs of working 

mothers, making it difficult for them to balance work and family responsibilities. 

d. Limited Access to Mentorship and Networking Opportunities: Women in public 

administration faced limited access to mentorship and networking opportunities, 

which are essential for career progression. In Oman and Kenya, participants noted that 

male-dominated networks often excluded women, limiting their exposure to 

leadership development programs and career advancement opportunities. 

 

5. DISCUSSION 

The challenges identified in this study underscore the need for systemic changes in 

public administration to promote gender equality in leadership. Addressing these challenges 

requires a multifaceted approach that includes policy reforms, cultural shifts, and 

organizational support for women in leadership. 

Policy Reforms 

To promote gender equality, public administration institutions must implement policies 

that support women’s career progression. Policies such as paid maternity leave, flexible 

work hours, and gender-inclusive hiring practices can help create a supportive 

environment for women in leadership. Additionally, implementing gender quotas in 

leadership positions can encourage a more balanced representation of men and women in 

public administration. 

Cultural Shifts and Gender Sensitivity Training 

Cultural perceptions and societal expectations play a significant role in shaping gender 

dynamics in public administration. Gender sensitivity training and awareness programs 

can help address cultural biases and promote a more inclusive work environment. By 
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challenging traditional gender roles and stereotypes, public administration institutions can 

foster a culture that values women’s contributions to leadership. 

Mentorship and Networking Opportunities 

Providing mentorship and networking opportunities for women in public 

administration is essential for career advancement. Establishing formal mentorship 

programs and women’s leadership networks within government institutions can help 

women build connections, gain access to leadership development resources, and navigate 

the challenges of public administration. 

 

6. CONCLUSION 

This study highlights the intersection of gender and leadership in public 

administration, revealing the systemic challenges women face in rising to leadership 

positions. Gender bias, cultural perceptions, institutional policies, and limited access to 

mentorship contribute to the gender disparity in public administration leadership roles. 

Although women have made significant strides in public administration, these challenges 

underscore the need for policy reforms, cultural shifts, and organizational support to promote 

gender equality in leadership. 

Future research should further investigate the impact of specific policy interventions 

on gender equality in public administration. Additionally, exploring the experiences of 

women in leadership across different cultural contexts can provide insights into the unique 

challenges and opportunities faced by women in public administration globally. 
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