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Abstract

Gender Equality in Academia: Experiences of Women in Leadership Roles in

Higher Education in Kazakhstan

This research explores the experiences, perceptions and challenges of female leaders in higher
education institutions in Kazakhstan. The representation of women in higher education
institutions outweighs the number of men; however, women’s leadership remains considerably
less. Although women’s leadership in higher education has received increased attention, limited
research studies women’s leadership in academia. The study aims to identify challenges that
women leaders face, and examine how organizational, personal, social and cultural factors
influence their leadership roles. The study used a qualitative phenomenological approach,
involving semi-structured interviews with women leaders in higher education institutions of
Kazakhstan. The findings suggest that women’s leadership journey in academia is characterized
by gradual professional growth. Women’s pathways to academic leadership in Kazakhstani
higher education institutions are shaped by a complex interaction of career trajectories, structural
and inner barriers, and personal and professional enablers. The findings prove that women
leaders viewed themselves as transformer leaders and mentors, which aligns with their
responsibility and professionalism. Women leaders in higher education are recognized and
evaluated based on their professional competence, personal qualities and demonstrated results
rather than gender. Women leaders in higher education manage work- life balance in different
ways shaped by personal circumstances, institutional strategies and support systems. Women
leaders face several challenges in balancing work and life responsibilities. Institutional policies

have a positive and negative impact on the career advancement of women leaders. Since



leadership is recognized as masculine, participants suggest more policies to support women’s

leadership.

Keywords: women leadership, higher education institution, work-life balance, structural,

socio- cultural, organizational challenges and enablers, gender policies, career advancement



AHgarna
AKaJeMHUsUIBIK OPTaJAa¥Fbl reHaepJaik TeHaik: Kazakcranaarsl :xorapsbl 0u1iM Oepy

sKyHeciHgeri diies1 kemobacbLIapAbIH TIKipuodeci

byn 3eprrey KazakcranHbIH KoFaphl 0i1iM Oepy yilbIMIapbIHIaFbl 9HeN KoOacubIapIbH
TOXKIpHOECiH, KO3KapacTapbIH KOHE KE3/IeCeTIH KUBIHBIKTAPHIH 3epTTeyTe OaFbITTaJIFaH.
XKorapsl 6i51iM Oepy xyiecinae oiienaep/IiH yJeci epiepre Kaparanaa )Korapbl 00JFaHbIMEH,
0aCHIBUIBIK JIaya3bIMIapIaFsl OHEIIeP IiH OKUIIIT alTapIbIKTalk TOMEH OOJIBII Kajia Oepe/t.
XKorapsr 6i51iM Oepy canachIHAAFBI diieN KOMIOACIIIBUTBIFBl MOCEIECIHE KbI3BIFYIIBUIBIK apPTHII
KeJie KaTKaHbIHA KapaMacTaH, aKaJeMHUsUIBIK OPTaIaFbl ol KOIOacuIbUIBIFbIHA apHAIFaH
3epTTeyJIep i JIe MEeKTeyIi. 3epTTeY/IiH MaKCcaThl — deN Kemobdacibiap Ke3aeceTiH
KUBIHBIKTAP bl QHBIKTAY KOHE OJIAP/IbIH KOIIOACHIBUIBIK POJIZCPIHE YHBIMBIK, KEKe,

QJICYMETTIK JKOHE MOJICHH (DaKTOPIIapABIH dCEpiH 3epTTey.

3epTTeyne canaiblK (PeHOMEHOJIOTHSIIBIK TOCLT KOJAaHbuIbIN, KazakcTaHHBIH KOFaphl O11iM
Oepy yHbIMIapbIH/Ia KbI3MET aTKapaThIH diell Kel0aclIblIapMeH XKapThljail KypbUIbIMJIAJIFaH
cyx0arrtap xyprizuiai. Hotuxenep oliennepaiH akaIeMUsIIbIK KOIIOACIIBUTBIK YKOJIbI O1pTiHIeT
KoCci0M JTaMy apKbUIbl KaJblITacaThIHBIH KepceTTi. KazakcTanarbl xoFapel 011iM 6epy
KyHeciHeri oifen KelmodacubuIapIbIH MaHCAIITHIK TPAEKTOPHUSIIAPBI KOCiOU 1aMy yaepicTepi,
KYPBUIBIMIBIK JKOHE 1K1 KeAeprisiep, COHIai-aK KeKe jKoHe Koci0M Komaaysl (hakTopiapabiy
KYpJelli e3apa 9peKeTTecyi apKblIbl aKbIHAATa Ibl. 3€pPTTEY HOTHXKENEpl kel
KeII0acIIblIapAbIH ©3/1epiH TpaHC(HOPMALIUSIIBIK KOIIOACIIBI )KOHE TJIIMIep peTiHe

KaOBUIIaUTBIHBIH, OYJT OJTap/IbIH KOCIOM JKayanKepIIiuliri MeH OUTIKTLIIriHE COHKeC KeNeTiHIH

Xi



Xii

KepceTTi. Olen kemobacibuiap Ke0iHeCe JKBIHBICBIHA eMeC, KOCiOM KY3bIPETTIIET1HE, JKeKe

KacCHETTEPiHE )KOHE HAKThl HOTHIKEJICPIHE Kapai OaraaHabl.

Oiien kembacbUIap KYMBIC TICH KEKe OMip apachIHIaFbl TENE-TCHIIKTI KEKe KaFaaiiapbiHa,
MHCTUTYLIHOHAIIBIK KOJIAy MCH YHUBIMIIBIK CTpaTeTHUsIapFa HETI3/IeITeH 9pTYpIi ToCUIAep
apKbLIBI CaKkTayFra ThIpbicasl. COHBIMEH KaTap, oJiap KociOu xoHe 0TOACHUIBIK MIHIACTTEPI
yiutectipy GapbIchiHAa OipKaTap KHBIHABIKTApFa Tan 00y1aael. MTHCTUTYIIMOHATIBIK cascaT diel
KemdacibIapIbIH MAaHCANITHIK JaMybIHA 9pi OH, opi Tepic acep ereni. KembacubuibiK KoOiHe
epiepre TOH calia peTiHie KaObUITaHAThIHBIKTAH, 3epTTEyTe KaThICYIIbLIAP dHe

KOIIOACIIBIIBIFBIH KOJJIayFa OaFbITTAIFaH KOCBIMIIIA casicaTTapbl €HTi3y KaKeTTIriH aTam oTTi.

Tyuinoi co30ep: diien KOMOACIIBUIBIFB, )KOFaphl OL1iM Oepy YIBIMAAphI, )KYMBIC TICH
KEKe eMip TeHrepiMi, KYPhUIBIMJIBIK, dJI€YMETTIK-MOACHHU JKOHE YHBIMIBIK KUBIHIBIKTAp MEH

Kosgay (akTopIiapsl, TeHIEpIIiK cascaT, MAaHCANTHIK 1aMy
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AHHOTANUA
I'eniepHoe paBeHCTBO B aKaJeMU4€eCKOM cpe/ie: ONbIT KEHIIMH HA PYKOBOISIIIIHX

HOJKHOCTHAX B BbICHIEM 06pa303amm Ka3axcTrana

JlaHHOE ucclieJ0BaHNE NOCBSILEHO U3YUEHHIO OIbITAa, BOCIPUATHS U TPYAHOCTH, C KOTOPBIMU
CTAJIKMBAIOTCS JKEHUIMHBI-PYKOBOJAUTEIM B BBICIIMX YUEOHBIX 3aBeieHUAX Kazaxcrana.
Hecmotps Ha TO, 4yTO 107151 XKEHILMH B CUCTEME BBICIIEIO0 00pa30BaHUS IPEBHIIIAET KOJIUUECTBO
MY>KUUH, IPEACTaBUTEILCTBO KEHILMH HA PyKOBOJISALINX MO3ULUSAX OCTAETCSA 3HAYUTEIILHO
HIDKE. XO0TS BOIPOCaM KEHCKOTO JINAEPCTBA B BBICIIEM 00pa30BaHUN YAEISIETCS Bce OOIbIIIe
BHHUMaHUs, UCCIIE0OBAHNUS, IOCBSIIEHHbIE TUACPCTBY KEHIIMH B aKaJIEMUYECKOU Cpeie,
OCTaroTCs OrpaHuueHHBIMU. L{enb ncciaenoBaHus — BBISIBUTH TPYJIHOCTH, C KOTOPBIMU
CTAJIKMBAIOTCS JKEHUIMHBI-PYKOBOJAUTENH, & TAKKE U3YUUTh BIUSIHUE OPraHU3alIMOHHBIX,
JMYHBIX, COLUATBHBIX M KYJIbTYPHBIX (PaKTOPOB HA UX JHIEPCKHUE posid. B nccnenoBannm
HCI0JIb30BaH (DEHOMEHOIOTMUECKUH MOAX0/1, BKIIOYAIOIINN MOJIy-CTPYKTYPHUPOBAaHHBIE
MHTEPBBIO C JKEHIIMHAMU-PYKOBOAUTEISIMU BBICIINX y4eOHBIX 3aBefeHui Ka3axcrana.
Pe3ynbpTaThl OKa3bIBAIOT, YTO JIMJIEPCKUI My Th )KEHIIUH B aKaJieMUYecKoi cepe
XapaKTepU3yeTcsl MOCTENEHHBIM PO eccCHOHaIbHBIM pocToM. KapbepHble TpaekTopun
KEHILMH-IUJIEPOB B BbIcIIeM oOpa3oBaHuu Ka3zaxcrana (popMUpYIOTCS MO BIUSHUEM CJI0KHOTO
B3aMMOJICHCTBUS NPOPECCHOHATBHOIO Pa3BUTHS, CTPYKTYPHBIX U BHYTPEHHUX 0aphepoB, a
TaK)X€ JIMYHBIX U MPOPECCUOHANBHBIX (PAKTOPOB, CIOCOOCTBYIOLIUX MPOIBUKEHUIO.
[TosydyeHHble faHHBIE CBUIETENBCTBYIOT O TOM, YTO JKEHUIMHBI-PYKOBOAUTEIH PACCMATPUBAIOT
ce0s Kak TpaHC(HOPMaLMOHHBIX JIUAEPOB U HACTABHUKOB, YTO COOTBETCTBYET UX

HpOCbeCCI/IOHaHBHOI\/'I OTBETCTBECHHOCTH U KOMIICTCHTHOCTH. }KGHII_[I/IHBI-.]'H/I)IepI)I OILICHHUBAIOTCs



Xiv

MPEUMYIICCTBEHHO HAa OCHOBC HpO(l)eCCHOHaHBHOfI KOMIIECTCHTHOCTH, IMYHOCTHBIX Ka4E€CTB U

JOCTUTHYTBIX pPE3YyJIbTATOB, 4 HE reHz[epHoﬁ MPHUHAJIC)KHOCTHU.

KeHIUHBI-PYKOBOAUTENN CTPEMSTCS TIO/ICPKUBATh OalaHC MEX Ty paboToi 1 TMYHON
KHU3HBIO MIOCPEICTBOM PA3INYHBIX CTPATETHil, 00yCIOBICHHBIX JIMYHBIMH 00CTOATEIbCTBAMH,
MHCTUTYLMOHAJIBHOU ITOAIEPKKON U OpraHU3allMOHHBIMU MeXaHU3MaMu. BmecTe ¢ TeM OHH
CTAJIKUBAIOTCS C PAIOM TPYAHOCTEH MPH COBMELICHUH POPECCHOHATIBHBIX U CEMEIHBIX
o0si3aHHOCTEH. MTHCTUTYIMOHATIBHBIE MTOJMTHKH OKA3bIBAIOT KAK MOJIOKUTEIHHOE, TaK U
OTPHLIATEIILHOE BIMSHUE HA KAPbEPHOE MPOABUKEHUE KEHIIMH-INAEPOB. [I0CKOIBKY IUAEpCTBO
TPaJULIMOHHO BOCIIPUHUMAETCS KaK IPEUMYILIECTBEHHO MYKCKas c(hepa, ydaCTHULIBI
HCCIIEI0BAHMSI ITOTYEPKUBAIOT HEOOXOIUMOCTh pa3pabOTKU JONOJHUTENbHBIX MOJIUTHUK,

HAITpaBJICHHBIX HA IMOAACPIKKY KCHCKOI'O JIMACPCTBA.

Knrouesvie cnosa: xeHckoe nuaepcTBO, BbICIIee 00pa3oBaHue, OanaHc Mexay padoToil u
JIUYHOM ')KU3HBIO, CTPYKTYPHBIE, COLMOKYJIBTYPHBIE U OPTaHU3alIMOHHBIE BHI30BBI U (DaKTOPbI

MOAACPIKKHU, TCHACPHAA MOJIMTHKA, KAPbECPHOC IMMPOABHUIKCHUC



TABLE OF CONTENTS
AUTHOR AGREEMENT ... Error! Bookmark not defined.#
DECLARATION ...ttt Error! Bookmark not defined.i
ETHICAL APPROVAL ......ooiiiiiii e Error! Bookmark not defined.iv
CITI Training Certificate ..........ccoovvviirieieieiee e Error! Bookmark not defined.v
ACKNOWLEDGMENT ... oottt sttt sttt re st neene s viii
ABSTRACT ...ttt b ettt s b et e R e b et e R e b bt e R e et et b e et renrenens iX
AVHIIATTIA ..o et e et e e e e et e e et et e e e e e e e ee e et eeeeeeeeeeet e eeeeeeeeeeeeeaaee e eeeeeeeeeeesanreeeeeeens Xi
AHHOTALIMIS ..ot ee e e e e e ettt e e e e e e e ee et e e e e e e e e eee e e eeeeeeeeeee e et eeeeeeeeeeeeeeeaneeeeeeeeeeenaeneeeeens xiii
TABLE OF CONTENTS ..ottt ettt s e e s e e eneeeaneneas XV
LIST OF TABLES ...ttt e nee e e e annee e XViii
ISR 1011 oo [0 Tox 1 o o OSSR RPSP TSP 1
1.1 Background of the STUAY........cccoeiiiiiiiiiieece e 1
1.2 Problem StAtEMENT .......ccooiiiiiee e 4
1.3 PUrp0se OF the STUAY .....ccvveiiiieece e 5
1.4 ReSearch QUESTIONS ......cuiiiviiiiiiitie ettt ettt ete e stre et e s are e sbe e s re e sbaesnbeesbaesnbeesreeannas 5
1.5 Significance of the StUY .........ccceeiiiiiiic e 6
1.6 OUtline OF the THESIS ....eevieieiieceee et neees 7
2. LITEratUIE REVIBW.....coiiieie ettt ettt ettt et e st e e e neenneeteeneenneenseaneenreas 8
7220 A |11 £ [Tt A o o SR SS SRR 8
2.2 Women in Higher Education Leadership: Global and Kazakhstani Context.............. 8
2.3 Barriers and Enablers to Laedership ROIES .........cccooveiieiiiiciicce e 9
2.4  Perceptions and Experiences of Women Leaders in Academia............ccccccceveeveennenn. 13
2.5 WOTK-life BalANCE .....cvveieieieciece e e 16
2.6 Institutional Policies and Workplace CUltUreS ...........ccccovevviiiiicce e, 20
2.7 SUMIMEIY ittt et b ettt bbb e bt e bt s e e b e e b e e se e e b e e bt e e e been e 23
3. MENOTOIOGY ...t bbbt 25
3.1 RESEAICN DBSIGN ...ttt bbbt 25
3.2 RESEAICN SHTE ...cueiieie ettt et e e e s te st et e e beeneesreenteenaeereenre e 26

3.3 Sample and Sampling Srategy ........ccocveeeiereririe e 26

XV



XVi

3.4 Data Collection T0oIS and ProCeAUIES ..........cccerererireiieieierie e 28
3.5 Data ANAIYSIS .ooiieiiiice e nre e 30
3.6 Ethical CONSIABIALION ......ccveiviiiiiiiiieieeee e 31
BT SUMIMAIY oottt b et h bt st b e e bt e b e b e n e 32
O T 116 1130 S ST SPTU T T TP URORPPPPO 34
4.1 RQ1: What are the key Factors that Support or Prevent Women’s Access to Leadership
Roles in Higher Education Instititutions in Kazakhstan? ............c.cccccoveiviiniicesce i 35
4.1.1  Career Trajectories into Academic Leadership.........ccccoevviviiiveiiiiciieecc e 36
4.1.2  Structural and Inner Barriers to Leadership ROIES..........ccccoeiiiiiiiiiiiiicn 38
4.1.3  Personal and Professional Enablers and ReStrictions ...........cccccoocvvveiiverriieennnnn 41
4.1.4  Mentoring and Networking as a Mechanism of Career Advancement.............. 43
4.2. RQ2: How do Women Laeders in Academia Perceive and Experience their Roles and
RESPONSIDIIITIES? ... bbb 44
4.2.1  Self-perception of Leadership ROIE ..ot 45
4.2.2  External Perceptions and Recognition of Women Leadership.........c.cccceevennen. 46
4.2.3  Gendered Perceptions and Stereotypes in Leadership.........cccoocevvvieiiveiciinennnn, 47
4.3. RQ3: What Strategies do Women in Higher Education Leadership use to Balance
Professional and Personal ResponSibIlities. ..o 48
4.3.1  Managing Multiple Roles: Professional and Family Responsibilities............... 49
4.3.2  Coping Strategies for Maintaining Work-life Balance................ccccccooveviinennen, 51
4.3.3  Critical Moments and Challenges in Balancing RoOIES ............ccccceveviveiiiiennn, 52
4.4. RQ4: How do Institutional Policies and Workplace Cultures affect the Career Profression
Of WOMEN IN LEAUEISNIP......eiiieiie ettt ste et are e 54
4.4.1 Institutional Policies as Structural Enablers and Barriers..........cc.ccocvvvviveveene 54
4.4.2  Workplace Culture and Gendered NOIMS .........ccceeieiieieiiie e 55
4.4.3  Policy Suggestions and Cultural Gaps in Supporting Women Leaders............. 56
A5, SUMIMAIY ..ottt ettt ettt b bt et e bttt e s bt et e b e e b e enn e e nne s 57
ST B 1S 0 [ o OSSR 58
5.1 Career Trajectories int0 Leadership ... 58
5.2 Struactural and INNEr BAITIEIS ..o 59
5.3  Personal and Professional Enablers and Restrictions...........ccccveieiiinienennienieninn, 61
5.4  Perceptions and Experiences of Women Leaders in Academia.........ccccccvevveiiveennnnns 62

5.5  Work-life Balance Challenges and Strategies .........ccccveviieiiieiiieiiiesie e sieesiee 64



5.6  INStITULIONAI POLICY ...oooviiiiiiic et 66

5.5  WOIKPIACE CUIUIE ....ooveeeei ettt 68
0.5 SUMMAIY ittt ettt e bb e e nbb e e e bb e e be e e nbe e e nnneas 69
G O] o o 1] o o OSSR 70
6.1  Summary of the Major FINAINGS .......ccceieiiiiiiiiiiese e 70
T I [ 41 - LA o OSSPSR 72
6.3 IMPIICALIONS ...ttt 73
6.4  RECOMMENTALIONS ..ottt bbbt 73
6.5  Directions for FUTUIE RESEAICN ........c.ccvviiiiiiiiieie e 74
6.6 Personal REFIECLION ......ccooveiiiiiiice e 74
R EIBNICES ...ttt bbbttt bbbt een et et 76
AAPPENAIX A ettt bbb bR R bbb bbb e 88
APPENAIX B ..t b bbb 91
APPENAIX C ittt b bbb bbb bbbttt nr s 94
APPENAIX D ettt bbbttt 98
AN o] 01010 3 USSR 101
AN o] 0110 3 SRRSO 104
AN o] 01010 5 C SRRSO 107
F AN o] o<1 a 10 13 OSSR PS 108
APPENTIX | ettt bbb 109
AAPPENTIX J et b bbb bbbt 110

APPENTIX K Lot b bbb bbb 112



XViii

LIST OF TABLES

Table 1 Occupational Characteristics of Participants 28



Chapter 1. Introduction

In this chapter, I will outline the background information, statement of the problem,
purpose and research questions. This will set the context and stage of the research, clarify the
main problem, and distinctly explain the goal of the research. After that, | will present the

significance of the current research, followed by a brief outline of the thesis.

1.1 Background of the Study

Gender equality in academia is a vital aspect of social progress, as universities serve not
only as centers of knowledge, but also as institutions of shaping future generations, producing
knowledge, and influencing social change. Higher education is gaining greater importance in
navigating the future development of society, especially for disadvantaged and marginalized
groups (Chauhan, 2011; Levchenko et al., 2017).

Across the world, women’s participation in higher education has grown significantly in
recent decades, yet they are largely absent from senior faculty positions and leadership roles
(O’Connor, 2020; UNESCO IESALC, 2021). Furthermore, the percentage of men who attain
professorial positions is more than double that of women. While female enrollment in tertiary
education is increasing, both as students and academic staff, leadership roles are still largely held
by men. According to UNESCO IESALC (2021), in 2020, only 15% of rectors at member
universities of the European University Association (EUA) across 48 countries were women,
while the remaining 85% were men.

Feminist scholarship has criticized for a long time the hierarchical and patriarchal
structure of academia, where leadership is often associated with traditionally masculine traits.

According to Dunn et al. (2014), leadership structures and standards that are predominantly



shaped by male perspectives have restricted female leadership ambitions and limited their path to
leadership roles.

Kazakhstan, like other post-Soviet countries passed -down a well-established education
arrangement from the Soviet Democracy and, began their independence with a strong foundation
of Soviet-era policies that supported gender equality (Kuzhabekova et al., 2025). As cited in
Harden-Wolfson and Shakirova (2025) notes that since independence in 1991, female enroliment
in higher education has remained consistently high compared to other Central Asian countries,
with women representing over half of all students and the majority of teaching staff. However,
this number declines significantly at leadership positions. Only a small percentage of rectors at
Kazakhstani universities are women. Kuzhabekova and Almukhambetova (2025) note that in
2022, women held one-fifth of university leadership roles in Kazakhstan, with just 22 of 116
rector positions were occupied by women.

This underrepresentation is not unique to Kazakhstan. Globally, according to the latest
report by Times Higher Education (THE) women are heads of just 25% universities of the
world’s top universities. According to the University World News (UWN, 2024), the proportion
of female rectors in Kazakhstan is 26% (Harden-Wolfson & Shakirova, 2025). In Kazakhstan,
cultural and institutional norms play a distinctive role. Leadership positions or titles belong to
men, reflecting deep-seated social norms that expect oriental women to prioritize household
responsibilities and the care of her family over career advancement (Galsanjigmed & Sekiguchi,

2023; Kataeva et al., 2025).

Kazakhstan’s gender norms reflect mostly “masculine” society, when gendered emotional
rules are unambiguous: men are expected to be forceful, resilient, and devoted to material things,

on the other hand women are required to be humbler, caring, tender and engaged with the living



conditions (Yildiz & Vural, 2019). These norms influence educational choices from an early age:
parents tend to choose physical, mathematical, and technical education for boys, and
humanitarian education are more suitable for girls (Ryskaliyev et al., 2019). Therefore, women
are overrepresented in less profitable, traditionally female-dominated areas such as health,
education, and social services, which limits their visibility in high-status and leadership-intensive

sectors (Burubayev & Khamzina, 2019; Olzhebayeva, 2024).

Kazakhstan government has made an important commitment to gender equality. Kataeva
et al. (2025) assert that Kazakhstan is devoted to advancing gender equality and has put major
global gender equality initiatives. According to Kataeva et al. (2022), Kazakhstan was ranked
65th out of 146 countries on the Global Gender Gap Index (as cited from the World Economic
Forum 2022). However, it also faced certain limitations. Kazakhstan’s Constitution insures equal
rights and freedom of all citizens of the Republic of Kazakhstan. The program Family and
Gender policy until 2030 includes the strategy to boost female participation at determination
process up to 30% (UN Women, n.d.). This factor shows that the participation of women in the

workplace management system is low if to compare to men.

While gender balance in academia has been widely examined in Western and some Asian
contexts, there is limited research on the experiences of women in leadership roles within
Kazakhstani tertiary education. Much of the available literature focuses on global or regional
trends, with few studies exploring the specific cultural, structural, and institutional factors
shaping women’s leadership ways in Kazakhstan (Kuzhabekova & Almukhambetova, 2025).
Kazakhstan’s women have strong women representation in tertiary education but there is

persistent leadership gap. This research aims to address this gap by examining the experiences,



challenges, and supports influencing access for women, participation and advancement in

academic leadership roles in Kazakhstan.

1.2 Problem Statement

Female in tertiary education leadership is a pivotal topic to study, as a university is a
place for gaining knowledge and forming future leaders. Chan (2016) states that some may argue
that the main goal of higher education is to gain new knowledge and develop abilities for future
occupation. In contrast, others believe that higher education institutions should strive to make
broader, more meaningful contributions to the well-being of society as a whole. Higher
education institutions play a role in promoting and evaluating principles such as equality,
inclusion, and meritocracy. Osborn et al. (2000), as cited in Widekind et al. (2021), assert that
academic institutions carry an ethical responsibility to create environments that ensure all
individuals have equal rights and prospect to engage and reach their fullest potential. Individuals
with a university degree have significantly better employment opportunities and higher lifetime
earnings than those with only a secondary education, while graduates of more selective
institutions often enjoy further advantages (Brighouse, 2022). Even considering this, women stay
underrepresented in academia and administrative roles worldwide. Men continue to hold the
majority of roles across all ranks, with a notable dominance at the professorial level (Endeley &
Ngaling, 2007). Despite a growing number of women working in academia, a quantity of women
holding leadership positions is significantly lower than men. American Council on Education
and Boston College (2021) report that women take only 30% of senior leadership roles in

colleges and universities.



Overall, in many countries, including Kazakhstan, women face barriers and challenges
that prevent them from top academic and administrative roles. According to Olzhebaeva (2024),
in Kazakhstan, as in many other countries, gender inequality appears in multiple ways, including
the pay gap between men and women, restricted career advancement for women, and their
underrepresentation in leadership and management roles. There is extensive research on
academia worldwide, but much less on academia in Kazakhstan. This represents a significant gap
that I believe needs deeper exploration. According to Kataeva et al. (2023), among former Soviet
republics, such as Russia, Estonia, and Ukraine, are leaders in gender research, while countries in
the Caucasus and Central Asia, excluding Kazakhstan and Kyrgyzstan, show relatively limited

engagement in this field. Hence, there is a need to more research in this context.

1.3 Purpose of the Study

The purpose of this study is to explore the experiences, perceptions, and challenges faced
by women in leadership positions within higher education institutions in Kazakhstan. The study
aims to identify challenges that women leaders face, and examine how organizational, personal,
social and cultural factors influence their leadership roles. The findings can be useful for the
development of more inclusive policies and practices in HE leadership, that is, strategies and
guidelines that promote equal access to leadership opportunities, eliminate gender bias, and
support the advancement of women and other underrepresented groups. Inclusive practices may
include transparent recruitment and promotion processes, programs of mentorships, alternative

work arrangements, and leadership development programs tailored to diverse needs.

1.4 Research Questions



This research seeks to examine and explore the experiences and challenges of women in
leadership positions within higher education institutions in Kazakhstan. The research will be

guided by the following questions:

RQ1: What are the key factors that support or prevent women’s access to leadership roles in

higher education institutions in Kazakhstan?

RQ2: How do women leaders in academia perceive and experience their roles and

responsibilities?

RQ3: What strategies do women in higher education leadership use to balance professional and

personal responsibilities?

RQ4: How do institutional policies and workplace cultures affect the career progression of

women in leadership positions?

1.5 Significance of the Study

The research is significant because a number of women in leadership positions are
increasing in higher education institutions in Kazakhstan nowadays. Most of them are women
with caregiving responsibilities or those from diverse backgrounds, life situations, or challenges.
Despite social and cultural norms to gender equity, women continue to struggle with institutional
barriers, limited company policies while occupying their senior roles. By examining the factors
that influence women’s career progression in academia and administration, and combining
family life, this research offers valuable insights into social and structural part of the higher
education institutions. The findings will be of benefit to university administrators, professors,

policymakers and gender advocacy groups by providing evidence-based recommendations to



support more women leadership practices. Additionally, this research will provide context-
specific ideas and knowledge aimed at promoting meritocracy, work-life balance, and equitable

leadership conditions for women in academia from Kazakhstan, as such studies are scarce.
1.6 Outline of the Thesis

The thesis consists of six chapters. The first chapter provides information on the background, the
research problem, the purpose, the significance of the study and the research questions. The
second chapter offers a literature review on the topic. The methodology of the study will be
presented in the chapter three, including the research design, research site, sample and sampling
strategy, data collection instruments, data collection procedures, data analysis and ethical
consideration. Chapter four consists of findings of the study that were guided by research
questions. Chapter five is the discussion chapter, where the results of the research will be
interpreted with the connection to previous literature in the field. Further, chapter six is
conclusion, where | will outline the findings, their research implications, make recommendations

for future researchers, identify limitations and suggestions for future research.



Chapter 2. Literature Review

2.1 Introduction

This chapter provides a view of existing literature on women’s leadership in higher
education institutions. It begins with a discussion of global perspectives on women in leadership,
highlighting women leadership globally. The focus then narrows to the Kazakhstani context,
where cultural, social, and institutional dynamics influence women’s access to leadership roles.
Key challenges and enabling factors for women pursuing leadership positions are examined,
followed by an exploration of how women leaders perceive and experience their roles in
academia, how they balance work and personal life responsibilities. Finally, the analyzed

literature on institutional policies and workplace culture is presented.

2.2 Women in Higher Education Leadership: Global and Kazakhstani Context

Globally, the participation of women in higher education leadership has increased in the
last several decades, but their representation in upper management such as rectors, vice-rectors,
presidents or deans remains underrepresented compared to their overall presence in academia
(UNESCO, 2021; Meza-Mejia et al., 2023). Many countries have achieved high female student
enrollment and positions in mid- level academic ranks, but the distribution of top leadership
positions in academia continues to reflect gender imbalance. For instance, in several OECD
countries, women make up just up to 30% of top institutional leadership positions (OECD,

2022).

Research also suggest that leadership pathways can be planned or intentional, gradually
aspiring the leadership position, conversely some leaders do not aim to get leadership

opportunity, they get this role as response of institutional opportunity. As Duingnan (1989/88, as



cited in Theobald, 2006) noted that leadership is the “art of possibility”, when leadership is way
to promotion, cooperation and unity, critical analysis. According to Woollen (2016, as cited in
Vancour, 2020) argued that “normative career path” is examined as crucial in prospering a career

trajectory in a way to presidency.

In the context of post- Soviet countries, women’s enrollment to higher education
institutions was high and women occupied teaching and mid- level academic management
positions. However, top positions at universities remained male-dominated. After independence,
in Central Asian countries such as Kazakhstan, women participation in higher education
positions has been high, but leadership representation at the rector and vice rector levels has
remained comparatively low (Kuzhabekova & Almukhambetova, 2025). In many countries,
including Kazakhstan, the senior academic roles or leadership positions belong to men. Women
representation in Kazakhstani higher education leadership is scarce and also influenced by the
country’s socio-cultural and political environment. The disparity of men in senior leadership
positions highlights how HEIs reinforce structures, cultures, policies, procedures, and practices
that favor male perspectives, limiting opportunities for women ascending senior positions

(Kataeva et al., 2024).

2.3 Barriers and Enablers to Leadership Roles

Women in tertiary education institutions face a combination of structural, socio-cultural
and institutional barriers that hinder their advancement into leadership roles and impede ascent.
This section will present and examine these three different types of barriers. Structural or
organizational culture plays a significant role for women’s professional growth, especially when
it comes to leadership roles. While supportive culture can empower women’s advancement,

male- dominated culture, structural disparities, and restricted access to mentorship can restrict
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women’s advancement. Sponsorship supports women’s ability for advancement in leadership
positions (Thelma & Nglube, 2024). Furthermore, due to the unfair recruitment and promotion
process, the absence of clear and transparent standards for career advancement women’s
progression is hindered. As a result, fewer women reaching higher academic ranks such as

associate professor or rector (Morley, 2012).

Cultural and societal norms also limit women’s chances to pursue and accomplish
leadership positions. Leadership is often defined by masculine standards, while women are
commonly expected to fulfill caregiving responsibilities, balance professional careers with
primary family responsibilities. Women place family obligations above professional growth, a
challenge that men are less likely to face (Algantani, 2019; Eagli & Carli, 2007). Gendered
societal norms expect women to put in more effort, and prove their ability in order to succeed in
their careers more than their male colleagues. Hence, in many organizations, success and
achievement are still associated with masculinity (Salas-Lopez et al., 2011; Seo et al., 2017).
Deep-seated stereotypes and biases exclude women from leadership positions, as they are
frequently viewed as less capable or authoritative than men, leadership qualities such as
competence and assertiveness can delay women’s success in management roles (Elmuti et al.,

2009; Thelma & Nglube, 2024).

Another core barrier preventing women from attaining and thriving in leadership
positions is the emotional stereotype (Brescoll, 2016). Women leaders might also experience
phycological barriers or feelings like imposter syndrome or as it also called imposter
phenomenon, when women leaders feel self-doubt and the belief that their achievements are over

evaluated. Hutchins et al. (2018), Bravata et al. (2020), and Chodoff et al. (2023) (as cited in
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Garnett & Kinnear, 2025) argue that the most crucial factors of the imposter phenomenon are
self-doubt about intelligence and skill. Furthermore, Park (2020, as cited in Gomez Rumbo,
2024) argues that women felt promoted to match a diverse environment, but not owing to their

skills.

In addition to gender inequalities, women leaders might face epistemic injustice, where
Western knowledge is considered more prestigious and authoritative. According to the scholar
Byskof (2020), epistemic injustice is the believe, when we can be unjustly treated based on
prejudices about gender, social background, race, voice and so on. Amin (1989, 2011, as cited in
Jafari, 2022) stated that the dominance of the west over the rest of the world in political,’

educational and economic spheres.

In cultures that strongly support traditional gender roles, women may experience both
explicit and implicit discrimination, including being passed over for promotions or given fewer
opportunities to take up challenging responsibilities. An empirical study conducted by Hakiem
(2022) explored that higher education institutions continue to provide rich career advancement
opportunities for men, whereas women rarely receive leadership positions and reduced aspiration
toward leadership roles is another barrier. Leadership positions demand risk- taking abilities and
additional administrative responsibilities, which require constant availability at work and long
working hours, professional development for the role. This demands considerable effort with an

added challenge of sustaining the leadership position (Gandhi & Sen, 2021).

Another challenge in academic leadership connected with the limited leadership training
programs. Usually, academics are promoted to the leadership positions based on their academic

degrees, rather than managerial skills. Some leadership training programs would increase the



12

leadership accomplishment abilities thus lead to organizational performance. According to
Jacobsen et al. (2022), training is connected with advanced performance and leadership training

is advantageous.

Additionally, challenges such as work-life balance, continue to affect women’s carrier
promotion or advancement. Bhatti and Ali (2020) point out that maintaining a work-life balance
is quite challenging, and women who are employed often have to put extra effort to manage both

their professional duties and family responsibilities.

Despite persistent barriers, several enablers support women’s advancement in higher
education leadership, such as mentoring and peer networks (Salas-Lopez et al., 2011). Mentoring
programs are the key strategies to reduce gender disparities in the workplace and project a
commitment to workplace diversity (Harris, 2022). Women leadership development programs
that intentionally foster mentorship and sponsorship initiatives can be targeted to help build
confidence, leadership skills, empower women advancement and leadership, support systems and
opportunities for growth and contribute to the removing of obstacles (Gandhi & Sen, 2021;

Thelma & Ngulube, 2024).

In higher education institutions, the leadership position is allocated among administrative
and department staff as informal leadership or distributed leadership. The capacity of leadership
position exceeds its designation (Ludwikowska et al., 2019), these leaders who do not have any
official power, make changes and stay mostly unmarked (Dinh et al., 2021; Juntrasook et al.,

2013; Fields et al., 2019, as cited in Ludwikowska et al., 2019).

Institution culture also plays a crucial role through collaborative and inclusive leadership

that empowers women in leadership (Thelma & Ngulube, 2024). Delegating and distributing
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family responsibilities and learning effective time-management provide women advancement in
leadership positions (Gandhi & Sen, 2021). According to European Commission
implementation of Gender Equality Plans (GEPs) foster institutional transformation for gender
equality. Overall, organizational culture and mentorship opportunities influence women’s

advancement into leadership positions within academia (Smiley et al., 2021).
2.4 Perceptions and Experiences of Women Leaders in Academia

While the literature on barriers highlights the structural, institutional, and cultural
obstacles that restrict women’s access to leadership, it is equally important to consider how
women themselves perceive and experience these roles. Research on women’s experiences in
academic leadership consistently shows that their career ways are shaped not only by structural
barriers but also by how they perceive, interpret, and enact their own leadership roles. One
significant dimension of these experiences is the emotional labor women leaders are expected to
maintain harmony, support colleagues and organizational expectations. Female leaders feel them
to devote a lot of time to leadership positions in a way that harms their own and family well-
being, and additional responsibilities (Maheshwari & Nayak, 2020). Another critical lens is the
question of leadership style. Research has shown that women often perceive their leadership as
more relational and collaborative compared to traditional authoritative models. Ok and Eniola
(2024) examined gender differences in leadership styles and found that women leaders are more
likely to perceive and adopt collaborative, empathetic, and inclusive approaches in contrast to
men, who are often associated with assertiveness and authority. The study highlights that
women’s preference for collaboration is not only a leadership strategy but also reflects how they
view their own effectiveness in fostering teamwork and inclusivity. Female faculty were more

likely to associate leadership with collaboration, support, dedication and communication,
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whereas male faculty tended to link leadership with authority and control. Male leaders display
more authority, aggression and self-confidence, while their female counterparts are more
empathetic, kind and better at understanding (Maheshwari & Nayak, 2020). These findings
highlight that women leader not only perceive themselves differently from their male colleagues
but also enact leadership in ways that align with inclusivity and collaboration, which are

increasingly valued in contemporary academia.

Another popular style of leadership in higher education institutions is transformative
leadership. Transformative leader’s aim is to inspire, motivate colleagues to growth and develop,
and promote innovation within institutions. Robbins and Judge (2008, as cited in Nurtjahjani et
al., 2020) noted that transformative leadership is a skill to impact people to realize concept or
outlined target. Transformational leaders encourage and inspire followers to get exceptional
results, also help them develop their own leadership abilities (Bass, 1985; House & Shamir,

1993; Sashkin, 2004, as cited in Brown et al., 2019).

Despite these adaptive strengths and positive side of women leadership, women leaders
highly mentioned challenges in the way when they entered their leadership positions. The
research of all women in senior roles showed that women in academia have higher workloads
than women in other spheres, as they work in four different areas: teaching, research, supervision
and management, they also need to perform their duties at home, which influence women’s
productivity and their chance of professional growth (Maheshwari & Nayak, 2020). The large
workloads were described as overwhelming, health damaging, and unrewarding, leading them to

resign or avoid such roles altogether (Ghundol & Muthanna, 2025).

Female leaders in Vietnamese higher education institutions report feeling that their

legitimacy is constantly questioned, either by colleagues, subordinates, or institutional culture.
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Women faced skepticism from subordinates, which undermined their sense of being accepted as
legitimate leaders (Maheshwari & Nayak, 2020), unethical practices reduced women’s chances
of being viewed as credible leaders, regardless of their qualifications and some women noted that
despite gender equality initiatives, they still lacked full parity of participation, making their
authority feel conditional or fragile (Ghundol & Muthanna, 2025). To overcome such skepticism,
women leaders have to demonstrate their professionalism, competence, performance and visible
results. As Suchman (1995, as cited in Simpson et al., 2022, p. 574) stated that legitimacy might
be described as general perception that entity’s actions are aligned with norms, values and beliefs

accepted within a particular social system.

Another factor that affects women leader’s career experience is the existence informal
professional networks, which is often called as “old boy” clubs. These informal networks usually
run outside institutions and have influence on career progression and development. An “informal
network” is a group of people who see value in connecting with each other (Atkinson & Moffat,

2005, as cited in Domunco, 2023).

Deep-seated gendered expectations mean that women’s collaborative styles may be
undervalued in environments that privilege assertiveness and hierarchical control, weak at
decision-making, male leaders receive more support, resources and recognition from colleagues
(Tessens et al, 2011), lack of self-confidence (Maheshwari & Nayak, 2020), all these lead to
imposter syndrome among women leaders. Female academics in higher education often feel
unmotivated as a consequence of major factors: the stressfulness of administrative
responsibilities and spousal disagreement to professional dealings with male colleagues
(Ghundol & Muthanna, 2025), social cooperating hurdles, spending time after works as they

home duties (Ghundol & Muthanna, 2025; Maheshwari & Nayak, 2020).
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Engaging leadership position in higher education institutions, some women leaders
experience positive challenges, such as mentor support, female support, mindset changing
(Maheshwari & Nayak, 2020). The society is changing its way of thinking toward women,
women were elevated due to their accomplishment, skills, attitude, but not because of their

gender.

2.5 Work-life Balance

Broadly, work-life balance refers to the skill to control professional responsibilities
alongside personal and family duties in a way that minimizes conflict and fosters well-being
(Chang et al., 2010, as cited in Brue, 2019). For women leaders, this balance is complicated by
multiple roles they take not only though leadership positions at work, but also though family
duties as women mothers and wives at home. Scholars have consistently argued that the
pressures of combining leadership responsibilities with domestic obligations not only hinder
women’s career choices or advancement but also influence their motivation, aspirations, and

long-term career trajectories (Algahtani, 2019; Heath, 2012; Tang et al., 2024).

Family is one of the crucial aspects in any human’s life. Family plays a pivotal role in the
work and life balance. According to worldwide cultural expectations, family is central norm,
female leaders try to meet all family needs, supportive, and harmonious family structures provide
emotional resilience, while strained family relationships can intensify obstacles toward work-life
balance (Tang et al, 2024). Family responsibilities take time and energy, which can influence on
job performance (Naong N. & Naong L., 2023). To overcome these hurdles, female leaders use
time-management approaches and they rely on extended family support (Tang et al., 2024).
Digital planning tools and organizational technologies are used by women leaders to manage

complex schedule and productivity. The using digital technologies increases coordination and
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knowledge spent for work, which leads to better work-life balance and work achievement (Duan

etal., 2023).

Some studies on the work — family balance highlight the importance boundary
management strategy. According to Nippert-Eng (1996, as cited in Leduc et al., 2016), people in
order to manage different roles connected with family and work use mental and sometimes
physical barriers to divide work and family responsibilities. Boundary management allows
individuals to organize and separate the expectations and responsibilities associated with their

different roles (Kossek et al.,1999, as cited in Leduc et al., 2016).

The next strategy in balancing work and family is family members—particularly
supportive spouses—can act as sources of encouragement and resilience for women navigating
leadership challenges, providing emotional and practical support during periods of heavy

workloads. (Algahtani, 2019).

Occupational and socio-cultural factors are influence WLB. A supportive and
comfortable workplace is beneficial for female employees in their work-life balance strategy
(Heath, 2012). Organizations that provide flexible work arrangements significantly enhance
women’s ability to achieve work—life balance. Strategies such as flexible scheduling, job sharing,
telecommuting, remote work, part-time employment, and parental leave have been shown to
support women in better managing professional and personal responsibilities (Heath, 2012; Tang

etal., 2024).

Despite the positive atmosphere, Heath (2012), in her research on women'’s strategies for
WLB, found that many women leaders experienced constant strain while attempting to balance

administrative duties with personal commitments. Restricted career advancement prospects often
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lead to longer working hours, heightened responsibilities and lack of professional growth or
navigate to minor role (Tang et al., 2024). Similarly, Brue (2019) argued that the competing
demands and high responsibilities at workplaces, additional to it, family and personal roles often
force women to make stay decreased motivation and, in some cases, withdrawal from leadership
pathways. These findings align with studies in other national contexts. For instance, Ghundol and
Muthanna (2025) highlighted that despite holding leadership roles, women often resigned or
declined opportunities due to overwhelming stress, spousal disagreement on collegial

interactions, and lack of institutional support.

In addition to the previously discussed factors, certain personal factors also play a crucial
role in shaping women’s work—life balance. The first factor is good health. Maintaining good
physical health plays a crucial role in enabling women leaders to balance professional and
personal responsibilities effectively. When female managers sustain their physical well-being,
they are better equipped with the energy, focus, and resilience needed to handle demanding
workloads alongside family duties. In contrast, poor health can exacerbate stress and reduce
efficiency, making it more difficult to achieve a sustainable work-life balance (Tang et al.,
2024). The next factor is self-management, which is for women in leadership positions, is
particularly critical for sustaining work-life balance. It involves the capacity to regulate
emotions and behaviors, which helps navigate workplace pressures, manage competing demands,
and maintain stability in stressful situations (Tang et al., 2024). Scholars also highlight the
importance of psychological coping strategies, such as stress management, emotional regulation
and keeping a flexible mindset, which help women leaders to advance work and life demands.
Stress coping strategies can be used as measures to manage job related stress and promote well-

being and regulate workplace pressure (Kim, 2022).
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Mentorship and peer support programs can help to achieve the work-life balance. When
women experience strong support networks, their overall life satisfaction improves, which in turn
enhances motivation and fosters a more optimistic outlook. This positive mindset equips them
with the resilience needed to navigate and overcome challenges in both their professional and

personal spheres (Tang et al., 2024).

In Kazakhstan, the topic on women’s leadership and work—life balance is shaped by a
unique crossing of Soviet legacies, traditional cultural norms, and contemporary global
influences. The Soviet system supplied a great variety of funds to get work-life balance for
working women, such as nurseries, kindergartens, and after- school activities (Kataeva et al.,
2023). Kazakhstani women in leadership position, face challenges to get family and work
balance advancement. According to deep rooted gender norms, which is strongly fixed in
thoughts, women’s position and education are not important as family, and family
responsibilities go ahead of work responsibilities and women often find themselves in a dilemma
between fulfilling the roles of a good mother and wife and pursuing career advancement
(Kuzhabekova et al., 2024; Kuzhabekova & Almukhambetova, 2025). In Kazakhstani society,
many women experience feelings of guilt for not being able to dedicate themselves to work in
the same way as their male counterparts. As a result, they tend to prioritize stable but lower-paid
positions over higher-paying, more demanding role (Kuzhabekova et al., 2024). Women tend to
achieve success in a career if they are not married or divorced, or otherwise they face
disadvantages due to gender bias in career advancement (Bihagen & Ohls, 2006, as cited in
Kuzhabekova et al., 2017). Beyond direct caregiving responsibilities, women in Kazakhstan face
additional traditional bias: women are often expected to take care of parents-in-law, which takes

time and energy, thereby adding barriers for balancing work and life, and career advancement
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(Adambayeva, 2024). Despite these challenges, which women face in achieving work-life
balance, women meet cultural and institutional support. Policies on maternity leave and the
availability of childcare services are key factors influencing how women manage their work—life
balance (Adambayeva, 2024). Spousal support and the growth of remote work opportunities can
significantly support women in balancing their dual roles at home and in the workplace

(Adambayeva, 2024).

2.6 Institutional Policies and Workplace Cultures

Across the world, universities have increasingly introduced gender equality policies to
reduce the underrepresentation of women in senior roles (Morley, 2012; O’Conor, 2020). Such
policies often include quotas for women in leadership, gender mainstreaming strategies, and the
integration of gender-sensitive curricula and training. Transparent hiring and merit-based
promotion are also important institutional policies that influence the women’s advancement in
higher education leadership. Research suggests that clear and transparent hiring and promotion
lead to effective leadership within administration, and help strengthen trust between job
applicants and employees within institutions (Akter, 2025). However, researchers caution that
policy alone does not guarantee substantive change. Because formal measures may be weakened
by persistent informal practices and cultural expectations, women learned to conform in order to
advance, effectively to adjust themselves to the deeply rooted masculine culture instead of
challenging and transforming the universities (Burkinshaw & White, 2017). In the European
context, initiatives such as Athena Swan was viewed as a practical tool for both acknowledging
inequality and motivating institutions to work toward change (Ovseiko et al., 2017). Some critics

argued that obtaining an Athena SWAN Silver award alone may not meaningfully resolve gender
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inequality, since sustainable progress depends on cultural and structural reforms within

universities as well as in society (Ovseiko et al., 2017).

In Kazakhstan, gender equality policies have been formally endorsed through national
strategies such as the Concept of Family and Gender Policy of Kazakhstan 2030. These policies
highlight the importance of women’s representation in leadership across sectors, including
education (ADB, 2013). However, studies suggest that women’s presence in academic
management remains limited, and existing gender equality strategies often lack enforcement
mechanisms (Adambayeva, 2024). In practice, women in Kazakhstani HEIs continue to be
concentrated in middle management roles (e.g., deans, heads of departments) rather than in top-
level leadership positions such as rectors or vice-rectors (Kuzhabekova & Almukhambetova,

2025).

Maternity leave provisions and flexible work arrangements are central to shaping
women’s career advancement in higher education. In countries with generous parental leave and
childcare support, flexible working hours, women tend to have better chances of combining
professional advancement with family responsibilities (Lewis & Humbert, 2010). However,
strategies on WLB and flexible working hours do not always address gender equality, women
continue to face “career penalties” when making use of such benefits: women accept the flexible
working hour system more than men do, but it often leads to salary loss and career stagnation

(Lewis & Humbert, 2010).

Leadership is mostly associated with heavy workloads, long working hours and constant
availability at work. Such demands reflect the idea “ideal worker norms”, which according to the
research is a masculine gendered assumption of limitless work commitment (Asker, 1990; Blair-

Loy, 2003; Williams et al., 2013, as cited in Miiller & Chung, 2026).
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In the Kazakhstani context, the government provides paid maternity leave and some
childcare support, which allows women to take care of their child. However, the length of
maternity leave hinders career advancement, as the existing gap makes it challenging for women
to “enter the job flow” (Adambayeva, 2024). Research shows that women often prioritize
stability and family-oriented roles, even if these positions are lower-paid or less prestigious
(Adambayeva, 2024). Moreover, informal promotion practices often disadvantage women.
Studies from Central Asia reveal that men are often favored in leadership selections due to
perceptions of availability, authority, and suitability, while women are evaluated for the

expectations of caregiving and family obligations (Kuzhabekova & Almukhambetova, 2025).

Organizational culture plays a significant role in either supporting or inhibiting women’s
leadership advancement. Higher education institutions have been shaped by male-dominated
norms, with leadership often associated with masculine traits such as authority, competitiveness,
and assertiveness (Brescoll, 2016). It has been suggested that women must demonstrate higher
levels of performance than their male counterparts in order to attain equivalent career
advancement (Ok & Eniola, 2024). Women who adopt collaborative or relational leadership
styles may therefore be undervalued or stereotyped as less authoritative (Ok & Eniola, 2024). A
supportive workplace climate characterized by inclusivity, transparency, mentorship
opportunities and recognition of diversity, which has been shown to significantly improve
women’s career satisfaction and promotion (Diehl & Dzubinski, 2016). On the contrary,
environments marked by gender bias, harassment, and lack of collegial support can demotivate

women from pursuing leadership roles (Ghundol & Muthanna, 2025).

Influential patriarchal norms remain in workplaces in Kazakhstan and Central Asia. Like

many other institutions universities often function within hierarchical and male-dominated
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governance systems, where decision-making is centralized and informal networks (so-called “old
boys’ clubs”) play a crucial role in appointments (Kuzhabekova et al., 2024). Women leaders
often report feelings of isolation, lack of mentorship, and double standards in evaluation, where
their achievements are evaluated more heavily compared to male colleagues (Adambayeva,
2024). Additionally, cultural stereotypes that associate women primarily with caregiving roles,
leading to doubts about women’s ability to handle high-pressure leadership responsibilities
(Gandhi & Sen, 2021). In Kazakhstan, the 2030 Gender Equality Strategy and commitments to
the Sustainable Development Goals (SDGs) are implemented to improve women’s representation
in decision-making positions. Kazakhstan accepted a series of national strategies to promote
gender equality, beginning with the 2006-2016 Gender Equality Strategy approved by the
President of Kazakhstan. The strategy aimed to transform traditional gender hierarchies into a
framework of partnership between men and women, focusing on seven priority areas: political
and public participation, economic inclusion, education, reproductive health, prevention of
gender-based violence, strengthening of families, and raising public awareness (ADB, 2013, as
cited in Adambayeva, 2024). In 2017, Kazakhstan introduced the Concept on Family and Gender
Policy 2030, a new framework that builds on earlier strategies but combines gender equality with
family policy. While the government has attempted to limit gender bias, the lack of structural
culture remains unchanged. As a result, women’s advancement continues to depend heavily on
individual effort, family support, and informal coping strategies rather than structural enablers

(Adambayeva, 2024).

2.7 Summary

The reviewed literature highlights that women’s leadership in higher education is shaped

by a complex of cultural, structural and institutional factors. Globally, research works identify
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persistent barriers such as gender stereotypes, male-dominated organizational cultures, unequal
promotion criteria and challenges in balancing professional and family responsibilities.
Supportive mechanisms, as gender-sensitive policies, flexible work arrangements, peer and
mentor support, family and spousal support are found to improve women’s access to leadership,

although researchers note that such measures often stay without deeper cultural change.

Within Kazakhstan, national strategies such as the Gender Equality Strategy 2006-2016 and the
Concept on Family and Gender Policy 2030 reflect governmental commitment to gender
equality. However, evidence shows that the translation of these policies into practice remains
limited. Women in Kazakhstan continue to face competing expectations of career advancement
and family caregiving, often prioritizing stability over leadership opportunities. Research further
reveals gaps in workplace cultures within higher education institutions, where Soviet-era
hierarchies, patriarchal norms, and lack of organizational support continue to shape women’s
leadership advancement. The limited scholarship on Kazakhstan and the absence of qualitative
research highlights the need for an in-depth exploration of women’s lived experiences in higher
education leadership. By focusing on the voices of women leaders, this research seeks to shed
lights on how institutional policies, workplace cultures, and societal expectations coincide to

shape their career paths.
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Chapter 3: Methodology

The thesis aim is to explore the experiences, perceptions, and challenges faced by women
in leadership positions within higher education institutions in Kazakhstan. This chapter describes
the methodology of the study. It describes the research design, the study site and sample. The
relevant data collection instruments and the process of data collection and the data analysis.
Finally, it concludes by addressing the ethical considerations that were made to confirm

confidentially of participants.

3.1 Research Design

This study employed qualitative research design using a phenomenology method to
explore the experiences, perceptions, and challenges faced by women in leadership positions
within higher education institutions. The aim of the qualitative research is to explore how
individuals make sense of their experiences, how they shape their realities, and the meanings

they allocate to those experiences (Merriam & Tisdell, 2016).

Phenomenology is a qualitative research approach concentrating on realizing how people
come across a specific case in their own words and point of view, lived experiences. Merriam
and Tisdell (2016) claim that the phenomenological interview is the central data collection
method and before interviewing participants who have experienced the phenomenon, researchers
typically consider on their own experiences to better understand the phenomenon and identify
personal prejudices, viewpoints, and assumptions (p.27). According to Merriam and Tisdell
(2016), phenomenological interview is a main technique to obtain the backbone of the
experience’s meaning. This approach allowed for a deep exploration of women leader’s

experiences, perceptions and obstacles on the way to leadership.
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3.2 Research Site

Kazakhstan’s higher education system provides a wide context for exploring women’s
leadership experiences. Since independence in 1991, the country has undergone significant
educational reforms, resulting in the expansion and diversification of higher education
institutions. Nowadays there are over 120 universities, distributed across public, private, joint
stock and national universities. Astana and Almaty stand out as the nation’s major academic
hubs. Almaty, the former capital, remains the cultural and educational center of the country,
while Astana, the current capital, has rapidly developed as a political and administrative hub with
growing educational influence. Together, these two cities concentrate many of Kazakhstan’s
most influential higher education institutions. Among these universities, there are few
universities in Kazakhstan where rectors and other administrative staff are women. The research
was conducted at universities of two cities Astana and Almaty, where women currently occupy
senior leadership roles, including rectors and vice-rectors, deans and vice-deans. Women’s
representation in university leadership in Kazakhstan remains limited. Identifying institutions
with women in top positions ensures that the research engages directly with those who have

overcome barriers and can provide first-hand insights into their leadership journeys.

3.3 Sample and Sample Strategy

The study employed non-probabilistic, purposive, snowball or chain sampling strategies
in order to recruit participants. Thus, the most suitable sampling approach is non-probabilistic -
the most common form of which is called purposive or purposeful. Purposeful sampling operates
on the belief that the researcher seeks to explore, acknowledge, and gain meaningful insights,

and thus must choose participants who can provide the most valuable and relevant information
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(Merriam & Tisdell, 2016). As Merriam and Tisdell (2016) clarify snowball, chain, or network
sampling is widely considered the most common form of purposeful sampling, as after
interviewing the main candidates, other colleagues might be recommended for the future
interviews. According to Creswell (2013), the main idea of purposeful sampling is that the
researcher intentionally chooses individuals and locations that can provide meaningful insights
into the research problem and the main phenomenon is being investigated. The purposeful
sampling approach helped the study to explore and gain rich and meaningful data from women

leaders about their experiences, perceptions and challenges at leadership positions.

Focus group of the interview is the community which have understanding of the topic
(Merriam & Tisdell, 2016). For the purpose of recruiting the participant, first researcher started
by identifying the characteristics of an ideal participants based on the purpose of the study. The
main feature of the participant should be women holding leadership positions in higher education
institutions in Kazakhstan, such as dean, vice-rector or rector, with the minimum years of
leadership experience between 3-5 years. This information was gathered from official university
websites that provide the names and positions of academic leaders. The main reason for selecting
this group is that women in such positions have direct, lived experience of both the perceptions
and challenges of academic leadership in Kazakhstan. They are best positioned to provide rich
insights into how women navigate institutional structures, cultural expectations, and work-life

balance while advancing their leadership careers.

The invitations for the interviews were sent to 16 women leaders, however only 7
participants agreed to take part in the interviews. The decision to work with a relatively small
sample allowed to generate in-depth, nuanced insights into the lived experiences of women

leaders. Each participant provided a rich narrative that contributed to a broader understanding of



the supports and barriers shaping women’s leadership advancement in Kazakhstan’s higher

education.

Table 1

Occupational Characteristics of Participants

Participants

Participant 1

Participant 2

Participant 3

Participant 4

Participant 5

Participant 6

Participant 7

Place of University work

Astana

Astana

Almaty

Astana

Astana

Astana

Astana

3.4 Data Collection Tools and Procedures

The present research used an interview method for collecting data on a topic. Merriam
and Tisdell (2016) claim that interviewing is the typical type of data collection in qualitative

studies. A data collection method that commonly includes interviewing individuals who have

Position

Dean

Vice-dean

Vice-rector

Vice-dean

Rector

Vice-dean

Vice- rector

personally encountered or lived through the phenomenon (Creswell, 2013). Qualitative

interviewing is a technique where the interviewer guides the participant to respond to particular
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research questions (Fernandez, 2018). According to the structure this study uses semi structured

interview. Semi structured interview is conducted by the beforehand prepared questions, but
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words and order of the questions are chosen depending on the situation (Merriam & Tisdell,

2016).

According to Creswell (2013), the most significant part in the process is finding people or
place for an interview and set up positive empathy with participant in order to obtain good and
meaningful data. After obtaining ethical approval from the Graduate School of Education
Institutional Research Ethics Committee, the researcher used two techniques to contact potential
participants. The initial method was to send a formal invitation letter via email. This was
obtained through university websites or professional networks. Second, in case of purposeful
sampling when candidates recommended their colleagues, professional messaging service, such
as What’s up message service was utilized to identify and approach participants. Once potential
participants were identified, the researcher sent personalized invitation letters via email. The
email included a short introduction of the researcher and the purpose of the study, an explanation
of why they were selected (based on their leadership position), information about confidentiality
and voluntary participation. A consent form was attached. The type of interview was one — on-
one interview. One-on-one interviews between a researcher and a participant allow for an in-
depth exploration of a limited number of individuals and provide valuable insights into a wide
range of experiences (Stofer, 2019). Three interviews were conducted in person and four
interviews were conducted via Zoom online platform. Interviews involved: one university rector,
two vice-rectors, one dean and three vice deans. The interviews were lasted between 20 minutes
and approximately to 1 hour 30 minutes. During the interview, the research participants
answered relevant 5-7 open-ended research questions according to the interview protocol,
focused on understanding the central phenomenon in the study. With the consent of the research

participant, the interview was audio-recorded. The interviews were conducted in a quiet and
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peaceful atmosphere for the participant’s convenience. Participants were offered flexibility to
choose the time and format of the interview (in-person, Zoom, or Google Meet). The use of
online interviews allowed the researcher to reach the participants in geographically distant areas.
This flexibility was designed to respect their busy schedules as leaders and increase the
likelihood of participation. In addition, the conversation for this interview was conducted in the
language most convenient for the participants, including Kazakh, Russian, and English. The
purpose is to get good data collection, and pilot interview will help to conduct a good interview.
Before the interview, pilot interviews were conducted. As explained by Merriam and Tisdell

(2016), pilot interview is significant for testing the questions.

The snowball sampling method was used, where during the interviews, participants were
asked if they know other women leaders who might be willing to take part. This method helped
to reach participants who did not respond to formal invitations but were more open to
participating through peer recommendations. The snowball or chain sampling approach allowed
the researcher to involve more participants into the study, as women leaders recommended their
colleagues at leadership positions to take part in the interview study. For those who did not
respond to the initial email, a polite follow-up message was sent after one week to remind them
of the study and invite their participation. In general, data collection for the study began after

approval was obtained and continued until the required number of participants was collected.

3.5 Data Analysis

The data analysis section will describe the procedures of data analysis. Merriam and
Tisdell (2016) recommend that the most effective approach to data analysis in qualitative

research is to conduct it alongside data collection. The researcher knows the problem of the



31

study, but he does not know what will be founded (Merriam & Tisdell, 2016). Therefore, |
analyzed data simultaneously with data collection. Data was analyzed using thematic analysis,
which is used for finding, understanding, and reporting patterns or themes in data (Braun &
Clarke, 2006). The thematic analysis helped the researcher to explore and understand the
participants experiences, perceptions and challenges more deeply through combining them into
themes. According to Braun and Clarke (2006), the thematic analysis consists of 4 steps. First,
the researcher gets familiar with the data by transcribing and reading it several times. Secondly,
important data related to the research questions were coded. According to Merriam and Tisdell
(2016), coding involves giving a brief label or symbol to different parts of the data to make it
easier to identify and reclaim specific information. These labels took the form of words, letters,
numbers, phrases, colors, or a mix of these elements. Next, themes were developed by grouping
codes. Here themes were analyzed and reviewed. Finally, themes finally named to answer the
research questions. All interviews were recorded and transcribed manually into Microsoft Word
document. As not all participants of the interview were English speakers, their responses were in
Kazakh or Russian languages as well, the obtained data were translated into English and were

coded in English.

3.6 Ethical Consideration

The risks associated with this study are minimal risk. However, as this research involves
human subject, the research might have potential risks for participants. The research primarily
explores the participants’ experiences, perceptions and challenges, which might be considered
sensitive topic, influencing the mood of the participants and some participants may experience

mild discomfort. Consequently, the interview was tried to be comfortable for the participants.
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Additionally, participants may skip any question or withdraw from the study at any time without

consequences. The participants were informed that their participation is voluntary.

This study adhered to ethical research standards established by Nazarbayev University
Graduate School of Education (NUGSE). Prior to data collection, ethical approval was sought
from the NUGSE Research Committee to ensure that the research design, data collection, and
storage procedures meet institutional and international ethical guidelines. Participants were
approached through email invitations and provided with an information sheet outlining the
purpose of the study, their rights as participants, and how the data will be used. Informed consent
form was given to participants in advance of the interview, with time provided to read and sign
before participation. Anonymity was ensured by using pseudonyms for participants and
removing identifiable information related to their position or institution. To maintain
confidentiality, all data (recordings, transcripts, and consent forms) was stored securely on a
password-protected device and encrypted cloud storage. Identifiers were removed during
transcription and data analysis, and access to raw data was limited to the researcher. All data was

used exclusively for academic purposes and destroyed after the required retention period.

3.7 Summary

This chapter explained and clarified the methodological foundation of the study. A
qualitative research approach with phenomenology method was employed to investigate the
experiences, perceptions and challenges of women leaders in higher education institutions of
Kazakhstan. The sample consisted of 7 participants chosen via purposeful snowball criterion-
based sampling, which ensure rich data for the research investigation. Data collection was

achieved using semi-structured interviews. This helped to reach detailed and contextually
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appropriate data. Interviews were conducted in the participant’s preferred language, place, time
and format and adhered to ethical protocols, implicating informed consent form, confidentiality
and the right to withdraw at any moment. Thematic analysis was employed to explore the data,

using an inductive method for coding and formulating themes based on participant’s opinion.
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Chapter 4. Findings

The chapter gives information about the findings of this qualitative study searching the
experiences, challenges and examining the strategies the women leaders in higher education
institutions of Kazakhstan use to balance their professional and personal responsibilities. By
investigating the experiences and challenges that women leaders face, the research aimed how

organizational, personal, social and cultural factors influence their leadership roles.

As have been explained in the previous chapters, the research was guided by the

following questions:

RQ1: What are the key factors that support or prevent women’s access to leadership roles

in higher education institutions of Kazakhstan?

RQ2: How do women leaders in academia perceive and experience their roles and

responsibilities?

RQ3: What strategies do women in higher education leadership use to balance their

professional and personal responsibilities?

RQ4: How do institutional policies and workplace cultures affect the career progression

of women in leadership positions?

As explained in Chapter 3, this chapter addresses comprehensive semi structured
interviews were conducted with 7 women leaders of higher education institution of Kazakhstan.
The data were analyzed thematically employing a qualitative coding methodology to distinguish

themes and subthemes relevant to the research questions.
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The chapter is arranged around four main themes each in accordance with certain
research questions. The first theme, barriers and enables to leadership positions, examines what
barriers and enables women face on the way to advance the leadership position. The second
theme, institutional and cultural influences, examines how institutional policies affect women’s
career progression in academia and explore the aspects of workplace culture that have supported
and hindered the women’s career. The third theme, perceptions and experiences of women
leaders, analyzes how women leaders see their role as leaders in higher education institutions,
how their colleagues and subordinates perceive them as leaders and how gender influence on
their leadership role. The fourth theme, work-life balance and coping strategies, investigates how
women leaders balance their professional role with their personal and family responsibilities, and
this theme examines difficulties and strategies women leaders found effective in maintaining

work-life balance.

Each theme is classified into subthemes, supported by informatory extracts from the
participants interviews. Together, these findings supply with complicated understanding gender
equality in academia through experiences of women leadership roles in higher education in

Kazakhstan.

4.1 RQ1: What are the key factors that support or prevent women’s access to leadership

roles in higher education institutions of Kazakhstan?

This section introduces the findings on the women’s description their journey into a
leadership role in higher education and the obstacles they faced, their professional and personal
factors that helped them to reach current position, based on interviews with 7 women leaders.
The data analyses uncovered 4 principal subthemes within this overall category. The first

subtheme, career trajectories into academic leadership, mentions the participants background and
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their journey to leadership position. In this subtheme, the participants expressed opinions
regarding how they entered leadership roles in academia. The second subtheme, structural and
inner barriers to leadership role, explains how participants describe systematic, institutional,
cultural and inner obstacles women face in reaching leadership position in higher education
institutions. The third subtheme, personal and professional enablers and restrictions, refers to
participants knowledge, skills and other factors helped them to reach the leadership role. The last
subtheme, mentoring and networking as a mechanism of career advancement, explains the role
of mentoring and networking in professional progression. Participants, particularly al of them
indicated the necessity of networking to attain benefit in career progression and leadership.

Altogether, these subthemes a considerable viewpoint about the journey to leadership role.

4.1.1 Career Trajectories into Academic Leadership

This subsection addresses the insight of women leaders in Kazakhstani higher education
institutions regarding their career path. The findings point out that most of the participants did
not initially plan their leadership roles, but emerged gradually through institutional opportunities.
This suggest that leadership pathways in higher education institutions are often not because of
career planning, but rather through professional experiences and institutional support. The
findings indicate that leadership roles are achieved as a part of a gradual trajectory, where
individuals move from teaching or research responsibilities to administrative roles. Conversely,
some participants indicated that they dreamed to advance leadership position in institutions. This
contrast shows that leadership pathway is not always unique. Some leaders get the leadership
unexpectedly as an institution encouragement, but some leaders get the role by long, constant
aspiration. Participant 3 stated: “I did not specifically go to this position, I always planned to

work as a teacher because I enjoyed teaching”. While participant 6 stated: “she [dean] offered me
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to become vice dean, and | would say it was just out of the blue for me because I didn't think. |
had this thought or dream maybe 10 more than 10 years”. Participants often began their careers
as lectures or faculty members before working into administrative leadership. Participant 1
noted: “It was a long journey. So, I started after my graduation, | was the assistant professor,

then I was associate professor. I was teaching, I was a faculty member”.

The findings show that for the most participants leadership position was achieved through
gradual progression on academic career “ladder”, but for others it was sudden promotion. Most
participants experienced linear career growth, while for some participants it was unexpected
leadership opportunities. Participant 7: “I started as a lab assistant, then I combined my job of a
lab assistant and a teacher”. Similarly participant 5 noted the long journey to professional
advancement: “I have built my career from the ground up, starting with teaching and gradually
moving into managerial roles, working across multiple areas. | have served as a vice-rector,
department director, and head of various units”. These narratives suggest that leadership roles are
achieved through long-term experience and institutional admission. However, not all leadership
pathways are the same. Some participants achieved leadership roles as unexpected institutional
appointment. For example, Participant 3 noted that leadership role was unexpected suggestion:
“Well, basically, I passed the competition, the committee, approved me for this position”.

Geographical mobility and involvement in national educational reforms played a
significant role in shaping leadership trajectories. For several participants moving to larger cities
created an opportunity for new professional experience and leadership advancement. If some
leader women indicated their moving to a big city, whereas for others international experiences
were crucial reason of leadership career advancement. Participant 2 noted that after moving to

Astana, she occupied faculty position, then entered into leadership role: “In Astana, | was as a
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faculty member and then I was appointed as a vice dean”. Similarly, participant 1: “Then when I
moved to Astana, | worked at my university. In addition to geographical mobility, participation
in national education reforms is an opportunity for leadership advancement. For instance,
Participant 1 noted that she occupied leadership position as it was part of national task: “then I
was the dean, so it was when PhD was newly introduced in Kazakhstan and | was in task of the
ministry of education developing policies for PhD”.

The findings say that the participants often shaped leadership not as a pursuing a power,
but a response to institutional needs and professional responsibility. For some participants
leadership is not an element of power, they did not purposefully search the leadership position,
additionally they accept leadership as professional responsibility. Many women leaders said they
did not seek power, but accepted responsibility. Participant 2 said: “l focus on specific
responsibilities, my role as a leader is quite responsible”. Also, participant 6 mentioned that
responsibility was key factor in her leadership role: “When I was doing some responsibilities, I
was kind of doing work at a leadership position”.

Overall, the findings indicate that women leadership journey in academia is
characterized by gradual professional growth, institutional opportunities and key turning points,
like offering leadership position and leadership is often perceived as responsibility rather than
ambition.

4.1.2 Structural and Inner Barriers to Leadership Roles

This subtheme explains structural, that is systematic, institutional and cultural obstacles
that women leaders face in reaching leadership positions in higher education institutions. Inner
barriers as well prevented in their leadership positions. Participants reported different barriers

that hindered their progression in leadership.
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Although participants emphasized the absence of gender bias and highlighted merit-
based institutional policies, the findings revealed delicate structural inequalities in academia.
Participants frequently stated that they did not face barriers, some participants simultaneously
described the need to put greater effort to achieve recognition. One of participant reported
experiencing gender bias, where their professional capabilities were underestimated due to their
gender. For example, participant 2 described situations where her professional abilities were
underestimated due to gender: “They underestimate my capabilities because I am a woman. I
have to face up to some difficulties because it requires hours and extra commitment to solve
these issues”. Similarly, Participant 1 noted her constant need to demonstrate the
professionalism: “I just always have to prove”.

Participants reported that academic credentials obtained from Western institutions were
often perceived as more valuable than local qualifications, creating an entire hierarchy of
Western knowledge and contributing to epistemic injustice. Participant 1 described feeling
discomfort when Western degrees were valued more than local ones. She also highlighted the
epistemic injustice, where academic voice is valued depending on your educational origin: “So it
wasn't the direct abuse, but | always felt discomfort when people were saying that the Western
education is more evaluated, with the Western diploma people are more a well-educated,
comparing to their local universities. But all the time | heard between lines, we call it epistemic
injustice, when your voice is heard less, your opinion means less, just because your diploma is
not from the north or just so we say the global north”. Similarly, participant 5 noted intention of
aspiring international education through the Bolashak program: “I wanted to go to Bolashak, to

get the professor to register”.
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The findings indicated that participants indicated limited leadership mentorship is one of
the barriers in advancing leadership. Some participants indicated the limited mentorship
structures made the navigation of career advancement more difficult. Participant 2 noted:
“limited mentorship opportunities here, | think for women as well, which made it harder to
navigate career advancement”. Participants reported limited formal education or training in
leadership and management, requiring them to develop administrative and managerial skills.
Participant 6 reported: “But at the very beginning, it was hard because I don't have any education
in leadership or in management”.

The next barriers are inner barriers which come from personal feelings and beliefs,
psychological obstacles, and balancing work-life responsibilities. Several participants indicated
inner barriers, like imposter syndrome and self-doubt, especially in the stage of their career
advancement. Participant 4 described inner barriers: “There were difficulties in the beginning-
lack of self- confidence and doubts about my ability”. Similarly, participant 5 described her
hesitation the leadership advancement: “I probably can't be a rector, inside myself”.

Participants indicated that balancing work and life responsibilities and the balance
between scholarship and administrative duties restricted their career advancement. Participants
reported difficulties in balancing professional responsibilities with personal and family
obligations. Participant 1 said: “thing is to make the balance between your work and your
personal life and your family. When you have kids, you have to pay attention to them”.
Participant 2 described caring for elderly parents while performing leadership responsibilities:” I
do live with my parents and they are 74 now”. Participant indicated the balance between

scholarship and administrative role is also challenging. Participant 1 indicated: “I want to
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conduct research. | want to have my h-index very high, but you are working at administrative
position. You have to make this condition for your professors to publish”.

Overall, the findings demonstrate that female’s pathways to leadership at universities are
formed by a combination of organizational and inner obstacles. Structural barriers, including
epistemic injustice, gender bias, lack of mentorship, and limited leadership training, coincide
with inner psychological challenge such as self-doubt and imposter syndrome The barrier such as
balancing academic, administrative, and family responsibilities is also exist. Altogether, they
discover that women’s leadership experiences are not individual struggles but are fixed in
institutional and cultural.

4.1.3 Personal and Professional Enablers and Restrictions

This subtheme sheds light on the participants’ personal factors, such as individual
qualities, motivation, skills, family and professional factors, like organizational support, policies,
career opportunities that helped them in leadership role. Participants highlighted education,
advanced academic degrees, international experience, and professional development as crucial
factors that helped their progression into leader positions. Participant 2 emphasized how
dedicated to leadership development: “I study hard”. Similarly, participant 5 noted the
significance of international academic opportunities and this help for leadership advancement:
“Education is important. “Bolashak” is a great opportunity to study. Then, about 5-6-7 years ago,
I had a lot of Erasmus projects.”.

Personal characteristics such as resilience, responsibility, adaptability and leadership
skills were a primary factor in participants’ ability to navigate leadership roles. Participant 2
underlined several personal skills that supported her leadership role: “On a personal level, |

would say determination, resilience, and strong time management skills”. Similarly, participant 3
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mentioned some personal skills as highly- organized and goal-oriented: ““I think I have very good
organizational skills. I'm very teachable. if I'm given a goal, I'll achieve it. I'm a very creative
person who can motivate people to achieve things”. Some participants highlighted the
importance of accountability and informal leadership. Participant 5 indicated taking
responsibility during the absence of a rector, this means accountability without formal authority.
She also highlighted the importance of multilingual competence in managing institutional
communication, especially with diverse stakeholders, like students, colleagues and international
partners: “knowledge of languages is extremely helpful”. Participant 6 indicated that her skill
like responsibility and ability to meet deadlines is crucial in advancing leadership role: “I had

responsibility, I tried to be on time all the deadlines”.

Another factor that enables participants with the leadership roles is the family support.
Some participants underlined the crucial role of supportive spouses and family members in
engaging leadership role. Participant 1 indicated her spousal support helped a lot in her
administrative and doctoral degree: “For personal, | think that's support of my family, so my
husband who makes all conditions, supported me with kids when | was doing in my PhD, my
second doctoral degree, who supported me a lot”. Participant 7 mentioned about supportive
family members: “Supportive family, supportive husband, | was blessed, and | have a wonderful

son, great daughters and great brothers and sisters”.

Professional or organizational factors, like workplace relationships and institutional
relationship also facilitated women’s leadership development. Participants highlighted that
collegial support and a respectful environment are crucial. Participant 1 described the

professional environment within her institution collaborative and supportive, particularly senior
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management and colleagues support: “our professional environment, the constant support of the
President and provost. My pears, when we always exchange our experience. So we just have an
ecosystem of support, understanding, collaboration”. Participant 2 mentioned the collaborative
work environment. Participant 1 mentioned the support of strategic partners, not only academic
resources, but some professional experience and advice: “I think that we are very lucky to have
such strong academic partners, and it's not just about the papers or books or your studies, but

many things were learned from our partners. They gave very wise pieces of advice.”.

Overall, the findings indicate that female’s leadership growth is shaped by a connection
of personal and professional facilitators. Personal factors such as education, resilience,
responsibility, leadership skills and family support strengthened women’s ability to navigate
leadership challenges. At the same time, professional factors, including collegial support,
institutional environment and partnerships, provided crucial factor that enabled women in their

leadership roles.

4.1.4 Mentoring and Networking as a Mechanism of Career Advancement

According to the findings, mentoring relationships and professional networks were
identified as important factor that enabled women’s empowerment to leadership positions and
strengthened women’s professional confidence. Many participants indicated that mentors shaped
their leadership role, providing professional guidance, support and defense. The participant 3
noted strong influence of her mentor: “That is for 100 percent. I can confidentially say that the
rector is my teacher, my mentor. Because she essentially shaped me into a leadership, | am today
having become a vice rector”. Participant 4 also mentioned the role of mentor, and a mentor
served as a defender: “I received significant support from my supervisor. Whenever someone

expressed unfair opinions about me or exerted pressure, my supervisor consistently defended me.
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He also acted as my mentor”. Participant 7 mentioned that during the life she had had many

mentors, who supported and taught her a lot.

As well as mentoring, networking served as a significant factor that enabled women’s
professional progression. The findings indicated the significance of networking, as it increases
opportunity for collaboration and career progression. Participant 5 described the role of
networking in career advancing: “People who have already achieved success continue to advance
their careers largely through networking. | have also observed this in practice through my own

work™.

Overall, the findings demonstrated that women’s pathways to academic leadership in
Kazakhstani higher education institutions are shaped by a complex interaction of career
trajectories, structural and inner barriers, and personal and professional enablers. Women leaders
often did not initially aspire to leadership positions; instead, their careers evolved gradually
through institutional opportunities, professional responsibility and key turning points. Leadership
was frequently perceived not as a pursuit of power, but as an obligation to respond to

organizational needs and ensure academic quality.

4.2 RQ2: How do Women Leaders in Academia Perceive and Experience their Roles and

Responsibilities?

The findings revealed the perceptions and experiences of female leaders, how they see
their role as a leader and how their colleagues and subordinates perceive them as s leader.
Participants reflected diverse leadership identities and professional values. The section is
presented under three sections: a. self-perception of leadership role, b. external perceptions and

recognition of women leadership, c. gendered perceptions and stereotypes in leadership.
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4.2.1 Self-perception of Leadership Role

The first subtheme findings examine how women leaders define their leadership roles.
Most of the participants viewed leadership as transformative, change leaders or change agents.
Participant 2 described herself as change leader: “I pull myself as a change leader I try to foster
and inclusive and supportive environment”. Also, participant 5 underlined a desire to change
aspects of higher education: “I aspire to be a reformer- to change and transform many aspects of
higher education. | want to change and dismantle existing stereotypes”. Similarly, participant 7
highlighted the importance of contributing to institutional transformation: “To contribute to the

transition to the transformation of higher education”.

Several women leaders evaluated leadership as contribution and responsibility to the
institutional development. Participant 3 noted her strong belief of her contribution to the
university’s development: “If I have contributed to improving the university’s position from the
students’ perspective, I believe I have fulfilled my role”. Closely, participant 2 emphasized
leadership as responsibility and opportunity: “I see my role as a leader as both of responsibility

and opportunity to make a positive empathy”.

Some women leaders visioned leadership as a mentorship and collaboration. Participant 1
see herself as a mentor and psychological support figure: “It looks like women empowerment.
When my young colleagues may come to me and ask questions, because they feel more
comfortable to ask me rather than their male”. Likewise, participant 2 mentioned that her
leadership position gave an opportunity to mentor younger academics: “So I also knew my

position is a chance to mentor younger colleagues”.
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Some participant viewed leadership is not defined as gendered, leadership is about
professionalism and self-qualities. Participant 1 explained a professionalism and contribution: “I
don't think that is a big difference between the female and male leadership. A professionalism,
empathy of this person, of his contribution”. The same, participant 4 noted about the constant
professional development: “I see myself as a leader who is engaged in a continuous process of

professional development”.

Several participants viewed leadership as an adaptive leadership to modern technologies
and global orientations in higher education. Participant 5 highlighted the importance of digital
innovation: “Digital technologies and artificial intelligence are often perceived as threats, while I
view them as integral to the modern generation’s learning environment. Leaders in higher
education must accept these changes rather than resist them”. Similarly, participant 7 noted the
need for universities to align with international standards to get global recognition: “In order to

get this global recognition, we have to comply with international standards”.

Overall, the findings prove that women leaders viewed themselves as a transformer
leader, mentors, which align with their responsibility, professionalism, development in a global

modern digitally developed world.

4.2.2 External Perceptions and Recognition of Women Leadership

The second subtheme findings examine how colleagues and subordinates of women
leaders perceive them as a leader. Most of the participants noted that their leadership roles are
evaluated by their professional and personal abilities rather than gender. Participant 1 reported

that colleagues focused more on her experience, leadership performance rather than her
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belonging to some gender: “I don't think that people are looking if you are a female or male”.

The findings suggest that professional performance is more crucial than a gender.

Some participants mentioned that their colleagues perceive them through other
professional qualities, as approachability, ambition and determination. Participant 2 mentioned
her personal skills as a key factor how her colleagues viewed her: “I believe my colleagues and
subordinates see me as an approachable person. Some of them see me as ambitious and
determined”. Some participant mentioned about the leadership recognition is established through
professional performance and achievements. Participant 5 noted that leadership recognition is
earned through concrete actions rather than authority: “Leadership credibility is earned by
demonstrating results and actions personally, not just by title”. Several participants mentioned
that leadership is recognized through authority. For example, participant 3 mentioned that
constant work brought her authority: “I have authority now due to my consistent work and
experience”. Similarly, participant 7 described her leadership as demanding and result-oriented:

“I can’t say I am kind or cruel. I am just demanding”.

The overall insight from this subtheme is that female leaders at universities are
recognized and evaluated based on their professional competence, personal qualities, and

demonstrated results, rather than their gender.
4.2.3 Gendered Perceptions and Stereotypes in Leadership

The third subtheme findings demonstrate how gender has influence on the way how
colleagues and subordinates perceive women leaders as a leader. The findings are divided into
two parts, while the first past experienced gender-related challenge, the other part disagreed with

gender bias, reporting professional competence and performance are the crucial factor how they
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were perceived within higher education institution. Several participants pointed out that their
belonging to some gender had effect on their leadership experience. Participant 5 mentioned that
she did not take part in active social life because of her gender: “I know that men meet after
work and communicate with each other, but where do they usually meet? In saunas, bathhouses,
or maybe billiard clubs. And they look at me as a woman, and because of this, | miss many
opportunities”. This experience suggests that gendered social networks may restrict the women
leader’s opportunity to take part, which can influence on their leadership advancement.
Similarly, participant 2 mentioned about gender bias, that women may have to demonstrate
greater effort to establish her credibility: “Sometimes being a woman means | have to work

harder, demonstrate my competence and authority”.

Contradictory, several participants identified that gender impacts on the perceptions of
women leaders, but professional performance and leadership style remain a primary factor of
perception. Participant 5 highlighted the importance of personal characteristics as confidence: “I
mean some personal qualities rather than gender, because | would say being self-confident is
really important”. Similarly, participant 7 mentioned that colleagues evaluated professionalism:

“They look at the way how really I work with them”.

In sum, female leaders’ experiences of Kazakhstan’s academia reflect a dual reality:
while gender bias persists as a structural and cultural factor, professionalism, leadership style and

personal factors increasingly serve as the primary foundations of women leadership.

4.3 RQ3: What Strategies do Women in Higher Education Leadership use to Balance

Professional and Personal Responsibilities?
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This section reports participants’ perceptions on balancing work and life responsibilities
and the strategies they use to maintain the balance. The findings indicate that participants employ
different approaches to manage work and family duties. This theme reveals three subthemes. The
first subtheme, managing multiple roles: professional and family responsibilities, reveals how to
obtain work life balance and manage their dual roles as academic leadership and family role. The
second subtheme, coping strategies for maintaining work life balance, reports practical and
psychological strategies. The third subtheme, critical moments and challenges in balancing roles,

uncovers situations where work life balance becomes particularly difficult.

4.3.1 Managing Multiple Roles: Professional and Family Responsibilities

This subtheme captures how woman leaders in higher education institutions navigate dual
responsibilities of professional leadership and family duties. According to the data analysis the
participants are divided into three categories due to their balancing work and life responsibilities.
The first group those who have clear boundaries between work and life. Participants revealed
that balancing work and life required prioritization and careful planning. Participant 1 reported
that she prefers quality time to quantity time when she spends time with her children: “They
[children] want me to be an active part, but I'd trust that it doesn't matter how many hours you
spend with your kids. It matters the quality of these hours you with your kids”. Similarly,
participant 7 mentioned about careful planning: “Even all of my weekends are full’. Participant 2
emphasized about the delegating tasks, which helped her manage professional responsibilities
more effectively: “I started to delegate tasks. I think that's what helped me as well”. These
experiences prove that time management and delegation set a boundary between professional and

professional roles.
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One participant emphasized that maintaining balance is a key condition for successful
leadership and personal circumstances shape this balance. Participant 3 mentioned the role of
balance in leadership experience: “You need to be able to balance. If balance exists, everything

works. If not, there will be a disfigurement somewhere”.

Several participants reported that the key factor for balancing both roles is supportive
family, spousal and even colleagues. Participant 2 highlighted the role of team support: “I'm not

the only one, | have my supportive team”.

The second group, those who maintain both roles simultaneously and boundaries between
work and life are less defined this group tries to maintain both roles simultaneously. For
example, participant 5 admitted that sometimes she brings her children to the workplace: “If I
work on weekends, | try to take my children to work with me. They play here, feel happy, and at
the same time I spend time with them”. This approach means that adaptive strategy when work

and family roles coexist.

However, some participants mentioned that maintaining both roles is difficult, as the
sense of responsibility is above all. Participant 6 mentioned the importance of personal
responsibility: “it's just my own sense of responsibility”. Similarly, participant 5 noted that
leadership role requires constant commitment: “If you have responsible job, you have to be

responsible, even if you do not want to that”.

The third group is just learning how to maintain both roles in order to get a balance, they
mentioned that achieving work-life balance is life learning process for instance, participant 6

noted: “I'm still learning how to manage my time”.
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Overall, the findings show that female leaders in academia manage work and life
balancing through different ways shaped by personal circumstances, institutional strategies and

support system.
4.3.2 Coping Strategies for Maintaining Work-life Balance

The subtheme uncovers strategies female leaders to manage professional and personal
life balance for leadership advancement. The findings reveal that women leaders adopt diverse
approaches to manage workload, family obligations, and emotional pressures associated with
leadership role. These strategies are establishing clear boundaries, prioritizing tasks and
managing time effectively, relying on psychology coping mechanism and support systems as

well.

Most women leaders noted some key strategies, which help them maintain leadership
position. These strategies are clear work and life boundaries, prioritization tasks, where being
flexible is a key factor and time management. Participant 1 noted the importance of blundering
home and work spaces: “Just try to be flexible, but if you at home, you should be at home. If you
are in your office, you should be in your offices”. Similarly, participant 2 mentioned about the
importance of prioritization and setting boundary: “I prioritize task as well and set clear
boundaries between work and life”. Participant 4 emphasized setting boundary and prioritization
family responsibilities: “Clear work home boundaries, family prioritization”. Participant 5
explained that avoiding work at home helps her get balance: “I try not to work at home”.
Participant 7 also underlined the importance of time management: “Pull yourself together and

time management, prioritizing things and never give up”.
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In addition to practical strategies, psychological coping strategies help to maintain and
reduce stress in leadership advancement. These strategies are family and spouse support, here is
discussing and agreement with spouse. Participant 1 explained that open communication with
family members helps her manage leadership role: “I am very open with my family. I discuss
with my husband”. Some participants mentioned the importance of maintaining stress and
permitting herself time to rest. For example, Participant 2 mentioned that she tries to reduce
stress: “I try to reduce this unnecessary feeling of stress”. Participant 6 noted the importance of
allowing time to rest: “Nothing will happen if I just don't work. and allow myself to rest”. These
experiences suggest that psychological support and maintaining stress are crucial in advancing

professional and family roles.

Alongside with some psychological coping mechanisms, some participant reported using
some gadgets help them to maintain balance between work and life. Participant 2 noted that
using gadgets help her get flexible mindset: “Using that some planning tools, Google calendar,
laptop, so when | write all the things that | have to complete, to kind of maintain flexible

mindset”.

Overall, the findings show that women leaders maintain career- family balance through a

combination of practical organizational strategies and psychological coping mechanisms.

4.3.3 Critical Moments and Challenges in Balancing Roles

This subtheme explores situations in which women leaders experienced significant
difficulties in balancing their professional responsibilities with personal and family roles. The
findings reveal that such moments often connected with periods of increased workload, family

obligations, and emotional pressure.
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Several participants indicated that the most difficult time in managing both roles was the
time when obtaining doctoral degree and managing leadership role and family responsibility.
However, the support of family and spouse helped them to face challenges. Participant 1
described the experience which was particularly challenging: “The challenging was when I was
doing my doctoral degree, | was working on my thesis all weekends, | spent at home, but I was
not with my kids”. Participant 4 noted the most challenging period was completing doctoral
degree and holding leadership role: “The hardest period was writing doctoral thesis and

maintaining leadership role”.

Several participants indicated tough situations related to family obligations, family
traditions and traditional expectations. In addition to their leadership roles, many women leaders
continue to carry family responsibilities. Participant 2 described the difficulty of managing
several family roles with a leadership role: “I was leading as a vice dean and also managing
family responsibilities, taking care of my parents, also taking care of my nephews and nieces was
difficult for me”. Cultural norms and family role expectations also make challenging to carry
both roles. Participant 5 explained the challenges connected with the family role: “Because they
will not look at the fact that you are a rector or that you work. You still have to fulfill the duties

of a kelin (daughter-in-law). That is probably what makes it difficult”.

Some participants pointed out the challenges connected with meeting the deadlines,
which they found quite stressful and tough moment. Participant 2 noted the meeting several work

deadlines creates significant pressure: “I would say also managing all the deadlines at work”.
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Overall, the findings show that women leaders face the greatest challenges in leveling
work and family duties in periods of high professional demands and traditional family

expectations, highlighting the tension between career responsibilities and cultural roles.

In sum, in the face some challenges linked to professional and cultural norms, women

leaders manage coping strategies to maintain balance between work and life.

4.4 RQ4: How do Institutional Policies and Workplace Cultures Affect the Career

Progression of Women in Leadership Position?

This section presents the data connected to the question four of the research. This section
examines how institutional policies support and hinder women leaders’ career advancement in
higher education institutions of Kazakhstan. The data analysis identified three subthemes within
this comprehensive theme. The first subtheme, institutional policies as structural enablers and
barriers, expresses how formal rules, policies and systems shape women’s careers. The second
subtheme, workplace culture and gendered norms, focuses on informal practices and norms. The
third subtheme, policy suggestions and cultural gaps in supporting women leaders, refers
participants of institutional policies with aspects of workplace culture, their support and hinder of
women leadership. This section examines each subtheme supported by quotations from

participants’ interviews.

4.4.1 Institutional Policies as Structural Enablers and Barriers

The findings of this section present the women leaders’ perception of institutional
polices, their support and hinder in the context of career advancement. Most participants indicate
that institutional policies affect positively on their career progression. Participant 1 noted that

their institutional policy aligns with national gender equality policy: “Some of the institutional
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policies have an alignment with the national policies. So as we say, 30% of leadership positions,
we have a special quarter for women”. Participant 2 experienced positive transparent hiring and
promotion: “it was positive experience because | was appointed, I think that it was quite

transparent process. I had no problems with hiring”.

While institutional policies appeared positive, some participants shared with obstacles in
their career advancement. Participants’ narrations revealed some institutional restrictions, which
are connected with maternity leave, workload. Participants noted that women in leadership
positions feels pressure to return work early, when they go to maternity leave, because of
financial problems and institutional demands. Participant 2 noted that sometimes women leaders
have to work earlier due to financial problems: “they had to face with some problems in terms of
going to the maternity leave, because they had to continue working, and financial problems”.
Participants noted that women with children often face greater difficulties in career progression
compared to those without family responsibilities. Participant 5 explained: “It is slightly more
difficult for women, because many of them have families. This is why there are fewer women in
careers who have children and husbands, while most women who advance in their careers tend to
be those without families. For them, it is easier to balance professional and personal
responsibilities”. Participant 2 noted about workload of leadership position: “if you are at the

leadership position, you should be day and night at university”.

Overall, the findings demonstrate that institutional policies have positive and negative

impact on women leader career advancement.

4.4.2 Workplace Culture and Gendered Norms
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In this chapter women leaders’ narrations uncover such factors as collegial support,
gender stereotypes and expectations and leadership norms, which enables or hinder women
leadership in academia. Most participants highlighted respectful, supportive, corporate
workplace culture, which can be seen not only in middle management, but even in senior
management, and this leads to approachable top management system and academic freedom.
Participant 1 noted the democratic environment of her institutional culture: “we say about the
democracy, it's about the academic freedom. We are free to say what we think”. Similarly,

participant 2 noted approachable top management: “They are quite approachable as well”.

Despite this positive perception, some participants reveal some factors of workplace
culture, such as gender stereotype, hierarchical top management system which hinder women
progression. Participant 2 shared that some colleagues may have gender stereotype view: “I
would say there is one on my colleagues. He holds the leadership position at the university, and
I'm not 100% sure, but | think that he has got some general stereotypes and limited sense of
recognition of women's contribution “. Participant 5 experienced hierarchical top management
system, which hinder lower management system to grow: “The first university where I worked,
even though Rector was a woman, it was like the hierarchy”. Participant 2 mentioned about the
colleagues, who always hinder women’s leadership, but they contribute to women’s work harder
and growth: “I think that when you face with challenges, you know, you learn a lot and it makes

me feel more resilient and perseverance”.

Overall, the findings indicate that workplace culture in academia is dual: while
supportive and democratic environments enable women’s leadership, gendered norms and

hierarchical structures simultaneously constrain their career progression.

4.4.3 Policy Suggestions and Cultural Gaps in Supporting Women Leaders
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This subtheme exhibits participants’ considerations and suggestions associated with
policy or cultural aspect. Mostly the participants suggest policies, programs or training programs,
which support women leadership. Participant 1 highlighted that their organizations have already
created course for women leadership in academia: “we would introduce the course for all our
female colleagues”. Participant 2 pointed out that women leadership cannot be supported by
formal equality, it requires some flexible work culture, network expanding opportunity and
developing inner factors of women: “I think that developing this flexible work culture, that
develops work life balance, would make it easier to pursue the leadership”. Similarly, participant
3 pointed out that leadership should be transparent and merit-based rather than focusing on
gender: “It is necessary to see all her competencies. It is important to recognize all her
achievements and capabilities. In other words, people should not focus on gender”. However,
several participants noted that leadership is traditionally associated with men. So, they suggest

some policy, which increases women leaders’ representation at universities and organizations.

Overall, the findings suggest that leadership is widely recognized as masculine and

women leaders suggest more policies to promote women’s leadership.

4.5 Summary

In conclusion, the findings demonstrate that institutional policies and workplace cultures
contribute a complex function in shaping the occupation progression of female leaders in higher
education institutions in Kazakhstan. Furthermore, participants’ policy suggestions highlight the
demand for more hybrid work arrangements, regulations, merit-based policies and transparent

leadership practices.
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Chapter 5. Discussion

This chapter explores and explains the findings in connection with prior research
regarding the background and challenges of female leaders in higher education institutions. The
study aims to identify challenges that women leaders face, and examine how organizational,
personal, social, and cultural factors influence their leadership roles. As has been explained in

the previous chapters, the research was guided by group of questions:

RQ1: What are the key factors that support or prevent women’s access to leadership roles

in higher education institutions of Kazakhstan?

RQ2: How do women leaders in academia perceive and experience their roles and

responsibilities?

RQ3: What strategies do women in higher education leadership use to balance their

professional and personal responsibilities?

RQ4: How do institutional policies and workplace cultures affect the career progression

of women in leadership positions?

5.1 Career Trajectories into Leadership

The findings chapter indicates that women leaders career pathways have dual direction,
while several participants initially did not plan obtaining leadership positions, emerging
gradually through institutional opportunities, other participants get leadership positions by
constant and long commitment and aspiration. The findings are in agreement with a previous

literature stating that “normative career path” is crucial in prospering career path to presidency
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(Woollen, 2016, as cited in Vancour, 2020). Similarly, Duingnan (1988/1989, as cited in

Theobald, 2006) noted that leadership is “art of possibility”.

This study demonstrates that expanding geographical mobility and participating in
national reforms give an opportunity to advance leadership role. This aligns with Kuzhabekova
and Almukhambetova (2025) studies that after the independence in Central Asian countries such
as Kazakhstan the women’s participation in higher education has been high, but leadership

representations remained lower. Top-leveled positions at universities remained male-dominated.

5.2 Structural and Inner Barriers

Female leaders in higher education institutions experience significant obstacles and
enablers on the way to success. One of the key insights from this study is the pivotal role of
gender bias. Even though the participants denied the existing the gender bias, the delicate
structural inequalities exist in an academia. According to gendered societal norms women have
to put more effort and prove their professionalism and ability to advance leadership positions
more than their male colleagues. This finding coincides with the findings of the scholars Salas-
Lopes et al. (2011), Seo et al. (2017) and Sing and Tarijisen (2008), where success and
achievement are still associated with masculinity. Similarly, the findings extend existing
literature of EImutti et al. (2009), Thelma and Nglube (2024), which point out that deep seated
gender bias exclude women from leadership as women are viewed less capable and authoritative.
Leadership positions always demand additional responsibilities as availability at work, long
working hours. These findings are also confirmed by the Gandhi and Sen (2021) findings, that

the leadership roles demand considerable effort.
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The findings indicate that structural barriers, including limited mentorship access for
leadership advancement and lack of trainings in leadership and management, hinder progress
into leadership roles. This finding support previous research in gender studies that limited access
of mentorship and sponsorship restrict women’s entry and progression in leadership pathways
(Thelma & Ngulube, 2024). Thelma and Ngulube (2024) and Gandhi and Sen (2021) also
mentioned about the role of mentoring programs for women to progress in leadership. One more
structural barrier, making the advancing leadership more difficult is limited formal education or
training in leadership. Mostly, leaders got promoted based on their academic degrees, but not due
to managerial skills. This finding aligns with the research of Jacobsen at al. (2022), leadership

trainings show advanced performance.

The findings show that participants experienced epistemic injustice shaped by hierarchy
of Western knowledge, where Western institutions are often perceived more valuable and
legitimate than local institutions. This finding supports previous research by Byskof (2020), who
defines epistemic injustice is when individuals can be treated unfairly based on prejudices related
to gender, social background, race, voice and other identity markers. Similarly, Amin (1989,
2011, as cited in Jafari, 2022) highlighted that the dominance of the west over the rest of the

world in political, educational and economic spheres.

Alongside with the structural barriers, women leadership progressions also influenced by
internal barriers. The findings indicate inner barriers, particularly imposter syndrome or imposter
phenomenon, when women leaders feel self-doubt, assuming that their achievements are
overestimated. This finding extends existing literature Hutchins et al. (2018), Bravata et al.
(2020), and Chodoff et al. (2023) (as cited in Garnett & Kinnear, 2025) the most pivotal factors

of imposter phenomenon are self-doubt about intelligence and skills. Similarly, Park (2020) as
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cited in Gomez Rumbo (2024), found that women often felt that they were promoted to match
diverse environment, rather than owing to their skills. Furthermore, deep-seated gendered
expectations contribute to this perception, which mean that women are undervalued in
environments where assertiveness and hierarchical control are in privilege, women are weak at
decision making, lack of self- confidence, all this led to imposter syndrome (Maheshwari &

Nayak, 2020; Tessens et al., 2011).

5.3 Personal and Professional Enablers and Restrictions

Women leaders face some personal and professional enablers and barriers in advancing
leadership responsibilities. The findings reported difficulties in balancing professional
responsibilities with personal and family obligations. Similarly in previous literature states that
women have to place family obligations above professional growth, a challenge that men are less

likely to face (Algantani, 2019; Eagli & Carli, 2007).

The findings demonstrate the significance of personal skills like taking responsibility,
meeting deadlines, the importance of accountability, which collectively reflect the idea of
informal leadership. This data is expanded with the previous investigation of Ludwikowska et al.
(2019), who states that the capacity of leadership position exceeds its designation, it often

extends beyond formal job titles

The findings indicate that family and spousal support, together with time management
play an important role in engaging leadership role. This finding support previous study, that
delegating and sharing family responsibilities, alongside effective time management provide the

advancement of women into leadership roles (Gandhi & Sen, 2021).
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Professional factors, including workplace relationship or institutional culture have an
important impact on women leadership advancement. This aligns with previous literature,
indicating that institutional culture plays a crucial role through collaborative and inclusive
leadership that empower women in leadership (Thelma & Ngulube, 2024). Similarly, Smiley et
al. (2021) note that workplace culture influence women’s development into leadership positions

within academia.

5.4 Perceptions and Experiences of Women Leaders in Academia

The findings of this research demonstrate that participants perceive themselves as
transformative, change leaders or change agents. Transformative leadership is aimed for
inspiration, motivation and promotion innovation within institutions. This finding supports a
previous study, which states that transformative leadership is a skill to impact people to realize a
concept or an outlined target (Robbins & Judge, 2008, as cited in Nurtjahanjani, 2020).
Similarly, transformative leaders encourage and inspire followers to get exceptional results

(Bass, 1985; House & Shamir, 1993; Sashkin, 2004, as cited in Brown et al., 2019).

A common and consistent opinion about the leadership in this study is that women
leaders consider leadership as contribution and responsibility, which effect on their welfare. This
finding corresponds with Maheshwari and Nayak (2020) concept that female leaders feel them to
devote a lot of time in leadership positions in the way it harms their own and family well-being

and additional responsibilities.

This study found that women leaders perceive leadership as collaboration and
mentorship, which they associate with women’s empowerment. Previous literature highlights

that women leadership style is often perceived as collaborative, emphatic and supportive, in
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contrast to male leadership style, that are often associated with assertiveness and authority (Ok &
Eniola, 2022). Research by Maheshwari and Nayak (2020) reflect that male leader display more
authority, aggression and self- confidence, while their female colleagues are more emphatic, kind

and better at understanding.

Furthermore, participants perceive leadership as opportunity to mentor and support
younger academics. This finding is supported by previous research, that mentoring and peer
networks acting as a driving force in supporting female leadership development and career

progression (Harris, 2022; Salas-Lopez et al, 2011).

At the same time, participants indicate the experience to work harder to demonstrate
competence, authority and professionalism. This aligns with the previous literature, that women
are required to show legitimacy, proficiency and ability of being credible leaders (Maheshvari &
Nayak, 2020; Malone, 2024). The heavy workloads were associated with leadership, that
described as overwhelming, leading them to resign and sometimes avoid such roles altogether

(Ghundol & Muthanna, 2025).

In addition, the findings demonstrate the existing informal network groups which may
hinder or limit women leadership advancement. This aligns with the previous research, that
existing the “old boy” phenomenon, which run outside institutions and help career progression
for male leaders, whereas women feel excluded from the access to influential informal networks

(Atkinson & Moffat, 2005, as cited in Domunko, 2023).

The findings show that participants reported that their colleagues evaluate them based on
their professional performance, result and experience, rather than gender. This finding

contradicts to previous research that leadership is evaluated by gender stereotypes, deep-seated
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gendered expectations may undervalue women’s leadership style in environments where male

leaders receive more support (L.Tessens et al., 2011).

5.5 Work-life Balance Challenges and Strategies

The findings reveal that participants of the study experience several challenges on the
way to balancing both roles as professional and personal. The findings show that the challenging
factor are connected with increased workloads, family obligations and emotional pressure. This
finding aligns with Heath (2012) study, where she claims that women leaders experience
constant strain while attempting to balance administrative duties with personal commitments.
Furthermore, participants experience competing demands and higher responsibilities at
workplace (Brue, 2019). They also experience pressure and indicate cultural expectations, which
align with Tang et al. (2024) study, that family is central norm, female leaders try to meet all
family needs. Similarly, Naong N. and Naong L (2023), states that family responsibility take

time and energy, which can influence on job performance.

The next challenge related to family traditions and traditional expectations, for example,
women leaders have to fulfill the duties of mother, wife and “kelin” (daughter-in-law). Similar,
the researchers from Kazakhstan state close idea, that according to deep rooted gender norms,
which is strongly fixed in thoughts, women’s position and education are not important as family
and family responsibilities go ahead of work responsibilities and women often find themselves in
a dilemma between fulfilling the roles of a good mother and wife and pursuing career
advancement (Kuzhabekova et al, 2024; Kuzhabekova & Almukhambetova, 2025). Similarly,
Admabayeva (2025) noted that women face additional traditional bias taking care of parents-in-

law.
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The challenge which is uncovered in this research is some stressful and tough moments,
for example, meeting deadlines, obtaining doctoral degree, and heavy workloads. The data align
with the prior research, Ghundol & Muthanna (2025) stated that women leaders often resigned or
declined leadership opportunities due to overwhelming stress and shortage of institutional

support.

Despite all these challenges which prevent managing leadership and family
responsibilities, women leaders employ somewhat strategies to balance work and life duties. The
findings highlight key strategies, including prioritization and setting clear boundaries, delegation
and time management. This aligns with earlier studies suggesting that individuals use boundary
management strategies to organize and separate family and work responsibilities (Nippert-Eng,
1996; Kossek et al., 1999, as cited in Leduc et al., 2016). Furthermore, female leaders use time-
management approaches to overcome hurdles and maintain their leadership positions (Tang et al,

2024).

The findings show that participants use digital technologies as coping strategy to
facilitate work and life balance. Participants noted using gadgets, such as planning tool apps,
Google calendar and laptop help them maintain work- life balance. This finding matches with
previous results that using digital technologies increases coordination and knowledge spent for

work, which help maintain work and life balance (Duan et al., 2023).

The findings indicate that the key factor for balancing leadership and family
responsibilities is supportive family, particularly spousal support. This result aligns with the
previous literature demonstrating that family members, particularly supportive spouse, can act as
sources of encouragement and resilience in balancing work life challenges, providing emotional

and practical support during heavy workload periods (Adambayeva, 2025; Algahtani,2019).
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Conversely, the previous literature states that the unsupportive environment characterized by
bias, harassment, lack of collegial support can discourage women from pursuing leadership role

(Ghundol & Muthanna, 2025).

In addition to family support, the findings reveal that institutional support and workplace
culture help maintain work- life balance. This aligns with the previous literature, Heath (2012)
states that supportive and comfortable workplace assists to achieving work-life balance. This
research data further uncovers those strategies including flexible scheduling, shared job roles,
working remotely, part-time work, maternity leave is effective to support women leaders. These
strategies are consistent to the strategies identified in previous research, such as job sharing and
parental maternity leave policies that promote balance between work and family roles (Heath,

2012).

Besides structural support, the findings reveal psychological aspect to regulate work- life
balance. This finding aligns with earlier studies, that the capacity to regulate emotions and
behavior, which helps navigate workplace pressures, manage competing demands and maintain
stability in stressful situations (Tang et al., 2024). Participants of this study reported adopting
some stress coping strategies to maintain work and life balance. This finding support previous
research that stresses coping strategies are essential for reducing job related stress and promoting

work-life balance (Kim, 2022).

5.6 Institutional Policy

The findings of this chapter indicate women leaders’ perception of institutional policies
and how institutional policies support or hinder women leadership career progression. The

findings show that institutional policies in higher education institutions of Kazakhstan align with
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the national Family and Gender policy concept of Kazakhstan 2030, where is said that 30% of
leadership positions have to be occupied with women. This policy highlights the significance of
women’s participation in leadership sectors, including education (ADB, 2013). The previous
literature noted that across the world universities have introduced gender equality policies to deal
with the limited representation of women in top positions (Morley, 2012; O’Conor, 2020). But
researchers Kuzhabekova and Almukhambetova (2022), notes that in practice, women higher
education institutions continue to be positioned in middle management rather than in top level

leadership positions such rectors and vice-rectors.

The findings show positive aspect of institutional policy like transparent hiring and
promotion in advancing leadership position. The same findings were noticed in Diehl and
Dzubunski (2016) studies, that inclusivity, transparency, mentorship opportunities and
recognition of diversity, which has been shown to significantly improve women’s career
satisfaction and promotion. Similarly, Akter (2025) mentions that clear and transparent and

hiring help to effective leadership with administration.

However, the findings reveal some obstacles in women leader’s career advancement,
while institutional policies appeared positive. The findings indicated some institutional
limitations, which are connected with maternity leave policy, that women feel to return work
early or women have to continue working while being on maternity leave due to financial
problems. Previous research noted that in countries with generous maternity leave and childcare
support, flexible working hours women tend to have better chances of combining professional
advancement with family responsibilities (Lewis & Hubert, 2010). Another issue which women
face is the career stagnation often due to long maternity leave, as it makes challenging for

women to “enter the job flow” (Adambayeva, 2024). However, the previous literature informs
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that policies on maternity leave and availability of childcare services are key factors influencing
how women manage their work-life balance (Adambayeva, 2025). The data indicated that
women leaders with family and children often face greater difficulties compare to those without
family responsibilities, as a consequence of lack of support in institutional policy. The previous
literature indicates that women tend to achieve success in career if they are not married or
divorced, or otherwise they face disadvantages due to gender bias in career advancement

(Bihagen & Ohls, 2006, as cited in Kuzhabekova et al., 2018).

5.7 Workplace Culture

The research data reveal that participants described both supportive and hierarchical
cultures. Some participants experienced academic freedom and approachable management,
others experienced gender stereotypes and strict hierarchies on the leadership management. The
findings support the previous literature where dual dynamic factors are noticed, workplace
culture functions as both enabling and hindering. Regarding this experience the previous
literatures claim that organizational cultures can either support or hinder women leadership.
Researchers, Diehl and Dzubinski (2016), report that supportive work place culture as
inclusivity, transparency, mentorship opportunities can support women’s career satisfaction or
promotion. Controversy, the data of this study describes a strict hierarchical system, even with a
women rector, hierarchy limited women progression. The previous literature supports this idea,
where is stated that universities often function within hierarchical and male-dominated
governance system, where decision making is centralized and informal networks (so called “old
boys ‘clubs”) play a significant role in appointments (Kuzhabekova et al., 2024). Similarly, the
previous literature (Burkinshaw and White,2017) states that women learn to struggle in order to

advance they have to adjust themselves to the deeply rooted masculine and hierarchical culture.
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The data of the findings contradicts to the previous literatures data. While previous
studies emphasize structural inequality and persistent barriers, the data of this study reveal a
more nuanced picture. Participants described supportive environment within their institutions,
like resilience and personal growth from challenges, approachable senior management, academic
freedom. The previous literature suggests, that women have to demonstrate more commitment
than male colleagues to advance the same level of leadership (Ok& Eniola, 2024). Additionally,
participants indicated that leadership demand being at work day and night. This finding supports
the previous research idea “ideal worker norms”, which means masculine gendered assumption
of limitless work commitment (Asker, 1990; Blair-Loy, 2023; Williams et al., 2023, as cited in

Muller & Chung, 2026).
5.8 Summary

This section discussed the findings of the study regarding to previous research. While some
women leaders accept leadership as a high responsibility and achieved their positions through
long and gradual growth, others achieved leadership as a spontaneous opportunity in academia.
Furthermore, women leaders experienced structural, socio-cultural and organizational barriers
and enablers. Women leaders manage work-life balance to advance their leadership positions.
Moreover, as leadership is recognized more masculine, some policies to support women

leadership should be accepted.
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Chapter 6. Conclusion

The chapter summarizes key findings that respond the research questions, acknowledges
the limitations of the study, identifies implications and recommendations for stakeholders, gives

guides for further research, and provides a personal reflection.
6.1 Summary of the Major Findings

This chapter summarizes the key findings from the study on the experiences, perceptions
and challenges of female leaders in higher education institutions of Kazakhstan. The analysis
was guided by four research questions regarding key factors supporting and preventing women’s
leadership, strategies to balance professional and personal responsibilities, the effect of
institutional and workplace culture on career advancement and how women leaders perceive
their roles and responsibilities. Through in-depth interviews and thematic analysis, the findings
have revealed several findings which shape the experiences, perceptions and challenges of

women leaders on career progression ways:

The findings indicate that women’s leadership journey in academia is characterized by
gradual professional growth, where women leaders achieved their high position through long-
term professional hard work and growth starting from a low position. However, findings indicate
that leadership positions were achieved by institutional opportunities and key turning points for
some women leaders, such as offering a leadership position, and leadership is often perceived as

a responsibility rather than an ambition.

Women’s pathways to academic leadership in Kazakhstani higher education
institutions are shaped by a complex interaction of career trajectories, structural and inner

barriers, and personal and professional enablers. Structural barriers, including epistemic
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injustice, gender bias, lack of mentorship, and limited leadership training, coincide with inner
psychological challenges such as self-doubt and imposter syndrome. The barrier, such as
balancing academic, administrative, and family responsibilities, also exists. Overall, women’s
leadership experiences are not individual struggles but are deeply rooted in institutional and
cultural contexts.

Furthermore, the findings indicate that women’s advancement into leadership roles is
shaped by a connection of personal and professional enablers. Personal factors such as education,
resilience, responsibility, leadership skills and family support made more powerful women’s
ability to navigate leadership challenges. At the same time, professional factors, including
collegial support, institutional environment and partnerships enable women in their leadership
roles.

In addition, mentorship and professional networks are crucial factors that enable

women’s leadership career progression.

Moreover, the findings prove that women leaders viewed themselves as transformer
leader, mentors, which align with their responsibility, professionalism, development in a global,
modern digitally developed world.

Additionally, women leaders in higher education are recognized and evaluated based on
their professional competence, personal qualities, and demonstrated results, rather than their
gender.

Further, women leaders in higher education manage work and life balance through
different ways shaped by personal circumstances, institutional strategies and support systems.

Also, women leaders maintain work- life balance through a combination of practical

organizational strategies, like setting clear boundaries between work and family responsibilities
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and prioritizing tasks, and psychological coping mechanisms, for example, stress management or
reducing stress strategies for leadership career advancement.

In addition, women leaders face the greatest challenges in balancing work and family
duties during times of high professional demands and traditional family expectations,
highlighting the tension between career responsibilities and cultural roles.

Furthermore, institutional policies have a positive and negative impact on women
leaders’ career advancement. Transparent hiring and promotion are examples of positive
institutional policy effects. Maternity leave and workload issues have a negative impact on
women’s leadership advancement.

Workplace culture in academia is dual: while supportive and democratic environments
enable women’s leadership, but gendered norms and hierarchical structures simultaneously
hinder their career progression.

Finally, leadership is widely recognized as masculine and women leaders suggest more
policies to support women leadership. Participants suggest more flexible work arrangements,

merit-based policies and transparent leadership practices.

6.2 Limitations

While the study sought to explore the experiences, perceptions and challenges of higher
education institution female leaders in Kazakhstan, it is necessary to point out potential
limitations. First, the study employed a qualitative cross- sectional research design to examine
the experiences of women leaders at a single point time, Consequently, the study does not

examine the experiences of women leaders in different time periods.

Second, the study used purposive sampling method which enabled a detailed examination

of participants experiences, perceptions and challenges. However, the experiences of only 7
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individuals cannot fully cover the experiences of all women leaders. Moreover, only three
participants occupied senior leadership positions (rector, vice-rector and vice-president), other
participants represented middle-management positions. Therefore, the experiences of top-level

women leaders were not fully explored.

In addition, the study was conducted in Astana and Almaty. The experiences, perceptions
and challenges of women leaders in other regions may vary, which limits the application of the

findings in regional higher education institutions.

Although the research has got some limitations, the research offered important insights
into women’s leadership experiences and expands the limited number of research on women

leadership experiences, perceptions and obstacles in higher education institutions in Kazakhstan.

6.3 Implications

The study has several significant implications for both theoretical and practical policy.
The findings of this study contribute to the existing literature on women leadership in higher
education by demonstrating that women’s career pathways are shaped by complex interchange of
career trajectories, structural and inner barriers, personal and professional enablers. Gender
policies are still important, but the workplace culture in institutions and gendered stereotypes still
prevent women progression. Universities should not only implement gendered policies, but also

change organizational culture.

6.4 Recommendations

The findings of this study reveal several recommendations. The findings reveal heavy
workloads, gendered stereotypes, difficulties in balancing work and life responsibilities. Based

on the results of this study are recommended to create inclusive institutional culture, mentorship
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and leadership developing programs, implement flexible working arrangements, establish
transparent hiring and promotion procedures, and supportive workplace environment which can
help women leaders to progress in leadership positions. Policies should be established to address
gender bias and should be controlled their effective implementation and monitor within higher
education institutions. This can improve women’s representation in leadership positions. The
findings recommend to develop strategies to support women’s professional growth and address

work-life balance challenges.

6.5 Directions for Future Research

To deepen and deepen the findings of this study, the future research should investigate
more women leaders in senior leadership positions, as this study investigated the experiences,
perceptions and challenges of just three women leaders (1 rector, two vice rectors), other
participants were women leaders in middle management positions. The next researchers should
study women leaders’ experiences in universities in other regions of Kazakhstan, not only in
Almaty and Astana. Additionally, future researchers should compare women leaders’
experiences, perceptions and challenges of Kazakhstani universities with other Central Asian
countries. Future studies would also study opinion of men leaders in higher education
institutions. Finally, future researchers would investigate longitudinal study of women leaders’

career advancement.

6.6 Personal Reflection

Overall, conducting this research was very fulfilling experience. This experience helped
me to gain valuable personal development, and especially using qualitative method helped me to

broaden my view and knowledge on the topic of women leadership. The entire process of
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conducting research, specifically topic selecting, reading and revising the relevant literature,
choosing a research method, collecting data, analyzing data and writing each chapter helped me
to grow as a researcher and understand that conducting research is engaging and enthralling
process. During the conducting this study, I have learned not only how to conduct research, but |
also have learned some challenges and enablers to advance leadership position. The moment of
collecting data, conducting interviews with resilient and empathetic women leaders motivated
me to work harder and inspired me to pursue my goals with confidence and the courage to
overcome hurdles. During the research, | went through the moments when | was the most
charged and excited, and there were moments when | just wanted to give up, when it was hard,
when | worked late at nights and early mornings. However, all these difficulties contributed to
my professional and personal development. | have also found that continuous learning and
research makes my life more meaningful. Accordingly, | believe that the skills and knowledge |
gained during the conducting research would help me in my future development as a researcher

and professional.
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Appendix A

Informed Consent Form

Research topic: Gender Equality in Academia: Experiences of Women in Leadership Roles

in Higher Education in Kazakhstan

DESCRIPTION: You are invited to take part in a research study entitled “Gender Equality in
Academia: Experiences of Women in Leadership Roles in Higher Education in Kazakhstan”.
The purpose of the study is to identify the experiences, challenges, and examine the strategies
that women in higher education leadership use to balance their professional and personal
responsibilities. By exploring the challenges that women leaders face, the research examines how
organizational, personal, social and cultural factors influence their leadership roles. The findings
may be useful for the development of more inclusive policies, strategies and guidelines that
promote equal access to leadership opportunities, exclude gender bias, and support the

advancement of women and other underrepresented groups.

TIME INVOLVEMENT: Your participation will take approximately 30-40 minutes.

RISKS AND BENEFITS: The risks associated with this study are minimal risk. This study
involves a discussion of gender equality and leadership, which may be considered sensitive
topics. Some participants may experience mild discomfort when reflecting on their personal or
professional experiences. To minimize this risk, confidentiality will be strictly prioritized,
identifying information will not be used, and participants may skip any question or withdraw
from the study at any time without consequences. Data will be stored on the researcher’s
password- protected personal computer with no access to others. Printed documents and

handwritten notes will be kept in a locked drawer. Only the researcher and her supervisor will
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have access to the materials. All data will be kept confidential by using pseudonyms for
participants and transcripts will exclude any identifying information. Data will not be shared

with anyone from the university staff, colleagues or participants.

Although there may be no direct personal benefits, but your participation will help understand

the experiences and challenges that women leaders in higher education institutions struggle with.
The findings will help in designing policies that support women in leadership, such as mentoring
programs or flexible work-hours. Finally, this research study will strengthen workplace culture to

create inclusive and supportive environments.

PARTICIPANTS’ RIGHTS: If you have read this form and have decided to participate in
this project, please understand your participation is voluntary and you have the right to
withdraw your consent or discontinue participation at any time without penalty or loss of
benefits to which you are otherwise entitled. The alternative is not to participate. You have the
right to refuse to answer particular questions. The results of this research study might be

presented at scientific or professional meetings or published in scientific journals.

COMPENSATION: No tangible compensation will be given. A copy of the research results will

be available at the conclusion of the study via email request zhuldyz.umekova@nu.edu.kz

CONTACT INFORMATION:

Questions: If you have any questions, concerns, or complaints about this research, its
procedures, risks and benefits, contact the Master’s Thesis Supervisor for this student’s WOrk
(Associate Professor and PhD Program Director Dr. Zumrad Kataeva,

zumrad.kataeva@nu.edu.kz, 8(7172) 694967).


mailto:zhuldyz.umekova@nu.edu.kz
mailto:zumrad.kataeva@nu.edu.kz
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Independent Contact: If you are not satisfied with how this study is being conducted, or if you
have any concerns, complaints, or general questions about the research or your rights as a

participant, please contact the GSE Research IREC subcommittee at gse.irec@nu.edu.kz.

Please sign this consent form if you agree to participate in this study.

» | have carefully read the information provided,

» | have been given full information regarding the purpose and procedures of the study;

» lunderstand how the data collected will be used, and that any confidential information will
be seen only by the researchers and will not be revealed to anyone else;

« lunderstand that | am free to withdraw from the study at any time without giving a reason;

« With full knowledge of all foregoing, | agree, of my own free will, to participate in this

study.

Signature: Date:

The extra copy of this signed and dated consent form is for you to keep.

According to the law of the Republic of Kazakhstan, an individual under the age of 18 is
considered a child. Any participant falling into that category should be given the Parental
Consent Form and have it signed by at least one of his/her parent(s) or guardian(s). In
addition, the child must give assent to participate in the research. Both parent consent and

child assent scripts should be included with this application.
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Appendix B

AKNapaTTaHAbIPbLIFAH KeJTiCiM HBICAHBI
3epTTey TAaKBIPBIObI: AKa/IeMUsiIaFbl reHaepJik Tenaik: KazakcTanaarsl aKoOFapbl OKY

OPBIHAAPBIHAAPBIHAA 0aCHIBLIBIK KbI3METiH/eri difeiepain Ta:Kipuodeci

CUITATTAMACHI: Cizni «AkanemMusigarsl TeHACPIIIK TeHIIK: Ka3akcTaHaarbl ;KOFapbl OKY
OpBIHJIAPBIHAAPBIH 1A OACIITBUTBIK KI3METIHACT OHeNAepIiH TOKIPUOEC» aTThl 3epTTeyTre
KATBICYFa IMAaKbIpaMbI3. 3epTTEYAiH MaKcaThl — XKOFapbl OiT1iM Oepy canachiHaa OaCIIBUIBIK
KBI3MET aTKapaThIH JWeIACPIiH KOCIOH KOHE JKEeKe OMIp apachIHIaFbl TENE-TCHIIKTI CaKTay
TOXKIpUOECiH, OJIap Ke3/1eCETiH KMBIHIBIKTAP/IbI )KOHE OCBIHBI JKY3€Te achIpy YIIiH KOJJaHATHIH
CTpaTerHsUIapbIH aHBIKTAY. OHeN KemOacuIbUIapAblH alIbIHIa TYPFaH KUbIHIBIKTAPIbI 3ePTTEY
apKBUIBI OYJ1 )KYMBIC YHBIMJIBIK, JKEKE, SJI€YMETTIK KOHE MOJIEHU (PaKTOpIIapIbIH OJIapIbIH
KOIIOACIIBIIBIK POJIIepiHe KaJlail 9cep €TeTiHIH TalIalbl. 3epTTey HOTHKeNepi KOMOaCIIbIIBIK
MYMKIHIIKTE€piHE TeH KOJDKETIMIUTIKTI KAMTaMachl3 €TeTiH, FeHIePIiK KEeMCITYIIiTIKTI
00J11bIpMalTBIH JKOHE diienaep MeH 0acka Ja a3 KaMTbUIFaH TONTap/IbIH KociOU ecyiH
KOJITATBIH HEFYPJIBIM HHKITFO3HBTI casicaTrTap, CTpaTerusiap MeH HYCKayJIBIKTap bl 93ipiieyre

nanganbsl 00Jysl MYMKIH.

Y3AKTBUIBIT'BI: Cayannamara katsicy mamames 30—40 MUHYTTBI ajlafbl.

TOYEKEJIAEP MEH APTBIKIIBIJIBIKTAP: by 3eprreyre KaTblCyAbIH TOyeKei
MUHUMAaJIbL. 3epTTey reHIepIIiK TeH K eH KOIMIOaCcIIbIIBIK TaKbIPHITAPbIH TAJIKbUIAY JIbI
KaMTBIFaH IbIKTaH, OyJ1 Kei0ip KaThICyIIbUIap YILIiH ce31MTal TaKbIphIn 601ybsl MyMKiH. Keitbip
KaTBICYLIBIIAp JKEKe HeMece KociOu TaxipuOenepi Typaibl Oi XKYTipTKeH e a3/jam bIHFAHChI3IbIK

ce3iHyl BIKTUMaJ. by Toyeken i a3aiTy yiliH KYNUsJIbUIBIK KaTaH CaKTaslabl, )KeKe MOJIIMeTTep
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KOJITaHBUIMAaM Ibl, a1 KaThICYIIbIIAp Ke3 KEJIreH CYPaKThl OTKI3iIl )ki0epe aaabl HeMece
3epTTeyre Ke3 KeJIreH yakbITTa ceberci3 6ac TapTyFa KYKbUIBL. JlepekTep 3epTTeyIIiHIH )KeKe
KYIIHS CO3IMEH KOPFaJIFaH KOMITBIOTEPIH/IC CaKTaJIa bl XKOHE OJ1 3epTTeyiepre 0acKamapbiH KO
KETKi3e anmaiipl. backurran KykatTap MeH xa30aiap KYJIbINTAIFaH TapTHala CaKTalabl.
Bapinbik MaTepuangapra TeK 3epTTEYII )KOHE OHBIH JKETEKIIIiCl FaHA KOJI J)KETKi3e anajpl. bapibik
JEPEKTEeP KaThICYIIBUIAPABIH aThI-)KOHIH KOPCETIICH, OYPKEHIIIK aTTap KOJJIaHy apKbUIbI KYITUS
TypAe cakranaabl. JlepexTep/ii yHUBEpCUTET KbI3METKepIIepi, apinrecTep HeMece Oacka zia
KaTbICylIbIIapFa OepiiMeliii. 3epTTeyre KaThiCy cayaqHamara KaThICYIIbIFa TIKeJIeH kKeKe maiiia
oKeIMeyl MYMKiH, Oipak OyJ1 3epTTey >KOFapbl OKY OpbIHAAPBIHIAFHI diie KeI0acibuiapabiH
KHBIHJIBIKTAPBIH JKaKChIPaK TYCIHYT'e KOMEKTECE 1 JKOHE dheIep i KOJIIauThIH cascaTTap MeH

Oargapiamanap/bl 931pJaeyre CenTiriH TUri3el.

KATBICYUIBIJIAP/IbIH K¥YKBIKTAPDI: byt HbicaH1bI MYKHSAT OKBIIT IIBIKKAHHAH KEHiH
3epTTeyre KaThbICyFa HIeNIiM KaOblIacaHbl3, KaThICY €PIKTI €KEeHIH TYCiHreHiHi3 keH. Ci3 ke3
KeJIreH yakbITTa ce0erici3 KaTbICy1aH 06ac TapTa anachl3 HeMece KaThICyBIHBI3/Ibl TOKTAaTa ajlachl3.
Ci3 Ke3 KeNreH Cypakka skayar 0epMeyre KYKbIIbIChI3.

3epTTey HOTHXKENEepl FRUIBIMU KOH(epeHIusIapia HeMece KociOu xypHaap/a xKapHusiaHybl

MYMKiH.

OTEMAKDI: KaTbICKaHBIHBI3 YIIIIH MaTepUaIbIK ©TeMaKbl Oepiimeiial. 3epTrey
HOTWIKEJIEPIHIH KOIIIPMECIH 3JIEKTPOH/IBI MOIITa apKBIIBI CypaTyFa 00Iaabl:

zhuldyz.umekova@nu.edu.kz

BAHJIAHBIC AKITAPATBI: Cypaxmapuinbl3, eckepmynepiyiz Hemece wazbiMOapoiybls 60icd,

Ma2ucmpiix ouccepmayus dcemexuticimer xabapaacviysiz: 3ympao Kamaesa, PhD,
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KaybiMOacmulpuli2an npogeccop, 00KmMopavlK, 6a20apiaama OupeKkmopvl. IneKmpoHoblk

nowma: zumrad.kataeva@nu.edu.kz, men.: 8 (7172) 694967

Erep 3epTTey OapbicbiHa OailIaHBICTBI MAceIIeNep TybIHAaca HEMeCe KaThICYIIbI pETiH e
KYKBIKTapbIHbI3 OY3bUIIIBI JCTI ecenTeceHi3, HazapbaeB YuuBepcureti binim 6epy MexTeOiHiH

ITHUKAJIBIK KOMUTETIHE XabapiackiHbI3: gse.irec@nu.edu.kz

Erep ockl 3epTTeyre KaTbiCyFa KeliCCeHi3, TOMEH/IE KOJI KOHBIHBI3.

e MeH OepiareH akmapaTieH MyKUSAT TaHBICTBIM;

e MaraHn 3epTTey1iH MaKcaThl MEH PaciMiepl Typalibl TOJIBIK aKmapar Oepiiii;

e MeH XUHaJIFaH JIePEKTep Kajai MmaijalaHbUIaThIHBIH TYCIHIM JKOHE KYITUS aKmapar TeK
3epTTeyurire 6enrini 0oNaThIHBIH OiIEMiH;

e MeH Ke3 KeIITeH yaKbITTa ce0erci3 3epTTeYICH IIBIFyFa KYKbUIBIMbBIH;

o BapnbIFbIH TYCIHE OTBIPHII, 63 €PKIMMEH OCHI 3€pPTTEYTe€ KAThICYyFa KEeJIiCEMiH.

KaTtbICylIBIHBIH KOJIBI: Kyni:

Ocbl KeJ1iciM HBICAHBIHBIH KOCBIMIIIA JaHACHI KATBICYIIbIFA Oepijieni.
Kazakcran Pecnny0simkacbIHBIH 3aHBbIHA CIlikec, 18 skacKka ToJiMaFaH TyJiFa 0aja 00JbIn
ecenreseni. MyHnaail KaTbICylIbLJIAPFA aTa-aHAHBIH HeMece KAMKOPIIBIHBIH Ka30alia

KeJiciMi KaxeT, COHbIMEH KaTap 0aJaHbIH 03i e KAaThICyFa pyKcaT 6epy KaKeT.
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Appendix C

®opma HHPOPMHUPOBAHHOTO COTJIACHUS
Tema uccienoBanus: I'engepHoe paBeHCTBO B aKa1eMUUYECKOIi cpe/e: ONbIT KEHIUH Ha

PYKOBOOAAIIMX NOJ/KHOCTHX B BbICHINX yqeﬁmﬂx 3aBeneHusx Kazaxcrana

OIIMCAHME: Bac npuriamaroTt OpUHSTh y4acTUE B UCCIEA0BaHUU 1101 HA3BaHUEM
«I'eniepHOE PaBEHCTBO B aKaIEMUUECKON CPEJIe: OMbIT )KEHUIUH Ha PYKOBOASILUX TOJKHOCTAX
B BBICHINX Y4eOHBIX 3aBeneHmsx Kazaxcrana». Llensr maHHOTO Hccie10BaHuUs - BEISIBUTH OTIBIT,
TPYJAHOCTHU U CTPATETUU, KOTOPbIE UCIIOJB3YIOT )KEHILUHBI, 3aHUMAIOIIUE PYKOBOISIINE
JOJDKHOCTH B cepe BBICIIETO 00pa30BaHus, sl MOIEPKaHMs OaaHca MEXIy
npoeCCHOHATBFHON M TMYHOH JKU3HBI0. M3ydast TpyJHOCTH, C KOTOPBIMHU CTAJIKUBAIOTCS
KEHILMHBI-TUAEPHI, UCCIIEJOBAHUE PACCMATPUBAET, KaK OPraHU3allMOHHBIE, JINYHBIE,
COIIMANIbHBIC ¥ KYJIbTYPHBIC ()aKTOPHI BIUSAIOT HAa UX JUAEPCKHUE posn. Pe3ynbTarTh
HCCJIEIOBaHMs MOTYT ObITh MOJIE3HBI JUIsl pa3paboTKu 00siee MHKIIIO3UBHBIX IMOJIUTUK, CTPATETUil
1 PEeKOMEH/AI1il, HallpaBJIEHHBIX Ha 00ecTeuyeHNe PaBHOTO JIOCTYIA K PYKOBOASIIIUM
JOJKHOCTSIM, YCTPaHEHUE TeHIEPHBIX MPenyOeKICHUN U MOAAEPKKY NPOdECCHOHATBHOIO

PpOCTa KCHINHUH U APYTUX HEAOCTATOYHO MPECACTABICHHBIX I'PYIIIIL.

IMPOAOJIKUTEJIBHOCTD: Bawe yuactue 3aiimer npumepHo 30—40 MuHyT.

PUCKMU U BBIT'OJbI: Pucku, cBI3aHHBIC ¢ JAHHBIM HCCICA0BAHUEM, MUHUMAIIbHEL.
Hccnenoanue Briro4aeT 00CykKI€HUE BOIIPOCOB T€HIEPHOTO PABEHCTBA U JIUJIEPCTBA, KOTOPHIE
MOT'YT CUMTAThCS UyBCTBUTEIIBHBIMU TEMaMHU. HEKOTOpBIE yUaCTHULIBI MOTYT UCIIBITaTh JETKUAN
JTUCKOMQOPT, PA3MBIILISS O CBOEM TUYHOM WIIH MPO(hecCHOHATEHOM OmbITe. J{71s MUHUMHU3AIIUU

OTUX PHUCKOB KOH(I)I/I,Z[CHI_II/I&HLHOCTL 6yIlCT CTpOoro CO6J'IIOI[aTBC${I I/IJICHTI/I(I)I/ILII/IpyIOH_IaH
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nH(pOpMaLIKS UCIIOJIB30BAaTHCS HE OyI€T, YYACTHHIIBI MOTYT MPOITYCTUTD JF0O0H BOMPOC UITU
BBIITH U3 HCCIIEI0BaHus B J1I000€ BpeMs 0e3 Kakux-110o nocnencTBuil. Jlanusie 0yayt
XPaHUTHCS Ha IMYHOM KOMIBIOTEPE UCCIIE0BATENs, 3AIUILEHHOM M1apojieM, K KOTOpOMY He
Oyznet noctyna y TpeTbux null. [leyaTHble JOKYMEHTBI U PyKOIHUCHBIE 3aMETKU OYyT XpaHUTHCS
B 3arepToM suuke. Jloctyn k MaTtepuangam OyneT UMETh TOJIbKO UCCIeI0BaTellb U €€
pykoBoauTelnb. Bee gannbpie OynyT XpaHUTbCsS KOH(DUIEHIIMAIBHO: JIJIs YyYacTHUIL Oy IyT
HCIOJIb30BATHCS NICEBAOHUMBI, & pacCIIM(pPOBKH UHTEPBBIO HE OYAYT COJEpKaTh HUKAKOM
unaeHtTuguuupyromei nupopmaiuu. Jlanueie He OyAyT NepeaaBaThCsl COTPYIHIUKAM

YHUBCPCUTECTA, KOJUICTaM WJIN APYTUM YUACTHHKAM.

XO0Ts NPAMBIX JINUHBIX BBITOJ] OT YYaCTHsI MOXKET He OBbITh, HO Balll BKJIAJ] [IOMOXET JIy4Ile
MOHATH OIBIT U TPYAHOCTH, C KOTOPBIMHU CTAIKUBAOTCS KEHIIUHBI-TUAEPHI B YUPEIKICHUAX
BbIcLIero oOpa3oBanus. Pe3ybrarel nccinenoBanus Oy yT criocoOCTBOBATh pa3padoTke
MOJIUTHK, OJAEP>KUBAIOIINX JKEHIIMH B PyKOBO/ICTBE, HAIIpUMEp POrpaMM HAaCTaBHUYECTBA
WM TuOKoro rpaguka paboTsl. B KOHEYHOM UTOTE 3TO HCCIEI0BaHNE HAIPABJIEHO Ha
YKpeIUIeHue KOPIOPATUBHON KYJIBTYpPBI, CO3/JaHKe OoJiee MHKIIIO3UBHOM U MOJ/IepKUBAIOIIeH

paboueil cpesbl.

IMPABA YYACTHMUMKOB: Bamie yuactue sBisieTcsi J00pOBOJIbHBIM. Bl MeeTe nmpaBo
OTKa3aThCs OT YUACTHsI WU MIPEKPATUTh Y4aCTUE B UCCIIEIOBAaHUU B JTI000€ Bpemsi 0e3
00BsACHEHHS pUUKH. BBI Tak)ke nMeeTe paBo HE OTBEUATh HA OT/AEIbHBIE BOIPOCHI.
Pesynbrarhel uccinenoBanusi MOTyT OBITh TIPE/ICTABIICHBI HA HAYYHBIX KOH(PEPESHITUIX HIN

OITy0JINKOBaHbI B MPO(ECCUOHAIBHBIX KYypHAJIax.
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BO3HAI'PAYKAEHUE: MatepuansHoe Bo3HarpaxxjaeHue He npeaycMoTpeno. Konuro
PE3yJIbTaTOB HCCIEAOBAHUS MOKHO 3aIIPOCUTh 10 SJIEKTPOHHOI 1MOYTe:

zhuldyz.umekova@nu.edu.kz

KOHTAKTHAA UHD®OPMALUA: Eciu y 6ac ecmb 80npocyl, 3amedanuisi Uiy Heanoowl,
ROJACATYUCA, CEANCUMECH C HAYYHBIM PYKOBOOUmMENIeM MAUCMEPCKOU ouccepmayuu. 3ympao
Kamaesa, PhD, accoyuuposannsiii npogheccop, oupekmop 00Kkmopckoit npozpammot.

Onexmponnas nouma: zumrad.kataeva@nu.edu.kz, men.: 8 (7172) 694967

Ecnu BBl HE yIOBIETBOPEHBI XO0M UCCIEA0BAHUS WIIM CUMTAETE, YTO BAIIU ITPABA KaK
Y4aCTHUKA HAPYIICHBI, 00pPATUTECh B ITUUECKUN KOMHUTET BBICIICH IIKOJIBI 00pa3oBaHus

Hazapbacs Yuusepcutera: gse.irec@nu.edu.kz

Ecau BBI cornacHsl MPUHATH YH4aCTUC B 9TOM UCCIICAOBAHUH, no;xanyﬁCTa, INOAIMUIINTC HMUKC.

e Sl BHUMaTENnbHO O3HAKOMMIICA(ACh) C MIPEIOCTaBICHHON HHpOpMaLneH;

e MHe Obla mpegocTaBiIeHa MoIHas HHPOPMaLUs O IeJIU U Ipolelypax Ucciel0BaHus;

e Sl moHmMmaro, kak OyayT UCHOIB30BATHCS COOpaHHbIE JaHHbIE, U YTO KOH(PUICHIIUATbHAs
uHpopmanus He OyJeT nepeaaHa TPeTbUM JIMLaM;

e Sl moHMMaIO, YTO MOTY OTKa3aTbCsl OT yyacTus B Jito00e BpeMs 06e3 00bsICHEHHS TPUUHH;

e Oco3HaBas Bce BBIIIEU3IIOKEHHOE, 51 JOOPOBOJIBHO COTJIAIIAIOCh IPUHATH YYacTHE B

HUCCICIOBAaHNUH.

[Tognuce yyacTHHKA: Hara:
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JlonoJIHUTe/IbHAS KOMHS 3TOT0 COrJIACHS MpeIHA3HAYEeHA VIS YYaCTHHKA.
CoruachHo 3axkoHonarenbcTBy Pecnyosmmku Kazaxcran, amuno muiagme 18 et cuuraercst
pedenkoM. B TakoM ciryyae He00X0UMO NMMCbMEHHOE COIJIacue OJHOT0 U3 PoAuTeel NiIn

OIMCKYHAa, a TAKIKE CorJiaCue caMoro peﬁemca Ha y4yacTue B HCCJICI0BaAaHUU.
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Appendix D
Interview protocol

Research topic: Gender Equality in Academia: Experiences of Women in Leadership Roles in
Higher Education in Kazakhstan

Pre-interview Information:

Date:

Place:

Year of experience:

Time of the interview:

Duration:

Interviewee’s position:

Hello. My name is Zhuldyz. | am a master’s student at Nazarbayev University Graduate School
of Education. Thank you for your participation in the study. The purpose of this study is to
explore the experiences, perceptions, and challenges faced by women in leadership positions
within higher education institutions in Kazakhstan. The interview will last approximately 30-40
minutes. Before we start the interview, could you please sign the informed consent form?

Description of the research:

You have been invited to participate in an interview. Your participation in this research is
important, and thank you for agreeing to participate in this study. This study is about female
leaders in higher education institutions, their perceptions, experiences and challenges
maintaining the leadership position and balancing work and life duties. The findings of this study
will make a positive change into research. Also, policymakers can hear participants' views and
ideas as notes for improvement. During the interview, you will be asked questions about your
personal views and experiences of challenges and advancing leadership position. | will ask you
some open-ended questions about your experience. Your responses will be confidential and
private. If you agree, | will record our interview on a recording device or on my phone app. The
recording will not be shared with anyone. Also, | will take notes during our interview if you
disagree to be recorded. I will store the recording on reliable technology and keep this recording
in a secure place. Only my supervisor and | will have access to this recording. The collected data
will be used for academic purposes only and will be destroyed after the data are analyzed and
processed. Your participation in this study is voluntary, and if some questions are not
comfortable, you may not answer them. Our interview will last approximately 30-40 minutes.
Please, keep in mind that you may withdraw our interview at any time if you feel uncomfortable.
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Please read and sign the informed consent form. Do you have any questions regarding the
interview before we start?

Research questions:

The research questions of my Master’s thesis are the following:

1.

Interview questions:

What are the key factors that support or prevent women’s access to

leadership roles in higher education institutions in Kazakhstan?

2.

How do women leaders in academia perceive and experience their roles

and responsibilities?

3.

What strategies do women in higher education leadership use to balance

professional and personal responsibilities?

4.

How do institutional policies and workplace cultures affect the career

progression of women in leadership positions?

3. What kind of challenges or barriers
did you face on your way to this
position?

Themes: Questions: Follow up questions:
Barriers and 1. Could you tell me about yourself? What personal and
enablers to 2. Can you describe your journey into | professional factors helped
leadership a leadership role in higher you to reach your current
positions education? position? (Personal factors:

education and skKills,
motivation and ambition,
personal traits, role model/
mentors, family support/
background, etc. Professional
factors: career development
opportunities, organizational
support, workplace culture,
mentoring, etc.).

Do you think mentoring or
networking helped you in
your career advancement?




100

Institutional and 4. How do institutional policies (e.g., If you could change one

Cultural hiring, promotion, maternity leave) | policy or cultural aspect to

Influences affect women’s career progression better support women leaders,
in academia? what would it be?

5. What aspects of workplace culture
have supported or hindered your
career?

Perceptions and 6. How do you see your role as a Do you think your gender
Experiences of leader in higher education? influences how others
Women Leaders 7. How do your colleagues and perceive you as a leader?
subordinates perceive you as a
leader?
Work- life 8. How do you balance your Can you describe a time when
Balance and professional role with your personal | balancing both roles was
Coping Strategies and family responsibilities? particularly difficult?

9. What strategies have you found What advice would you give
effective in maintaining work- life to younger women academics
balance? about work- life balance?

10. What do you think needs to change

in higher education institutions in
Kazakhstan to ensure gender
equality in leadership?

Is there anything else you
would like to share about
your experiences as a woman
in leadership?

Thank the participant for the interview and stop recording.
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Appendix E

HNHTEpBBIO-IPOTOKOJI

Tema uccjaenoBaHuA: FGHI[GPHOG PaBCHCTBO B aKaJgeMHYeCKOM Cpcac: OIIBIT KCHIIWH Ha
PYKOBOJAIMIUX JOJIZKHOCTAX B BBICIIEM O6paSOBaHI/II/I Kazaxcrana

IIpenBapurenbHas nuHpopmaums:

Jlara:
Mecro:

Crax padoThI:
Bpemst uHTEpPBBIO:
IIpomoIKUTEILHOCTD:
JIOJZKHOCTD.

3apaBctByiite. Menst 30ByT XKynasi3. S sBIssI0CH MarucTpanToM BrIcIie mKkoibl 00pa3oBaHus
Hazap6aeB Yuuepcutera. bnarogapro Bac 3a yuactue B 1anHoM uccnenoBanuu. Llens qanaoro
UCCJIEIOBAHUS — U3YUUTH OIBIT, BOCIIPUATHE U TPYAHOCTH, C KOTOPBIMH CTaJIKUBAIOTCS
KCHILMHBI, 3aHUMAIOIIHE PYKOBOIAIIUE TOJDKHOCTU B BBICIIUX YUEOHBIX 3aBECHUSIX
Kazaxcrana. arepseto npogurcs npumepHo 30—40 munyrt. [Ipexxne uem Hauath, npoiry Bac
noanucats GopMy HHGOPMHUPOBAHHOTO COTIACHS.

Onucanmne Hccjaeg0BAHNAA:

Bac nmpurnacunu npuHATH yyacTHe B UHTEPBBIO. Ballle yyactue B MCCII€JOBAHUN OUYEHb BaXHO,
Onarosapio 3a coryiacue NpuHATh yyactue. JlaHHOe ncciieoBaHue MOCBSIIEHO KEeHIIIMHAM -
PYKOBOJUTEISAM B BBICIIUX YUEOHBIX 3aBE/ICHUSAX, UX BOCIIPUSATHIO, OIBITY U BBI30BAM,
CBSI3aHHBIM C COXPaHEHHEM PYKOBOJAIIEH MO3UIIUHN U OaJaHCOM MEeXly paboTOl U TUYHOMN
AKHU3HBIO. Pe3ynbTaThl Hccae10BaHUsl MOTYT BHECTH TOJIOKUTENBHBIN BKJIa/ B HAyKy, a TAKXKe
MIO3BOJIST MOJINTUKAM YCIIBIIIATh MHEHUE YYaCTHUIL U1 JAJbHENIINX yaydileHui. Bo Bpems
MHTEPBBIO BaM OyayT 3a1anbl Bonpock! 0 BaiieM 1MUHOM onbITe, TPYAHOCTSIX U IPOABHKEHUN
B Kapbepe. Sl 3a1aM OTKpbIThIe BONPOCH! 0 BaieMm omnbite. Bamu otBeTs! OynyT
KOH(UIEHIMaTbHBIMU U IpuBaTHBIMU. [Ipu Bamiem cornacuu nHTEpBBIO OYAET 3aMCcaHo Ha
YCTPOMCTBO WK TeJIeOHHOE MPUIIoKeHHUE. 3anuch He OyAeT nepeaHa TpeThbUM JulaM. Takxke
s OyJly BECTH 3aMETKH B X0JI€ UHTEPBbIO, eciii Bbl HE coryacutech Ha 3anuch. 3anucu OyayT
XPaHUTbHCS Ha HAJEKHOM HOCHUTENIE B 3aLIUIIEHHOM MecTe. JIocTyn K HUM OyAyT UMETh TOJIBKO
MOl Hay4HbIN pyKkoBoauTelNb U 5. CoOpaHHbIE TaHHbIE OYIyT UCIIOJIB30BAThCS UCKIIOUUTEIBHO
B aKaIEMUYECKUX LIeJsIX ¥ OyIyT YHHUTOXKEHBI ITocje aHanu3a. Baie yyactue sBisercs
T0OOPOBOJIBHBIM, U €CJTH KaKOW-TH00 BOIIpoc OyaeT Heya00eH, Bl Mo)keTe Ha HETo0 HE OTBEUATh.
ITponomxutensHOCTh HHTEPBBIO — 30—40 MuHyT. [ToMHHUTE, YTO BBI MOXKETE IPEKPATUTH
ydacTue B MHTEPBbIO B JI000i MoMmeHT. [loxkanyiicta, 03HaKOMbTECh U OANUIINTE (HOPMY
MH(GOPMHUPOBAHHOTO cornacusi. Y Bac ecTh BOIIPOCH! Iiepel HauaioM HHTEPBbIO?

Bonpocsl HHTEpPBBIO:



HccaenoBarenbckue BOIIPOCHI:

Bonpocel Moeil MarucTepckoil padoThl cJieayroue
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1. Kakue xiaroueBbie (hakTOPBI CHOCOOCTBYIOT WIIM HPENSATCTBYIOT IOCTYITY JKEHIIUH K
PYKOBOSIINM JTOJKHOCTAM B By3ax Kazaxcrana?

2. Kak XeHIIMHBI-PYKOBOAUTEIN B aKaJIEMUYECKOH cpeJie BOCIPUHUMAIOT U OLTYIIAI0T
CBOH POJIU U 00513aHHOCTH?

3. Kakwue cTpaTeruu HCIIONB3YIOT KEHIMHBI-PYKOBOJIUTENN B BHICIIEM 00pa30BaHHUHM ISt
OanmaHcupoBaHus IPO(HECCUOHATBHBIX U JTUYHBIX 003aHHOCTEH?

4. Kak MHCTUTYLIMOHAJIbHBIE [TOJINTHKA U KyJIbTypa pabo4yero MecTa BIMSIOT Ha KapbepHOE
MIPOJIBM>KEHUE JKEHILMH HA PYKOBOIAIIMX MO3ULUAX ?

Oapbepamu Bl cTONKHYIUCH
Ha YT K 3TON JAOJKHOCTU?

TeMmpbr: Bormpockr: JlonoJTHUTENBHBIE BOMPOCHL:
Bbapbepsl u pakTopsl, 1. He mornu ObI pacckasarthb Kakue nuunbie u
CIocoOCTBYHOIIIHE HEMHOTIO 0 cebe? npodecCuOHAIbHBIC
JIN/IePCTBY 2. Morunu 661 Bel ortucats cBoit | dakTopsl nomoriu Bam
MyTh K PYKOBOAILEH JIOCTUYb HBIHEITHEH
JNOJDKHOCTHU B BLICIIEM no3utuu? (JIlnunele:
obpazoBaHuuU? 00pa3oBaHKE W HABBIKH,
3. C xakuMu TPYAHOCTSIMH WA MOTHBAIYI U aMOHIUH,

JIMYHBIC KAUECTBA,
HACTaBHUKW/ MOJICITH IS
HOJIpaXkKaHus, MOJIEPIKKA
CEMBH.
[Ipodeccruonanphele:
BO3MOKHOCTH ISl Pa3BUTHS
Kapbepbl, OpraHu3aIllMOHHAsS
MOJIJIEPIKKA, KYJIbTypa
pabouero Mecra,
HaCTaBHUYECTBO U T. J.)

Cuuraerte a1 Brl, uTo
HACTaBHUYECTBO MJIA
HETBOPKUHT ToMOrIn Bam
B KapbepHOM
IPOJIBH>KEHHH ?

HNucTuTynnoHanbHble
U KYJbTypPHbBIE
BJINSTHUSA

4. Kak HHCTUTYLIHMOHAJIbHbIE

MOJINTUYECKHE HOPMBbI
(Harpumep, Hailm,
IIPOJBUKEHHE, JEKPETHBII
OTITYCK) BJIMSIOT Ha
KapbePHOE MPOIBUKEHUE
JKEHIIIMH B aKageMuun?

Ecnu 061 Ber morau
W3MEHUTH OJIHY MOJTUTUKY
WJIM ACTIeKT KYJIbTYPBI JJIs
Jy4IIen MoAaePKKH
JKEHIIIMH-PYKOBOJAUTENEH,
4TO OBI 3TO OBLIO?
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5. Kaxkue acniexTsl
KOpPIIOPATUBHOM KYJIBTYPBI
MOJJICP>KUBATH UITH,
HaoOopoT, Memanu Bareit
Kapbepe?

Bocnpusitue u onbIT
JKeHIMH-
PYKOBOAMTEIEH

6. Kak Bbl BUAMTE CBOIO POJIb KaK
Jauzepa B BeIcLIEM 00pa3oBaHUU?
7. Kak xomieru ¥ moqunHEHHEBIE

BocnpuHUMaroT Bac kak nuaepa?

Cunraere a1 Bri, uto Bam
TOJI BJIUSET Ha TO, KaK
JIpyrue BocupuHUMaloT Bac
Kak Jiiaepa’?

bananc patdora-
“KM3Hb U CTPATeruu
COBMellleHHU sl

8. Kak Brl coBMemaete
po(hecCHOHATILHYIO POJIb C JIMYHBIMH
1 CEMEHHBIMU 00s13aHHOCTSIMU?

9. Kakue crpareruu oka3aiich
HanOosiee 3 PEKTUBHBIMU IS
coxpaHeHwus Oananca?

10. Yro, no Bamemy MHeHH1O,
HEO00XO0JUMO U3MECHHUTD B CUCTEME
BhIcIIero oopa3oBanus Kazaxcrana
JUTSE 00€CTICUCHMSI TEHACPHOTO
paBEHCTBA B PyKOBOJICTBE?

MoskeTe IpUBECTH MpUMep,
KOTJ1a COBMELIEHUE POJIEH
OBLII0O OCOOCHHO TPYIHBIM?

Kaxoii coBet Bb1 Ob1 qanu
MOJIO/IBIM >KEHIITHAM-
y4€HBIM B BOIIpoce OajlaHca
paboTa—KU3Hb?

Ectb 11 uTO-TO emig, uem
BEI x0Tenu Obl HOAEIUTHCS
0 CBOEM OITBITE KaK
YKEHITUHBI-PYKOBOAUTEISA?

Crniacu00 3a HHTEPBBIO U s 3aBEPILIAI0 3aIUCh.
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Appendix F
Cyx0at xarramacsl

3epTTey TaKbIPbIObI: AKaJIeMHSAAFbI TCHISPIIIK TeHIIK: KazakcTanaarsl sKorapsl Oi1imM O6epy
caJlaChIHAAFbl OACIIBUIBIK JIAya3bIMBIHAAFBI QeI IepAiH TIXKipudeci

AJI/IBIH ajla aKnapar:
Kyni:
OreTiH OpHBI:
Enoex oTiini:
Cyx0at yakbIThI:
Y3aKThBIFLI:
Cyx0at Oepy1iHiH J1aya3bIMbI:

Canemerci3z 6e. Meniy ateim XKymnei3. Men Hazap6aeB YuausepcuretiHig binim 6epy sxorapbl
MEKTEeOIHIH MarucTpaHThIMbIH. ByJ1 3epTTeyre KaThICKaHBIHBI3 YILIH aJIFBIC aTaMBbIH.
3eprreyaiH MakcaThl — KazakcTaHaarbl )KOFapbl OKY OPBIHAAPBIH 1A OACIITBIIBIK JIaya3bIMIaFbl
oifenepIiH TaKipuOeciH, KaObUIAAYBIH XKOHE KE3/IECeTIH KUbIHBIKTApBIH 3epTTey. Cyx0at
mramamer 30—40 munyTKa co3butaasl. Cizaig kemicimMiHizoen cyxoar Google Meet nemece Zoom
apKbLIbI XKa3blIaAbl. bacTamac OYphIH, aKIapaTTaHIbIPbUIFaH KEJIICIMIe KOJ KOIOBIHBI3IbI
CYpalMBbIH.

3eprTey cUnaTTAMACHI:

Cizni cyx0aTKa KaTbICyFa HIaKbIPIBIK. By 3epTTeyre KaTbICYbIHBI3 6T€ MaHBI3/IbI, KETiCiM
OepreHiHi3 YIIiH ajlfbIC aifTaMbIH. Byl 3epTTey jKOFapbl OKY OpbIHIApbIHIAFbI diiel-
OaciIblIapra, olapAblH Ke3Kapachkl, TOKIpUOEC, XKYMBIC TIEH KeKe eMIpl YHIecTipyaeri
KUBIHJIBIKTapblHA apHAJIFaH. 3epTTey HOTHXKeJepl FhUIBIMFA OH YJIeC KOCHII, COHai-aK
casicaTKepJiep YIIIH KaTbICYLIBIIApIbIH MIKIpIEPIH eckepyre MyMKiHaik O6epeni. CyxOat
6apbichiHAa Ci3re xeke TOKIpHOeHi3re, KUbIHBIKTApFa )KOHE MAaHCANThIK ©CYTe KaThICThI
cypakrap Koibuiajel. CypakTap ambIK TypAe 6onaabl. JKayanTapbIHbI3 KYIUs TYPAE CaKTaaaabl.
Ci3niH KkeniciMiHi30eH cyx0art jxa30a KYpbUIFBICBIHA HeMece Tele(OH KOChIMIIIAChIHA Ka3blIa Ibl.
Kazba emkimre Oepinmeiiai. Erep cyx0aTThl KYpBUIFBIFa XKa3yFa Kapchl 00JIcaHbI3, cyx0ar
OapbIChIHAA MeH Jka30ama TypJe 6enri xacaiiMblH. JKa30anap ceHIMA1 KYpPbUIFbIa CAaKTaJbIII,
Kynust skaraiiaa 0omanel. XKaz0ara TeK FEUIBIMU KETEKIIIM MEH ©31M FaHa KOJI )KETKI3€ aJlaMbl3.
JXKunanran gepekTep TeK akaJeMUsIIbIK MaKcaTTa KOJAaHbUIaAbl )KOHE TaJljaydaH KeHiH
KOMBLIAABL. 3epTTEyTe KaThICYy €PIKTI TYp/Ie KYpel, erep keidip cypakrap bIiHFaichI3 Oosca, Ci3
Kayarn 6epmeyre Kykbuibichi3. Cyx0at mamamen 30—40 munyTKa co3buiaabl. Kes kenrexn
yakpITTa CyX0aTThl TOKTaTyFa 001aapl. OTiHEMIH, aKapaTTaH IbIPBUIFAH KETICIMMEH TaHBICHIII,
KOJI KOIBIHBI3. bacTamac OypbIH cypakTapbIHbI3 Oap Ma?

Cyx0at cypakrapsl

3epTTey cypakTapbl:
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MeHiH MaraucTpiiik *KYMBICBIMHBIH 3€pTTEY CypaKTapbl OChIHIAM:

1. Kazakcranaarsl )KOFapbl OKY OpBIHAAPBIH/IA diesIep i OacIIbUIBIK Jaya3bIMIapra Ko
KETKI3yiHE BIKIAJl €TETIH HEeMece KeAepri KeNTipeTiH Heri3ri (akTopiap KaHman?

2. AxaneMusiarbl oiien Oacuibliap 63 pesliH )KOHE MIHACTTEPIH Kajlail KaObUIIali bl )KOHE
Kanai Toxipuoeneii?

3. Xorapsl OimiM Oepyeri oiien GaciiblIap KoCiOu KoHE JKEKe JKayalKepIIiIiKTI YHIECTIpY
YIIiH KaHIal CTpaTerusiapIbl KOJIIaHa bl ?

4. VIHCTUTYIHOHAIIBIK CasicaT MEeH KYMBIC MOJICHUETI olelIep/IiH MaHCAIITHIK OCYyiHe

KaJnai ocep erenmi?

TaksbIpbIniTap: Cypakrap: Kocbhimima cypakrap:
BacmbLibIKKA 1. O3siHi3 Typansl aiiTein Oepeci3 | Kazipri maya3bsiMFa )KeTyre
JKeTyjeri Keepriiep oe? KaHal )KeKe XKoHe Kacion
MeH KoJ11ay 2. YKorapsl 6iim Oepyze (hakTopaap KemMeKTecTi?
(paxTopsapsl OacuIbuTBIK Jlayasbivra skety | (OKeke: OimiM MeH marasuiap,
YKOJIBIHBI3/IBI CUTIATTAI MOTHBAIIMSI MEH aMOUIIHS,
Oepeci3 6¢? JKEKe KacueTTep,
3. Ocbl KbI3METKE KETy ToIMIepiIep/yJri TyTap
JKOJIBIH]IA KaHai TyJIFanap, 0T0AChIHBIH
KHUBIHJIBIKTAp MEH KoJaysl xoHe T.0. Kociou:
KeJeprijepre Tam O0JIAbIHBI3? | MAHCANTHI JAMBITY
MYMKIHIIKTEP1, YHBIMIIBIK
KOJIJIay, dKYMBIC MOJICHUETI,
TAJIIMI€PITIK JKOHE T.0.)
MaHncanTteIk Jamyaa
TAIIMIEpIIiK HEMece Kacion
OaiimaHbICTapAbIH
(HETBOPKUHT) KOMET1 OO0JITbI
Jien oinaiiceIs 6a?
HNucrurynnonanabik | 4. THCTUTYIIMOHATABIK casicaTTap Oiien OacuIbLIapabI
JKOHEe MJJIeHU (MBICaIBI, )KYMBICKA KaObLIIAY, YKaKChIpaK KoJjay yuriH 0ip
bIKIAJIIAP KBI3METTIK ©CIM, IEKPETTIK casicaTThl HEMeCe MOICHH

JIeMaJIbIC) aKaJIeMUsIaFbl
oifeniepliH MaHCANTHIK 6CyiHE
KaJsiaii acep etemi?

5. XKyMbIC OpHBIHBIH MOJICHHUETI
MaHCaNTHIK OCYiHI3Tre KaH1ai
KaFbIHAH BIKIAN €TTi HEMece Keaepri
kenTipai?

aCTeKTiHI1 e3repTe aJCaHbl3,
oJ1 He 6omap eni?

Oiien dacmbLIapAbIH
peJiai KadbL1aaybl
MeH T:Kipubeci

6. XKorapsl 6i1im Oepyie o3
pOIiHI3I Kajai Kepeciz?

7. OpinTecrep MeH
OarbIHBIITHUTAPEIHBI3 Ci3/11 Oaciibl
peTiHae Kanail Kabbuiianan1?

Ci3aiH OMBIHBI3IIA, CI3OIH
JKBIHBICBIHBI3 OacKamap IbIH
ci3fi nuaep eTin KaObliaayra
acep ere me?
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Kymbic men emipai | 8. KociOu peniHi3i xkeke KoHe Exi penni yitnectipy ete
yiustecTipy koHe 0TOACBUTBIK MIHICTTEPIHI30CH KaJlail | KUBIH OOJFaH Ke31Hi3I1
cTparerusijap yinectipecis? cunarran oepe anacei3 6a?
9. XKymbIc ieH eMip Tene-TeHairiH
cakTayJa KaHJai cTpaTerusiap Kac olien-ranpimaapra
TUIMII 60111BI? YKYMBIC TIEH OMip Tere-
10. Ci3nin OofBIHEI3INIA, TEHJIITIH CaKTay YKOHIHJIC
Kazakcranmarsl )OFapbl OKY KaHJ1ail KeHec Oepep emiHi3?
OpBIHIAPBIH/IA TEHIACPITIK TEHIIKTI
KaMTaMachl3 €Ty YIIIiH HeHi e3repTy | Oien O6acuibl peTiHaeri
Kepek? TOXKIPUOCHI3/IEH TaFbl KaH1al
oliapMeH OeJicKiHi3 Kenemi?

Cyx0at yuriH anrpIc OUTIIpEMiH KOHE )Ka30aHbI TOKTATAMBIH.
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Appendix G

Gender Equality in Academia: Experiences of Women in Leadership Roles in Higher
Education in Kazakhstan

Recruiting through email
Subject: Invitation to Participate in Research Interview

Dear ,

My name is Zhuldyz Umekova, and I am currently pursuing a Master’s degree at the Graduate
School of Education, Nazarbayev University. | am conducting research for my thesis entitled
“Gender Equality in Academia: Experiences of Women in Leadership Roles in Higher Education
in Kazakhstan.”

Given your role as a woman leader in your university, | would like to kindly invite you to take
part in this study by participating in a research interview. Your insights and experiences will
make a valuable contribution to understanding the experiences, perceptions and challenges faced
by women in academic leadership in Kazakhstan.

The interview will be scheduled at a time and place convenient for you and is expected to last
approximately 30- 40 minutes. Please be assured that all information will remain confidential
and used only for academic purposes.

| would be most grateful if you would consider this invitation and agree to participate in the
study.

Thank you very much for your time and consideration.

Sincerely,

Zhuldyz Umekova

Master’s Student

Graduate School of Education
Nazarbayev University
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Appendix H
Ha0op yuyacTHHKOB 4epe3 3JIeKTPOHHYIO IIOYTY
Tema: HpI/IFJ'IaI_HCHI/Ie K Y4aCTHIO B HCCJIICAOBATCIILCKOM UHTCPBBIO

YBakaemasi(bIi) ,

Memns 30ByT XKynapl3 YMEK0Ba, s IBISIOCH MAarUCTPaHTKOW Bricieit 1koipl 00pa3oBaHus
Hazap6aeB YHuBepcutera. B pamkax cBoeil MarucTepcKoi JuccepTaiuu s IPOBOKY
UCCIIeIOBaHNE Ha TeMY: «[ eHoepHoe pagencmeo 8 akademudeckol cpeoe: Onvlm HCeHujuH Ha
PYKOBOOAUUX OOIHCHOCMAX 8 BbICULUX YueOHbIX 3a6edenusax Kasaxcmanay.

B cBsi3u ¢ Bameli pykoBosiiieii posibio B YHUBEPCHUTETE, 51 XOTela Obl MpUriiacuTh Bac npuHATH
y4acTHe B JJAHHOM HCCIIEIOBAaHUU Yepe3 HCCIIeIOBATEILCKOE HHTEPBBIO. Baly B3rJIsIIbI U OTBIT
MIPEJICTABIISIOT [IEHHOCTD JIJIsl TOHUMaHUS OTIbITa, BOCIPUSTUS U TPYAHOCTH, C KOTOPBIMH
CTAJIKMBAIOTCS KEHIIIMHBI B aKaJIEMHUYECKOM pyKoBOCTBE B Kazaxcrane.

WuTepBbio OyaeT Ha3HaueHO B yA00HOe A Bac Bpems u MecTo U, KaKk 0XKH1aeTcsl, IPOTIUTCS
oxono 30—40 munyT. 'apantupyto, 4To Bcs MpenocTaBieHHas nHbopMaius OyaeT ocTaBaThCs
KOH(UIEHIIMATIBbHON U NCIIOJIb30BaThCS UCKIIOYUTEIBHO B aKaIEMUYECKUX LETISIX.

51 Obuta OBI BeCchMa MpU3HATEIbHA, eCITH ObI BB pacCMOTpEIH 3TO MPUTIIANICHUE U COTJIACHIIHCH
MPUHSATH Y4acTUE B UCCIICAOBAHUU.

biaronapro Bac 3a ynenéHHoe BpeMsl 1 BHUMaHUE.

C yBaxxeHuem,

Kynnez YmekoBa
Marucrtpanrka

Beicmas mkona o6pazoBaHus
Hazapb6aeB YHusepcurer
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Appendix |
KaTblcylllbl.]IapL[LI JICEKTPOHIBLIK NMOIITA APKbIJbI ipiKTey

Takbipbin: 3epTTey cyx0aThbiHa KaTBICYFa IIAKbIPY

Kypmerri ,

MeniH atbeiM — XKynaez YMekoBa, meH Hazap6aeB YHuBepcureti binim 6epy sxkorapbl
MeKTeOiHIH MarucTpaHTbIMbIH. Ka3ipri yakpITTa MEH MarcTpilik JUCCEPTAIUSAM asChIHIA
«Axaoemusioazvl cendepiik meyoik: Kazaxcmanoazvl sco2apsl 0Ky 0pblHOAPbIHOA OACULBLIBIK
Kblsmemmezi atiendepoiy maxcipubeci» TaKbIpbIObIHIA 3€PTTEY KYPTi3ill KATHIPMBIH.

Ci3aiH yHUBEpCUTETTET1 KOOacIbUIBIK poliHi3re O6aimanbicThl Ci3/1i OChI 3epTTEyre KaThICHI,
cyx0ar Oepyre makeIpreiM Keneni. Ci3aiH Ke3KapacTapblHbI3 OeH TokipuOeHi3 Kazakcranmarsl
aKaJeMHSUIBIK KOIIOACIIbUIBIKTAFbl SHeNIep IiH TOKipruOeci, KaObUIaayhl )KoHE Ke3/1eCeTiH
KHUBIHBIKTAPBIH TYCIHYTE KYHIBI YJIEC KOCAIbI.

Cyx6at Ci3re KoJaijIbl yaKkbIT TISH JKepJIe oTKi3uie Al )koHe mamamer 30—40 MUHYTKa CO3bLIaIbI
JIeTI )Kocnapianyna. bapibik aknapaT KYITUsl CaKTabII, TEK aKaJIeMUSUIBIK MaKcaTTap/a FaHa
naiiiananpUIaThIHBIHA KeTUIIIK OepeMiH.

Byt miakpIpy bl KaObL1all, 3epTTeyre KaThICyFa KelliCCeHi3, 30p PU3aIIbUIBIK OLIIipeMiH.
VaKbITHIHBI3 OCH Ha3apbIHBI3 YIIIH KOII PAKMET.

I3ri Tinekmex,

Kynnez Ymekosa
Marucrpast

binim 6epy >xorapbl MeKkTeO01
HazapGaeB YHuBepcureri
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Questions and Transcription

Coding

Researcher: what kind of challenges or barriers did you face on
your way to this position?

Participant: Uh, so I don't think there were a lot of challenges there
year ago, so none of the polies was challenging to be appointed, to be
elected or to be selected. So GSE would come to the formal
leadership position. So | don't think that it was difficult to work, but
if I come to my professional, professional life, So from the policies
and the legislation and the policies, there were no barriers at all. So
because just everything is a merit base, | applied my, | participated in
competitions. | was elected sometimes. | was invited and were off at
these jobs, it was mostly a promotion rather than the, rather just being
the part of the hiring process. From professional perspectives, when |
started working as a dean of the graduate school of education, | had
my PhD in linguistics from Kazakh University of World languages
and international relations. So | defended many years ago, but when |
was here at the dean, | heard for my some of my colleagues that the
Western diploma. So it wasn't the direct abuse or it wasn't someone
that who directly poked just here and poked and they said that | have
to have, but I always felt discomfort when people were saying so that
they Western education is more, more evaluated, with the Western
diploma people are more a well-educated, comparing to their local
universities, and it was not something that | wanted to get some, it
was not something that I really needed as the professional, but it was
something that they had to prove that the national specialist can do
the same. But all the time I heard between lines, between words or
something that we call it epistemic justice or injustice, here, when
your voice is heard less, your opinion means less, just because your
diploma is not from the north or just so we say the global north. And
I made my decision that | have to have the 2nd doctoral degree, so it
was in high education management and it was from the IVY league.
So it was the approvement that it's a diploma that makes you
professional. It's not a diploma that makes you a real formally
informal leader. It's more about the skills, it's about your leadership
position, it's about your citizenship position, but if these people
wanted to see my paper, so here is the paper. So | think one of the
challengers was that | always felt this a little bit epistemic injustice.
So just | was young as dean, so it was about the age, | was the only
female dean, so it's against some gender bias. | don't say that my
male colleagues were rude to me. No, never. But sometimes they had
received formal meetings, they could meet Friday nights and having

Not having Western
diploma

Feeling epistemic
injustice

Couldn’t allow be part
of active social life
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my family, I couldn't let myself be allow myself to be a part of the
active social life. It was about the International National, so I'm just
you always have to prove and not about a diminution of your role,
but some emotional might be, something that really disturbed me.
And the third thing is making the balance, what is challenging, is
making the balance between your scholarship and deanship. So |
want to conduct research. | want to publish. I also want to have my h-
index very higher, but you are working at administrative position.
You have to make this condition for your professors, because they
have to publish. You have to go with your students to make the more
successful. You have to work with different stare holders, and it
always disruptive for my own scholarship because they admin
position versus academic position and to be at the admin position is
also to sacrifice your research life. It was difficult to be. It's also
challenging the balance. And the fourth thing is to make the balance
between your work and your personal life and your family. So when
you have Kids, you have to pay attention to them, and that is I said, so
just my male colleagues may go and they Friday, they can spend
together and | had to go home because some school events, so | just
family events. I'm not only a wife and a mother and daughter. | also a
daughter in law in Kazakh family, so a lot of things that I had to do.
So all the things were challenging...

No research life

Family time
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Questions and Transcription

Coding

Researcher: So the next, thank you. So work life balance and coping
strategies. So question, how do you balance your professional role
with your personal and family responsibilities?

Participant 2: Oh, I think this is one of the maybe | try to what's but
sometimes | have , well, you know,
when | come back. Because | have to, you know, | leave home at half
past seven every day. And usually come back home at past 9.
Because it takes time to come in from my university to back home
here and also for times Of course it's not
mandatory to stay. Nobody makes me stay, but you know that |
would like to go home and rest, you know?

So but balancing professional and personal
responsibilities can be very challenging and I'm not a great example
of it, I would say. I try to learn how to, but I realize my careful
playing again. Sometimes | think that things here
because I'm also work on my time management because | try to circle
about this, and work and family. time year, and what | learned, |
think to , because when 1 just started
back in, for example, in this particular institution here, last year, |
tried to do everything on my own. But at the end of I think at the
beginning of this year, yeah, starting from, let's say at last academic
year, nothing. So | started to delegate tasks. I think that's what helped
me as well, yeah, because I'm not the only one, I have my team here,
and supportive team yeah, and | try to do the guitar here because
support from my colleagues, you know is tremendous, as well

Additionally, I make sure to. I tried to dedicate time for
her self care. But I'm not good at it, | would say. Because this
leadership position has got
sometimes. | would like to stay alone, especially on Saturdays and
Sundays. Sometimes I'm unwilling to talk to my parents because they
feel so tired, I that also my brother's family, two nephews and two
nieces. They often, you know, visit us and they try to play with me. |
tried to, but not as much as I could, you know, previously. So, but |
think that self care invest isn't important because to stay, you know,
to . Yeah, because

allows me to be more effective at work,
yeah. both at work and at home. So and | think I still have to learn
this, because I'm not good at it, because flexibility is a big key, that
you in managing is responsibility, successfully, but I'm still learning

No time to talk to
family

Stay at work late,
because don’t want to
bring work home

Have to prioritize

Delegate tasks

Support from family
and colleagues

Try to dedicate time
for myself

Impact on my mental
state

maintaining my well
being allows to be
effective

after work I go
swimming

have health problems:
insomnia, mental
exhausting, physical
tired

wanted withdraw

take care of yourself
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how to. One of my strategies here now is to, after work, |
. Yes. So | go swimming now, and | sleep
better now because sometimes | feel myself so tired and all the tasks,
we have to complete and this year we are about to go through a
number of accreditations. So, you know, |
, You know. So | decided to, you know, go and

attend the swim. So | tried to run, but I'm not with it, you know. You
know, there was even one case, in that case, twice |

from this position. Because of this kind of, you know,

feeling, . And physically.

prioritize tasks

set clear bounders
between work and life
reduce unnecessary
stress

planning tools like
Google Calendar help
maintain flexible
mindset

support from
colleagues




