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IDRC PROJECT PROPOSAL 

Proposed Project Title: Universities, the ramifications of science systems and women’s leadership of 

higher education institutions in Africa 

 

1. Introduction 

Is there a nexus between the crisis in higher education institutions in Africa and the lack of gender diversity 

in the leadership structures? Will having women included in the leadership of science systems in 

universities in Africa lead to different outcomes, including mitigating crisis? These questions are pertinent 

considering the spate of unending crises in the higher education sector in Africa. Universities are the 

principal avenues for training researchers for Africa’s science systems and other leadership positions and 

are central to the socioeconomic and political development of the continent through the production of 

knowledge in various disciplines including STEM subjects as well as behavioral and management sciences. 

However, African universities are also sites of contestations, inequality, and multiple forms of gendered 

exclusions. Furthermore, structural factors and organizational culture have created a glass ceiling barring 

women’s ascendance to top leadership positions in many African universities1  

 

This problem is not unique to the African university context. Extant research reveals that while the number 

of women advancing to leadership positions in higher education has been rising over the years, gender 

imbalance in the sector is still a global challenge and progress toward equity and equality has been slow 

and uneven.2 Studies conducted in the United Kingdom, Australia, Portugal, Ireland and other countries 

reveals that leadership communities of practice produce and reproduce hegemonic masculinities shaping 

gendered power relations in these institutions.3 Moreover, despite the increase of women in universities 

as students and faculty, leadership in academia is a pyramidal structure with women clustered at the 

bottom of the pyramid.4  

  

The global COVID-19 pandemic reveals several weaknesses in science systems in education and broader 

society, including inequalities between actors in universities, knowledge hierarchies and gendered 

 
1 Moodly, A. L. (2015). Gender equity in South African higher education leadership: Where are we twenty years after 
democracy? Journal of Social Sciences, 42(3), 229–238. doi: 10.1080/09718923.2015.11893410 
2 Odhiambo, G. (2011). Women and higher education leadership in Kenya: A critical analysis. Journal of Higher Education Policy and 
Management, 33(6), 667–678. doi: 10.1080/1360080x.2011.621192 
3 Burkinshaw, P., & White, K. (2017). Fixing the women or fixing universities: Women in HE leadership. Administrative Sciences, 7(3), 

30; O'Connor, P. (2015). Good jobs–but places for women?. Gender and Education, 27(3), 304-319; O'Connor, P., & Carvalho, T. 

(2015). Different or similar: constructions of leadership by senior managers in Irish and Portuguese universities. Studies in Higher 

Education, 40(9), 1679-1693; Gouthro, P., Taber, N., & Brazil, A. (2018). Universities as inclusive learning organizations for 

women?. The Learning Organization. 

4 Kaplan, S., & Tinsley, A. (1998). The unfinished agenda: Women in administration of higher education. Education Digest, 55(4), 
24–27. 
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inequalities in access to leadership opportunities. The pandemic also reveals opportunities for change in 

the face of the permanent shifts that have taken place in our world. The COVID-19 period is therefore a 

critical moment to intervene and effect changes (through targeted interventions) towards strengthening 

higher education for stronger science systems in Africa, through a deliberate focus on women and 

leadership.  

 

The barriers to women’s progress and leadership in science systems include cultural and institutional 

biases, the neglect of leadership mentorship, and pervasive and robust patriarchal and exclusionary 

networks – the ‘old boys club’. Others are slower career paths for women because of their multiple roles, 

and broader societal gender inequalities.5 Also, much of the global discourse around leadership has 

focused on men and male leadership within and outside of the academy. This has led to leadership 

theorists attempting to delineate and conflate the qualities that constitute good leadership with male 

behaviors and characteristics, as the standards against which women leaders are measured. The outcome 

has been that the female gender role is ostensibly seen as inconsistent with mainstream ideas on 

leadership roles.6 Women have therefore been locked out of positions of power and influence because 

they conform less to male leadership standards, and their reluctance to participate in competitive and 

self-promotional behavior associated with dominant masculinities.7  

 

Yet the qualities often attributed to female leaders including consultative approaches and strong 

emphasis on building mutuality have been linked to more transformational leadership approaches. 

Perhaps this is clear in the ways in which studies of female leaders in response to the COVID-19 pandemic 

are challenging the ideas of leadership as transactional and person-driven.8 There is a need to explore in 

greater detail how leadership is understood and practiced in response to situations to engender 

approaches that are transformative in process and outcome.  

The debate has also largely focused on leadership as position and leadership as results or outcomes, thus 

confining the discussion to individuals as opposed to processes in which more than one person 

participates and exercises a measure of agency, and as a result, leadership occurs. The result of this is that 

situations or contexts where women are involved are not counted/measured, and therefore women are 

assumed to not participate in leadership.  

 

The university is a microcosm of broader society where societal issues, including gendered inequalities 

and exclusions, are played out. Each higher education campus represents a unique context and navigates 

 
5 Ballenger, J., & Austin, S. F. (2007). Women’s access to higher education leadership: Cultural and structural barriers. Forum on 
Public Policy, 1–20. 
6 Dunn, D., Gerlach, J. M., & Hyle, A. E. (2014). Gender and leadership: Reflections of women in higher education. International 
Journal of Leadership and Change, 2(1), 8–18. 
7 Morley, L. (2013). The rules of the game: Women and the leaderist turn in higher education. Gender and Education, 21(1), 116–
131. 
8  Amanda Taub (2020), ‘Why Are Women-Led Nations Doing Better With Covid-19?’, New York Times, 15 May 2020, 
https://www.nytimes.com/2020/05/15/world/coronavirus-women-leaders.html. See also, Avivah Wittenberg-Cox (2020), ‘What 
Do Countries With The Best Coronavirus Responses Have In Common? Women Leaders’, Forbes, 13 April 2020, 
https://www.forbes.com/sites/avivahwittenbergcox/2020/04/13/what-do-countries-with-the-best-coronavirus-reponses-have-
in-common-women-leaders/  

https://www.nytimes.com/2020/05/15/world/coronavirus-women-leaders.html
https://www.forbes.com/sites/avivahwittenbergcox/2020/04/13/what-do-countries-with-the-best-coronavirus-reponses-have-in-common-women-leaders/
https://www.forbes.com/sites/avivahwittenbergcox/2020/04/13/what-do-countries-with-the-best-coronavirus-reponses-have-in-common-women-leaders/


4 
 

a unique set of complex circumstances. Examining and responding to the context in which university 

teaching, learning and research takes place is a critical contribution towards science systems in Africa.9 In 

addition, institutions (including universities) have a significant role to play in leading and driving efforts 

aimed at bridging the gender equality gap as the intellectual bases within society. Universities are also 

central to nuancing the multiple and intersecting roles played by women, and men, and reflecting the 

hierarchies of identity and how they interact with understandings of gendered roles in any given society. 

The rise of women to senior roles in universities is essential for strengthening processes for change that 

are transformational as well as building a critical mass to lead the guard.  

  

Of equal importance is space and time in which women can participate in and exercise leadership within 

the university context. In some cases, women are not explicitly discriminated against; rather, they lack 

requisite support and mentorship to facilitate their transition into leadership roles and positions. There 

are instances however, where prejudice exists about women’s academic abilities and intellectual 

authority.10 Addressing these challenges will contribute to more diverse teaching, learning and research 

environments, more inclusive science systems, and the production of graduates who are more aware of 

and responsive to their context. This is important for better educational outcomes, for better science 

systems, and for better support to inclusive and positive societal change and transformation. 

 

The question of the university’s role in society is more relevant now than ever before. The cultural, social 

and economic influence of universities matter and that is why the question of inequality, not least 

gendered inequality in university leadership – the focus of this project – is pertinent.  

 

 

2. Problem statement 

The university is pivotal to any science system and the role and place of women within the system cannot 

be overlooked or underplayed. At the core of this proposal is the gendered inequality in the leadership of 

higher education institutions in African countries. This problem is underpinned by three inter-linked but 

distinct diagnoses; first is that women face structural and cultural barriers to leadership in science 

systems, including within the African university. This parallels the realities in other sectors of society and 

on which significant literature exists.11 The second is the dominant, yet skewed approach to and 

understanding of leadership from the perspective of position-based power, as opposed to leadership as a 

process and tool of transformation.12 The focus on people occupying formal positions limits the 

imagination and potential of where and how women can exercise influence and impact change. The third 

 
9 World Bank. (2007). Engendering development: Through gender equality in rights, resources, and voice. New York: Oxford 
University Press. 
10 Moodly, A. L. (2015). Gender equity in South African higher education leadership: Where are we twenty years after 
democracy? Journal of Social Sciences, 42(3), 229–238. doi: 10.1080/09718923.2015.11893410 
11 For example, see, Holman L, Stuart-Fox D, Hauser CE (2018) The gender gap in science: How long until women are equally 
represented? PLoS Biol 16(4): e2004956. https://doi.org/10.1371/journal.pbio.2004956.  
12 Grint, K. (2010). Leadership, an introduction. 

https://doi.org/10.1371/journal.pbio.2004956


5 
 

is the neglect of investment and attention paid by the university ecosystem to official pathways to 

leadership and other channels of influence, particularly for women.  

 

 

3. Justification/Rationale 

Universities’ social contract with the societies that support them is that they will make them stronger and 

more successful including playing a role in challenging the structural biases and barriers that create 

unequal life chances for marginalized groups in society. By sustaining systems that reinforce gender and 

other inequalities or failing to tackle barriers to women’s leadership, universities invariably undermine 

society’s development. Conversely, universities’ success in tackling inequality within their own institutions 

will in turn enrich and positively transform the broader society.  

 

This project will contribute to understanding the systems and processes that sustain gender inequality in 

African universities, which ultimately hinder leadership development for women; and provide a 

framework for developing a pipeline of university women leaders in Africa. There is an urgent need to 

develop a new (next) generation of university women leaders with a consciousness of Africa’s changing 

realities and a vision for transforming the continent in light of the challenges of the 21st Century. At the 

core of that transformation is the question of inequality which invariably slows the development and 

ascension of women into leadership roles in science systems, including in the university. The project uses 

a leadership lens to understand female leadership and contribute to more inclusive approaches; it 

emphasizes a more collaborative and process-oriented approach to leadership, which will likely have an 

impact on aptitudes towards mutuality at an inter-community or inter-institutional level.  

 

The African Leadership Centre’s (ALC) unique approach to leadership development will be of vital 

importance in shaping the discourse on university leadership and in developing a vision and a framework 

for inclusive (greater women’s participation) university leadership. For over a decade, the ALC has 

generated knowledge and trained over 120 next generation African scholars in leadership and issues at 

the nexus of peace, security and development. Crucially, the ALC runs training programs for early and mid-

career women, and early career scholars. The work of the ALC has resulted in and benefitted from wide 

ranging networks of higher education, research, policy and practice institutions across the continent and 

beyond. The ALC has strong partnerships with universities and university networks in Africa, including the 

African Research Universities Alliance (ARUA). Strategically, the ALC exercises convening power among 

academic, research and policy stakeholders, which, when coupled with our experience in working with 

universities will make it possible to position this participatory action-research in transformative ways and 

take it to scale. Some of our university partners include the University of Pretoria where we share a joint 

Doctoral Program and co-host annual Doctoral Training Workshops and the University of Nairobi where 

the ALC runs a joint taught Masters module on Leadership, Peace and Security, for example. Through our 

training programs, research projects and London base at King’s College London, the ALC has direct 

partnership with eight out of the sixteen members of the ARUA. The ALC will work with ARUA and the 

https://africanleadershipcentre.org/index.php/2014-10-22-15-41-35
https://africanleadershipcentre.org/index.php/2014-10-22-15-41-35
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African Studies Association of Africa (ASAA) as ensembles for broader discussion, knowledge sharing and 

transfer, and for convening throughout this project.  

 

 

4. Project Overall Goal 

This project has a three-pronged goal:  

To build new knowledge that leads to a significant increase in women’s leadership with a vision 

of transforming African university systems; with an institutionalized framework for inclusive 

leadership development; and a recognizable cohort of aspiring women leaders in the select 

African universities.  

This project will support evidence-based analysis of barriers to women’s leadership of science systems, 

especially in higher education in Africa. Over time, we expect to see transformation in relationships among 

various groups, different forms of interaction, new approaches to decision making, new leadership styles 

including a shift away from leadership as position, and more clearly defined pathways for and of women’s 

leadership of African universities. We envisage shifts towards a more inclusive culture of leadership, and 

to mutuality among university administrators, women leaders, students, government authorities, and 

other stakeholders, as a way of reducing disruptions in public universities in Africa.  

 

5. Project Specific Objectives 

This research project will be guided by the following research objectives:  

i. To generate context-specific knowledge that contributes to a more robust understanding of 

existing leadership capacity building and learning opportunities for women leaders in universities 

with a view of strengthening science systems in Africa. 

ii. To institutionalize a leadership development program for women on administrative and academic 

pipelines in select African universities.  

iii. To facilitate the development of a visible network (cohort) of women leaders engaged in 

collaborative visioning and problem-solving in African universities. 

 

6. Research Questions 

This research project will seek to answer the following core and operational questions: 

Core question:  

How do the gendered dynamics of leadership structures and leadership development processes 

shape the prospect of women’s leadership of higher education institutions in Africa?  
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Operational questions: 

i. How is the underpinning logic of leadership and leadership development in higher education 

systems in Africa gendered? 

ii. What needs to change in the logic, structures and leadership development processes in higher 

education institutions in order to ensure equal leadership opportunities for women in science 

systems in Africa?  

iii. What channels of influence exist for leader emergence outside of the formal or recognized 

leadership progression pathways, which privilege women and men alike?  

 

 

7. Research Methodology/Project Design 

 

Methodology 

 

This research project will work with university leaders (authorities), oversight commissions of higher 

education, Ministries of Education, and other stakeholders to promote evidence-based analysis and 

interventions that promote women leadership development in science systems in Africa. This project will 

work with different categories and generations of aspiring women leaders in African universities, including 

early, mid-career, and senior women scientists, innovators, and researchers. The target women will be 

supported through training, mentoring, and networking opportunities. The project is unique because of 

its intergenerational, participatory action research approach around transformative leadership at the 

select universities in Africa.  

 

The project employs a mixed methods approach to research and knowledge production. This approach 

involves the collection and analysis of qualitative and quantitative data on leadership structures, positions 

and post-occupiers, and capacity development programs, and the perspectives of stakeholders. This 

allows the project to gain a robust understanding of the research problem and questions in each context, 

and the opportunity to compare data and inferences across the four selected universities. The qualitative 

approach will explore, critique and understand the meaning which individuals, groups and institutions 

attach to leadership and leadership emergence in science systems. It also permits the exploration of 

historical dimensions of contemporary leadership structures and processes, and the interrogation of the 

broader societal context of leadership ‘meaning-making’ and practices in African universities, including its 

gendered dimensions. Through this, the project will gain invaluable insights into the factors that cause, 

drive and sustain gendered inequalities in the leadership structures, culture and processes of African 

universities. All this will foreground the transformative outcomes which can emerge from the inclusion of 

women in the leadership of science systems in African universities. 

In line with the qualitative orientation, the study will use focus group discussions and semi-structured 

interviews. However, the reality of COVID-19 pandemic means this will take place virtually during the first 

year. Depending on the trajectory of the pandemic, the activities in the second and third years may 



8 
 

continue to be conducted virtually but may include physical interactions. Still, the project’s tentative plan 

is to have interviews, training workshops, and other networking activities transition into field-based 

activities in the second and third year.  

Quantitatively, the project will employ targeted surveys of women in four selected public universities in 

Africa with a view to map, identify, and generate baseline data (knowledge) of women in leadership 

positions and their positions in the leadership hierarchies, as well as document women who aspire to 

leadership positions in the university system. The survey will be complemented with the collection and 

analysis of secondary quantitative data from university reports, staff profiles and directories, and hiring 

and promotion exercises.  

The project will also collect and analyze administrative and academic policies and procedures of individual 

university and those by national oversight bodies (e.g. Ministries of Education).. In addition, the team will 

seek permission to use archival materials to understand the evolution of each university and their 

leadership structures and practices, map former leaders, identify periods of change and the drivers of 

such change, and to identify official and unofficial sources and channels of influence in the leadership of 

the select universities.  

The project will focus on public universities as the epicenter of science systems in Africa. Still, the project 

will map the broader science ecosystem in Africa, including networks and platforms such as the 

Association of African Universities (AAU), Association for the Development of Education in Africa (ADEA), 

African Studies Association of Africa (ASAA), and African Research Universities Alliance (ARUA). Other 

policy dialogue fora include the Inter-University Council for East Africa of the East African Community 

(EAC), Southern African Development Community (SADC) ministers of higher education, UNESCO, and the 

African Union. Preliminary lessons from the project will also be highlighted and discussed during the 2021 

annual forum (usually November) of the Science Granting Council Initiative (SGCI), and the meeting of the 

Global Research Council. 

This project will target four universities across East and Southern Africa: the University of Zimbabwe 

(Zimbabwe), the University of Pretoria (South Africa), the University of Nairobi (Kenya), and Makerere 

University (Uganda). The choice of universities was informed by three criteria; first is their existing 

partnerships with the ALC. Partnerships are a critical component of the delivery of the ALC’s programs, 

and they facilitate buy-in for the project, and are crucial for the long-term sustainability (uptake) of the 

project in the target institutions. Some of the partnerships include the establishment of the ALC as a joint 

initiative of King’s College London and the University of Nairobi; the ALC’s delivery of a Peace, Security 

and Development Module at the University of Nairobi’s Institute for Development studies; a joint doctoral 

and postdoctoral programs between the ALC and the University of Pretoria; and tripartite doctoral 

(methodology) training workshops by the ALC, the University of Pretoria and the University of Nairobi. 

 

Second, the universities were selected on account of their membership and relationship with ARUA. This 

is important as the project focuses on universities, as well as at the broader higher education ecosystem. 

This system composes of various actors and platforms, of which ARUA is an important one. Third, the 

universities were selected on account of their track record (among the highest ranked institutions in each 
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country) in contributing to higher education in their respective regions, and in Africa in general. This is 

important because the influence of these universities will strengthen the scalability of the project.  

 

The project employs applied research in that the knowledge generated from the research will be used to 

design evidence-driven interventions (including training materials) to address the exclusion of women 

from leadership in higher education systems in Africa. Each university campus represents a unique context 

and navigates a unique set of complex circumstances. For this reason, the applied research will be used 

to systematically identify context-specific training needs of women leaders and women who aspire to take 

up leadership positions in the targeted universities. It will also be used as a benchmark against which 

progress will be assessed. 

The project will benefit from the use of the ALC’s established pedagogical approaches to teaching and 

learning, and training leadership. The ALC’s programs are delivered by a network of faculty and mentors 

based in Nairobi, London, and other parts of the world through blended learning (a combination of face-

to-face sessions and virtual sessions). The ALC has concrete experience in the use of online platforms; for 

example, it has developed and used an online platform for its Executive Education programs for senior 

leaders working in public service in selected African countries. During the project period, the ALC will 

facilitate bespoke leadership training using tried and tested methods but adapting them to the 

peculiarities of the contexts and the actors. The project employs blended learning, mentoring and inter-

generational networking and sharing of experiences (including with African academics who are based in 

the diaspora). These pedagogical approaches will enable the project to build a coherent and sustainable 

knowledge practice community which is characterized by the transformation of relationships among 

actors, new approaches to decision making, new leadership styles, and more clearly defined pathways for 

and of women leadership. 

 

Research/ Project Activities 

 

The project will employ a multi-pronged approach, intervening with three sets of actors, two within the 

university system and a third set outside of the university but part of the broader ecosystem across four 

universities. in East and Southern African countries, over a 36-month period.  The first set of actors are 

women in leadership positions or roles and/or women positioned/identified for leadership prospect 

within the university. The second are women in early career academic and professional (administrative) 

positions within the universities. The third group of actors are the senior leadership of universities, and 

policy actors within institutions where higher education/university policies are formulated in the 

respective countries.  

 

The project will be divided into three 12- month phases. During Year/Phase 1, the project team will be lay 

the foundational work of the project such as convening the ALC working group, forming/finalizing research 

teams for each case study university, and conducting the baseline/mapping studies. Other activities 

earmarked for Year 1 are a series of consultative meetings with key stakeholders in the higher education 

space (government ministries, national higher education oversight commissions, university management 

and others), and the development of the leadership training program.  
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During Year 2, the project team will document learning from Year 1, as outlined by the research 

problem/questions on the nature, impact and overall dynamic of gendered inequality in the leadership of 

public universities in Africa. The insights gained from the baseline studies and from initial interactions 

(consultative workshops) with policy actors will translate into the development and piloting of the 

leadership development program for aspiring women leaders in the science systems in the four selected 

universities. The project will also inroads into the university policy space and conduct validation 

workshops for the training program and put together the template and operational mechanism for the 

network of women leaders in African universities.  

 

In Year 3, the project will systematically run (full roll-out) the leadership development program, launch 

the women’s network, conduct the final evaluation of the project and also publish the project findings. 

The project activities will be outlined in detail in the work-plan. 

 

Across the project cycle, there will be emphasis on service and outreach. Participating women faculty, 

university administrators, researchers and students will engage in action-research on issues affecting their 

organizations to design evidence-driven interventions and outreach programmes for addressing 

exclusions in higher education systems. Furthermore, ALC will also organize policy dialogues on identified 

pertinent issues, where the key stakeholders will participate. The project will then evaluate these 

initiatives at the individual and organizations levels, with a view to examining the potential impact of 

leadership development, applied research, and collaborative problem-solving in promoting innovative 

and inclusive higher education. 

 

 

8. Outputs/Deliverables 

 

Key deliverables and knowledge products will include: 

a. Publication of scholarly papers, policy papers, and policy briefs, which provide a sound 

understanding of the challenges women university researchers and leaders face, including 

identifying the opportunities and entry points for supporting and promoting female leadership in 

science systems.  

b. A leadership framework to support building the capacity of women, and the university, to identify 

and create leadership pathways for women. This framework could also serve and over time be 

adapted for granting` councils and other science system entities. 

c. Enhanced networking and networking platforms among women in leadership in universities, 

including and going beyond the project participants.  

 

 

The products and outputs that will emerge from this project include:  

a. Mapping exercise report 

b. Training curriculum 
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c. Policy briefs 

d. Journal articles  

e. Op-eds 

f. Final project report 

 

9. Ethical and Security considerations  

Each country that has been tentatively selected for the proposed intervention has a unique set of 

political, economic, and social dynamics it is facing at various levels. These dynamics contribute to the 

ethical and security considerations and require some risk management strategies. These are outlined in 

the table below.  

 

Ethical, Security and Risk Considerations  Mitigation Strategies  

✔ Issues of confidentiality and challenges 

undertaking research that involves 

human subjects  

✔ All ALC Research projects that involve 

collecting and using data from human 

subjects is authorised after 

consideration and deliberation of the 

five member ALC Research Ethics 

Committee (ALC-REC).  

✔ Various forms of trauma are related to 

disruptions on university campuses. 

Some students and administrative staff 

have been at the coalface of protests 

and disruptions on campus resulting in 

various forms of trauma.  

✔ This intervention will adhere to 

principles of first do-no-harm. 

Facilitation will be carried out in such a 

way as to facilitate dialogue between 

various actors. Where students (and 

others) are triggered and require 

assistance, they will be referred to 

available services (the ALC will have 

established these prior). The first do-

no-harm principle necessitates that 

individuals who may be relevant to a 

process but are unable to do so 

because of health and other risks are 

left out.  

✔ Physical security 

Various political and social challenges mean 

some university campuses – or the towns and 

cities where they are located – are volatile and 

✔ Prior to implementation the ALC will 

seek the relevant permissions from 

university authorities to undertake the 

work or include their students in the 

programme. 
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there is violent activity between various groups 

or targeted at various symbols and structures.  

COVID-19 pandemic will limit the ability to 

physically visit some locations especially if 

accessing these from particular areas of the 

country.  

✔ The ALC will make use of the hub 

approach and reach out first to 

universities where there is an existing 

relationship at various levels who will 

assist to guide the process; and  

✔ Rely on a comparative/ multi-country 

cohort comparative approach that 

allows participants to see their 

situation in perspective alongside other 

country experiences.  

✔ This project therefore relies on online 

platforms for interaction and exchange 

and takes advantage of existing ALC 

blended and remote learning/ research 

tools.  

✔ Technology 

Limited connectivity and prohibitive initial 

investment required for developing online 

learning modules.  

✔ Leverage King’s College London (KCL) 

technology and infrastructure. This 

means that some of the materials 

developed will carry some intellectual 

property (IP) considerations.  

✔ The COVID-19/ post COVID-19 context 

means heavier reliance and more 

deliberate early investment in digital 

and various other technologies. A large 

part of the project resources will focus 

on investing in these.  

 

10. Anticipated Risks and Risk Management Strategies 

The project involves working with women leaders, alongside a few men (in leadership positions), in 

various university programmes and departments (and extending to a small number of women in national 

research foundations and related government positions) to provide spaces for mutuality and shared 

lessons. While this offers tremendous opportunities for real time impact and transformation of the 

leadership processes in universities and the science systems in Africa, it also poses some risks. One risk is 

that these university programmes might be discontinued for several reasons, or the female leaders might 

be re-assigned to other departments, or they could move to other universities.  
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However, these risks will be mitigated by the ALC’s strong network with African university administrators, 

who will be consulted throughout the lifecycle of the project, in addition to being invited to some of the 

discussions and policy dialogues. 

The project will be implemented in four universities (two in southern Africa and two in eastern Africa). 

This will require separate country-clearance processes, and the ALC has experience of obtaining such 

clearances. In most countries (except those specified), IDRC requires government permission to engage 

in research projects. Getting four country clearances might impact take time, which could impact on the 

project start date. However, ALC’s networks with African universities, coupled with support from IDRC, 

will ensure that letters of intent are written early to facilitate the expeditious issuance of the necessary 

paperwork.   

Finally, care will be taken to ensure that, in being complimentary to “breaking systemic barriers” work to 

ensure that the participants in the project are different from those in the barriers project.   

 

11. Gender Considerations 

This project conceptualizes gender equality as a process and a state (a means and an end). Bearing in mind 

the extant inequalities in the higher education context in Africa, the project aims at going beyond basic 

integration of gender equality into the policy making processes of the target universities, but also bringing 

about a transformation of the institutions themselves, as a first steps to addressing the inequalities in 

broader society in the respective countries. As such, the project will develop a comprehensive gender 

mainstreaming strategy to ensure that the outputs and outcomes of this project contribute to gender 

equality broadly defined. In designing the evaluation template for the project, the investigators will 

include a gender assessment component to measure the project progress towards gender mainstreaming. 

In addition, ALC will render itself to ensuring gender balance in composition of the research team, 

including having the Principal Investigator position jointly held by two team members, one of whom is a 

woman. 

 

12. Policy Influence and Uptake Strategy- Dissemination, Communication strategy 

This project will seek to influence policy makers within the universities and within the higher education 

space in the selected countries and within the continent. Within the institutions, the universities will work 

with the Vice Chancellors, Deputy Vice Chancellor- Administration (or their equivalent), Registrar, Bursar, 

women Deans and Heads of Department, and representatives from the Gender Studies Departments. The 

project will also infuse evidenced-based findings into and engage members of the university/higher 

education national commissions within the respective countries and university associations within the 

regions. These actors will be engaged and influenced through networks such as ARUA.  

 

13. Sustainability Plans 
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The key to ensuring project sustainability is first and foremost designing a project that addresses pertinent 

issues and needs in a society. This project fits the bill as it focuses on gender inequalities in the leadership 

of African universities, and its effects on the university ecosystem and the broader society. Consequently, 

the ALC proposes a set of measures to promote project continuity. ALC is committed to stakeholder 

participation based on the knowledge that stakeholder buy-in and ownership will be critical to securing 

project sustainability. The team will at inception carry out a stakeholder assessment exercise and develop 

an engagement plan with tangible outputs and assigned to team members. The team will also consider at 

the university level, anchorage of the program in a specific department within the university to give the 

program legitimacy and ensure that it is sustained after the project duration lapses.  

For scalability, the ALC will draw form its extant networks with bodies such as ARUA which will provide a 

vehicle for replication of the same in other universities around the continent as well as facilitating lobbying 

at policy level on matters allied to women in university leadership. One of the objectives of the project is 

to create a cohort of women in university leadership and strengthening this network will be quintessential 

to sustaining the program. The beneficiaries of this project, which are envisioned to be in positions of 

leadership now and in future, will be critical to supporting this program in various capacities such as 

decision making within the universities and the broader tertiary education landscape. All the 

aforementioned measures will however be concretized during the inception period (Phase/Year 1) with 

the development of a project sustainability plan. The project team will also appoint a sustainability 

champion responsible for conducting sustainability assessments at various intervals during the project life 

cycle to track adherence to the sustainability plan and make changes where necessary. Lastly, the ALC will 

conduct assessments at designated points of the project to ascertain that the project is on course and 

that it is fulfilling the needs as identified in this proposal. 
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14. Institutional and Administrative Considerations 

ALC Description 

The ALC seeks to build a new generation of leaders, generating cutting edge knowledge on peace, security 

and development in Africa. As such it aims to contribute to Africa’s long-term security and development 

by mentoring the next generation of African leaders. Through its multi-year Research Agenda and various 

Fellowship Programmes, the ALC mentors young Africans with the potential to lead innovative change in 

their communities, countries and region. The Centre operates a variety of Fellowship programmes 

including the Peace and Security Fellowships for African Women and the African Leadership Centre Peace 

Security and Development Fellowships for African Scholars.  

The African Leadership Centre was established as a result of the need to upscale and extend the reach of 

the African Mentoring and Knowledge Building Programme at King’s College London to a larger pool of 

Africans. The African Leadership Centre builds on the achievements of this programme in efforts to 

strengthen the knowledge base on issues at the nexus of peace, security and development using particular 

leadership analysis.  

The African Leadership Centre (ALC), co-located at King’s College London and in Nairobi, Kenya, where its 

permanent continental base is, was established in collaboration with the University of Nairobi in 2010. 

The Centre has existed at King’s College London since 2006 within the Conflict, Security and Development 

Group and now is a stand-alone degree awarding academic department within the School of Global Affairs 

offering degrees at a Master’s and PhD level to students from across the globe. The ALC was established 

in Nairobi in 2010 to ensure that a greater number of young Africans, in particular women, could access 

the programme and benefit from what it had to offer as well as have a closer connection to the lived 

realities they were engaged in researching, analysing and developing policies for. To date over one 

hundred (100) young Africans, have been trained on the ALC’s programmes.  

 

Project Organization Chart 
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Project Governance: ALC working group 

This project will make use of the ALC working group approach that is predicated on principles of multiplier 

effects, intergenerational knowledge transfer and draws on the ALC’s inter and trans disciplinary 

expertise. The working group approach embeds high level quality assurance through drawing from the 

ALC research network and pairing/ forming research teams made up of seasoned and senior scholars and 

researchers with intermediate and emerging scholars. As such this programme will include: 

• 2 Co-Principal Investigators: one senior policy researcher/ gender researcher and one senior 

researcher and academic -  these will be responsible for the overall strategic direction and 

development of the project  

• 1 Project Coordinator – post-doctoral fellow responsible for the implementation of the project 

• 1 Publications Coordinator – senior researcher responsible for ensuring quality and delivery of all 

project outputs.  

• 4 Country Team Lead Researchers – 4 Senior researchers  

• 8 Country Researchers – 3 post-doctoral fellows and 5 research associates  

• 2 Senior Advisors – 2 Professors and senior scholars – these will be primarily responsible for 

quality assurance and serve as interlocutors with senior higher education authorities.  

 

 

15. Workplan/Timeline (3 years) 

Activity Duration Outputs 

YEAR 1 

1. Constitution of ALC 

Working Group 

Sep-20 Consolidated ALC Working Group with roles and 

responsibilities  

2. Stakeholder Analysis 

(participant identification 

for mapping and baseline 

exercises) 

October - November 

2020 

List of project stakeholders to participate in mapping 

exercise and subsequent project engagements; 

stakeholder engagement plan (how will stakeholders 

participate, which information do they need, what is 

their level of influence, how often should they be 

engaged, who in the project team is responsible for 

dealing with a particular stakeholder/stakeholder 

group) 
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Activity Duration Outputs 

3. Mapping Study December - May 2021 Desk and field studies based on research questions: 

Core question: How do the gendered dynamics of 

leadership structures and leadership development 

processes shape the prospect of women’s leadership 

of higher education institutions in Africa?; operational 

questions: i. How is the underpinning logic of 

leadership and leadership development in higher 

education systems in Africa gendered? 

ii. What needs to the change in the logic, structures 

and leadership development processes in higher 

education institutions in order to ensure equal 

leader4ship opportunities for women in science 

systems in Africa?  

iii. What channels of influence exist for leader 

emergence outside of the formal or recognized 

leadership progression pathways, which privilege 

women and men alike?; interview transcripts; FGD 

transcripts. 

4. Baseline Quantitative 

Survey 

June 2021- July 2021 Development of project indicators and targets (this 

will set the base for project evaluation);  

5. Consultative Meeting 

with key partners - govt 

ministries, national 

university networks and 

associations 

Aug-21 Revised draft baselines 

6. End of year interim 

evaluation 

July- August 2021 Is the project need as initially conceptualized; any 

changes to project plan or operations based on the 

external project environment/ emerging issues 

 YEAR 2 

  

1. Documentation of year 1 

learnings and outcomes  

September 2021- 

November 2021 

Project Reports 

2. Project and Country Study 

Publications  

October 2021 - 

December 2021 

Op-Eds; Journal Articles; Policy Brief 

3. Consultative Design of 

Leadership Development 

Program - workshops (4) 

November 2021 - 

January 2022 

Report with the general outline of the training 

program and its components 

4. Training Program Review 

workshop 

Feb-22 Review to ensure training program addresses the 

project objectives 
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Activity Duration Outputs 

5. Training Program 

Validation 

Mar-22 Validation by the key stakeholders of the training 

program  

6. Development of Training 

Material - content, site 

hosting and manual 

preparation  

April-June 2022 Training Manual; Training Methodologies; Training 

Material Website/Database 

7. Launch of Training 

Program 

Jul-22 Launch event online and physically where possible.  

8. Selection of Program 

Instructors/ Facilitators 

Jul-22 List of potential instructors/ facilitators in the partner 

institutions for sustainability 

9. Facilitators familiarization 

Seminar 

Aug-22 Seminar report  

10. Seminar Feedback and 

Review  

Aug-22 Report on improvements on the training material and 

delivery methodologies 

11. Selection and Delivery of 

Pilot Training Program 

Sep-22 Cohort of participants from the Pilot program; 

training program testimonials  

12. Intra-country and Inter-

country feedback and 

review of Pilot 

Oct-22 Report on the program effectiveness and 

appropriateness of training methodologies. 

13. Feedback workshop on 

pilot training  

November 2022- 

January 2022 

Workshop report of training reflections  

14. End of year interim 

evaluation 

October - December 

2022 

Report on the status of project with respect to 

attaining project objectives. 

 YEAR 3  

  

1. Delivery of Training 

Program in. different 

university centers 

Jan-23 Application and selection process of participants; 

program delivery and evaluation.  

2. Launch the Women's 

Network 

Feb-23 Consolidation of research and training participants; 

Event formalizing the Women's Network  

3. Establishing individual 

university leadership buy in 

and support 

February-August 2023 3 meetings with key university stakeholders and 

project partners; documented strategies and plans on 

how the program will be sustained within the 

institutions 

4. Project Publications April- August 2023 Journal Articles and other project briefs  

5. Final Project Evaluation May- July 2023 Final Project Report: Lessons Learned Documentation 

6. Dissemination and 

Project Closing Workshop 

Aug-23 Workshop report 
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16. Budget 

Indicative Budget $649,210 CAD 

 


