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Executive Summary 

This report examines a situation analysis on academic environment at Arab International 

University, Syria, exploring factors impacting female academics experience and career progression 

and lack of academic representation at senior management levels. The report produces a situation 

analysis of female academics’ environment, representation and needs for training examining the 

justification and importance of introduction of Gender Equality and Sustainability centre at Arab 

International University, Syria. The report examines AIU as private higher education institution 

investigating the higher education environment in Syria highlighting the situation before and after 

2011. The methodology applied in project FREE in diagnosing the situation, employs the design 

of questionnaire survey administered at the project target groups. Project FREE target groups 

comprise academics, administrative staff, decision makers and female students at AIU. A one-way 

translation from English to Arabic is performed by AIU and verified by SMR partners, mainly 

Damascus University. The questionnaire distribution strategy employs diversified approach where 

paper questionnaires and online questionnaires were distributed at AIU. The sample design 

employs nonprobability sampling techniques. A Quota sampling strategy is employed at AIU. The 

sizes of the samples varied from 47 observations for academics, 35 observations for administrative 

staff, 9 cases for decision makers, and 52 observations for female students. The findings of the 

analysis are reported across individual, group, and institutional levels, examining the project target 

groups.  A SWOT analysis is performed investigating internal and external factors characterizing 

AIU environment identifying areas of strengths, weaknesses, opportunities and threats. Project 

FREE training needs are reported highlighting the significance and importance of soft skills, 

leadership skills, awareness in topics in the scope of Gender Equality and challenging   mindsets 

and stereotypes. The limitation of the diagnosis analysis is reported highlighting the lack of 

adequate technological infrastructure in Syria including internet connection and technological 

compatibility.  
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Introduction  

To succeed in today's new paradigm of academic learning and research environment, higher 

education institutions need sustainable leadership in academic environment that can transcend time, 

place, geography, race, and above all gender. The imperative to empower female academics is 

accelerating, as international global universities rely more and more on the significant roles played 

by female academics and professionals. Prior academic research indicates that there is requirement 

for a greater number of female academics in the Middle East and South Mediterranean region. 

The need for developing effective female academics with technical, interpersonal, conceptual and 

decision-making skills which enhance robust and sustainable academic environment, has become 

an increasingly important discipline in academic institutions. Challenges associated with social, 

cultural, economic and gender issues are evident factors that could impair female academics from 

taking leadership roles in academic environment. On the other hand, information overload, 

technological advancement and connectivity, battle for analytical and research competencies and 

increasing ethical dilemmas have been among important factors stimulating the need for female 

leaders, who acquire effective competencies and that could transcend cultural, geographical, 

political, racial and national aspects.  

Female academics can contribute to building and creating crucial impact in their countries and the 

region in different aspects economically, politically, socially and most importantly as academic 

leaders initiating change in the academic arena.  It is evident that deeply ingrained gender and social 

norms inhibit women from taking leading management roles in higher institutions and professional 

aspects in business in Middle Eastern and south Mediterranean region. 

Equality is one of the five values on which the European Union has based its foundation on. The 

EU has put significant and strategies to establish and sustain gender equality which was positively 

reflected on the social, economic, political and other important aspects of European society. Gender 

inequality as a phenomenon under examination reflects negatively on the human, social, economic 

and political aspects of a society. Establishing economic independence across both men and women 

has a positive impact on the economy and will result in better utilization of human capital in a given 

nation. Gender gap exists in different sectors where women are found to be overrepresented in 

lower paid sectors and underrepresented in senior management levels and decision-making 

positions  

In order to achieve the objectives of EU and UN sustainable development goals and agenda 2030 

namely smart, sustainable and inclusive growth, and the talent pool of women need to be used more 

efficiently, measurable steps need to be considered. Project FREE aims to initiate this approach 

enhancing gender equality and female empowerment in higher education in Lebanon, Jordan and 

Syria. This will be achieved through partnership building and promoting EU social and 

organizational values and practices in Lebanon, Jordan and Syria.  

Generally, the topic of gender equality is significant because gender gap has 50 % impact on total 

population.  The rationale and significance of the gender equality is that if 50 % of human beings 

are not contributing effectively to different social, economic, professional and political aspects of 

life, then this society is not fully or effectively employing or achieving its full potential.  The Middle 

East and North Africa region is no exception to this approach.  
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According to the Global Gender Gap report published by World Economic Forums Western Europe 

has a gender gap of 24%, leaving North America behind with a gap of 27%, and Latin America and 

the Caribbean with a gap of 29%. The East Asia and the Pacific region have a record a gender gap 

of   32%, and 34 %; and South Asia with a gap of 34%. Most significantly for the purpose of this 

project the Middle East scores a remaining gap of slightly less than 40%. It is estimated that the 

overall gender gap can be closed in 157 years in the Middle East and North Africa. The research 

indicates that economic gender equality would result in significant economic benefits (Forum, 

2018).  

The global gender gap index is measured in four dimensions: economic participation and 

opportunities, educational attainment, health, survival and political empowerment. Economic 

participation sub index, which is a significant indicator in the scope of this project, is defined in 

three main approaches: the participation gap, the remuneration gap and the advancement gap. In 

addition, education attainment is sub index indicator with a crucial significance for project FREE. 

Educational attainment is measured in by examining the gap men and women access to education 

through ratios of female to male in primary, secondary and tertiary levels of education, as well as 

female versus male literacy rates.  

In recent times in Arabic societies, female education is acceptable and supported; however, 

education is not helping these women to capitalize on full potential in terms of employment. 

Therefore, the level of education of women in SMR societies is not a useful indicator of the 

economic status of women. Research studies indicate that women are controlled in patriarchal 

societies because of the association to the nature of the structure of this culture which is male 

dominated. The prior research supports that patriarchy is strongest in rural areas and in peasant and 

tribal communities.  

The prevalent organizational environment of Higher Education industry in the Middle eastern 

region  is generally considered as male dominated paradigm which is characterized  by (1) 

deficiency in the development of a sustainable development training programs for its human 

academic resources particularly in the scope of female executive leadership, (2) lack of career 

support and counselling centres for female academics and students subject to different forms of 

discrimination at Higher Education institutions; (3) lack of integration of gender issues and 

sustainability at courses and curricula levels; (4) and lack of strategic emphasis and investment in 

development of scientific research centres in the scope of Gender Equality, Sustainability Issues 

and Female Empowerment.  

The effects of this problem have led to a generation of female academics characterized by inability, 

and poor knowledge as executive managers at entry, mid and senior levels, as well as low power 

dead-end jobs. 

The situation for female academics in particularly Syria, Lebanon and Jordan is that they lack 

resources to seek professional support when they are subject to different forms of discrimination. 

Also, the effect of this situation is creating a negative impact related to deficiency and of study 

programs in the scope of gender equality, and lack of supporting policies to increase the number of 

female representations at entry, mid and senior levels.     

The aim of this Institutional report is to examine a situation analysis on academic environment at 

Arab International University, Syria, exploring factors impacting female academics experience and 
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career progression and lack of academic representation at senior management levels. The study 

aims to develop strategies related to empowering female academics, by identifying training topics 

in related fields for project target groups, as well as policy implication. The project target groups 

comprise academics, administrative staff, decision makers and female students, particularly post 

graduates. In the next section a description of the university profile will be provided.  

1. University Profile  

Arab International University (AIU) is a private Syrian university that was founded by a consortium 

of academic figures, businessmen and professionals in the year 2005 as a privately-owned 

university created under Presidential Decree as an institution of higher education, and an entity for 

boosting scientific potentials.  The university comprises a number of faculties in operation: 

pharmacy, informatics engineering, architecture, civil engineering, fine arts, business 

administration, and Law. It got the approval from the ministry of Higher Education in Nov 2016 to 

establish faculty of Dentistry. AIU has also applied up-to-date programs that keep pace with the 

requirements of scientific progress to be in    line with requirements of the labour market and social 

needs. It comprises several classrooms and science labs, Auditoriums, offices for teaching and 

administrative staff, general facilities and services, as well as several facilities for sports have been 

also made available according to the standards set by the Ministry of Higher Education and 

scientific accreditation rules. AIU has also attracted a selected group of competent professors in all 

specialized scientific fields. Modernization is continuously sought for everything of relevance to 

the educational process. AIU offers Bachelor Degrees in the various disciplines available in its 

faculties, whose certificates, study plans and diverse systems are recognized by the Board of Higher 

Education at the Syrian Ministry of Higher Education. AIU graduates are treated like any other 

public university graduates, and are allowed to follow their post-graduate studies whether in public 

universities, or any other Arab and foreign universities. In addition, Arab International University 

is accredited by the Standing Conference of the Ministers of Education and Cultural Affairs of the 

Länder in the Federal Republic of Germany (KMK) as full university and rated H+. AIU was an 

active partner of TEMPUS project namely MATRE which stands for modernising academic 

teaching and research environment in Syria and Lebanon. AIU has more than 30 cooperation 

agreements with international institutions of higher education all over the world and especially with 

German, French and British universities. Most important in this context is to establish specific 

project networks or consortia in order to share knowledge and transfer experiences. As a Private 

institution of higher education and academic research, Arab International University strives to be a 

centre of excellence that conforms to international standards in education and research.  

AIU students’ population is increasing with the improved political and security conditions in Syria, 

and it aims to provide a platform for conveying knowledge, values and traditions in the spirit of 

"good neighbourliness" between Arab countries and Europe, America and all other parts of the 

world. AIU administration and academics are modelled on the European Credit Transfer System 

(ECTS), and its curriculum balances knowledge, skills, and competencies and emphasizes the 

creative use of all. AIU hope is to produce graduates of high competencies, performance and 

conscience, developing a distinct identity among its professors and students.  

At Arab International University, Syria, female academics are adequately presented at department 

and faculty levels. However, female representation at university board is very marginal.  There is 
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only 1 female director, at university board.  The representation of women in academic leadership 

positions is minimal. There are no female deans at AIU.  There are female vice deans and heads of 

academic departments. However, the representation is not adequate.  Even though if female 

representation improves, there still work and planning to be achieved to make their impact and 

existence significant.      

 

The number of academic staff disaggregated by gender at AIU is 226 for male academics, and 140 

for female academics, with total number of 366. Female academics account for 38%, whereas male 

academics 62%. Consequently, number of administrative staff disaggregated by gender at AIU is 

153 for male administrative staff, and 108 for female administrative staff, with a total number of 

261. Female administrative staff account for 41%, whereas male administrative 59%. As for the 

number of students disaggregated by gender at AIU, 2557 are male students, and 2274 are female 

students, with total of 4831. Female students account for 47%, whereas male students 53%. 

 

2. Higher Education Environment in Syria 

Universities at Syria definitely need the knowledge and expertise of social and technical innovation 

skills   to create a sustainable future for Syria. Before 2011 Higher Education sector was expanding 

as the introduction of private universities in Syria through a legislation which was applied in 2001 

allowed the operation of Syrian private HEIs. Before the devastating war in Syria and between 

2001 and 2010 private universities in Syria were growing gradually and were competing to win and 

recruit students primarily undergraduates. At 2011 a long-term crisis has torn Syria over the past 

eight years, which has created a devastating situation on a social, economic, environmental and 

political levels including both private and public sectors. Higher education is still operating; 

however, it has gone through significant declination and worsening through the past eight years of 

struggle and devastation. Many people in Syria either lost their jobs, their assets and properties or 

in the worst cases their lives. The devastating situation drove many individuals including students 

and academics to leave Syria seeking safer and better living conditions. Currently and after 8 years 

of war, destruction and devastation on human, social, economic and environmental levels the 

subject of equality and sustainable development is even more vital than previously, considering the 

economic background and context which characterizes Syria, particularly reflecting on the social 

and economic environment.  Before 2011 Syrian Higher Education was going through a 

development phase, characterised by modernising teaching and research environments and 

knowledge transfer, accreditation with international and mainly EU partners.  After 2011 and 

during the past eight years Syrian Higher Education is characterised with different challenges 

associated with its infrastructure, operational, human, technical, intellectual and social levels 

(Dalati & Alchach, 2018).   

 

3. Methodology  

The methodology section encompasses the sampling design and the questionnaire design. 

The following sections clarify the main methodology factors related to sampling design, 

strategy and size, and to data collection design.  
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3.1 Sampling design  

Project FREE Questionnaire is designed taking into consideration the project target groups, which comprise 

of three target groups. The sample unit of analysis comprises of academic staff, administrative, and decision 

makers. An operational definition is provided for each of the following target groups.  

 

The sample strategy at AIU employed a non-probability sampling approach.  A quota sampling is applied to 

improve representativeness (Cooper, D. and Schindler, 2014).  A proposed quota sampling strategy, has 

divided the sample into different subgroups indicating 9 faculties operating at AIU. Within the 9 faculties 4 

subgroups are identified a quota sample from decision makers, academics, administrative and female 

undergraduate students is selected. Figure 1 illustrates sampling design and size for AIU.  

 

 

 
 
Figure 1 Sampling Strategy and Size (Source: FREE Questionnaire Survey) 

 

3.2 Questionnaire Design  

Project FREE encompasses four target groups which are under examination, namely academics, 

administrative staff, decision makers, and female students.  Based on project FREE unit of analyses, 

a proposed approach will take into consideration 4 prototypes of the questionnaires. The first model 

questionnaire is for academics. This prototype will be oriented for academic staff. The questions 

will be customized taking into consideration the field of expertise, research and teaching, as well 

as training needs for this category. The academics prototype questionnaire   is designed addressing 

the individual, professional, group, and institutional characteristics, as well as training needs of this   

target group.  

The second questionnaire model if for administrative. This prototype is focused on administrative 

staff. The questions are customized taking into consideration the characteristics of this target group. 

The third prototype is for decision makers. The questions are customized taking into consideration 

the field of expertise, knowledge and strategic scope of this target group, as well as training needs 

for this category. The fourth model is for female students. The questions are focused to take into 

consideration individual characteristics and training needs.  
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In the process of designing FREE questionnaires, three main task-oriented groups were assembled 

for the purpose of questionnaires development. Each group was assigned to develop a questionnaire 

based on the draft sent by the work package leader. Consequently, four questionnaires were 

designed to collect primary data targeting project target groups. The questionnaire design was based 

on development of mainly close- ended questions employing nominal, ordinal and interval scales. 

The response types employed in project FREE questionnaires comprise of rating, ranking and 

categorization scales.  The four questionnaire prototypes were designed taking into consideration   

the appropriate type of scale required to perform the analysis, type of response strategy required, 

type of communication approach required, and questionnaire layout. The questionnaire design 

examined classification questions (demographic), administrative questions, and topic questions.  

 

4. Analysis and Findings  

4.1 Descriptive Analysis for Academics  

Academics are teaching and research staff, who are associated with developing research in the 

scope of   gender equality, equity and curriculum development. In elite EU HEIs, education is a 

process which turns knowledge into action and develops innovative teaching methods addressing 

social and global problems.  Academic staff analysis is examined on different levels, including 

demographical, individual, group, professional and institutional levels. 

 

4.1.1 Demographic profile 

The demographic profile comprises academic staff members from all faculties, providing data about age, 

gender, educational level, position, and work experience. At faculty level, 31.9% of respondents are from the 

business administration, 12.8% from pharmacy, 17% from information technology, 12.8 % from architecture, 

6.4 % from languages’ department, 10.6% from the Fine Arts, and finally 8.5 % from the University 

Requirements. The majority of respondents (34%) were between 40 -50, and 17% was equal between 

respondents who are less than 30 and those between 30 and under 40. 19.1% goes to age group 50 and 60, 

whereas the least goes to 60-70 age group, with 4.3%, a and 8.5% goes to age group 70 and above. Females 

account for 53.2 %, compared to 44.7% males, and 2.1 % who prefer not to say.  97.7 % of respondents are 

Syrians, whereas 2.3% have other nationalities. 59.6% of academic staff are PhD holders, 31.9% are holders 

of Master’s degree, while 8.5% are Bachelor holders. 27.7% of respondents are part time staff, whereas 72.3 

% are fulltime staff. Respondents’ academic levels range between lecturer and professor. Most of them are 

instructors (42.6%), while 8.5% are professors. 19.1 % of respondents are lecturers, whereas 21.3 % are 

assistant professor compared to 2.1 % only associate professor. In terms of work experience, 26.1 % of 

academic staff accompanied the university since its establishment, 10 – 15 years.  43.5 % have work 

experience between 1-5 years, while 13% have 5-10 years of experience. 8.7% have between 15 years and 

under 20 years, and 2.2 % have 30 and above years of experience. Table 1 illustrate demographical data 

analysis for academics.  
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Table 1 Demographical data – academics (n =47)  

 

Faculty Frequency  Percent % 

Business Administration 15 31.9 

Pharmacy 6 12.8 

Information Technology 8 17.0 

Architecture 6 12.8 

Languages 3 6.4 

University requirement 4 8.5 

Fine Arts 5 10.6 

Total 47 100.0 

Age Categories Frequency Percent % 

less than 30 8 17.0 

30 years– under 40 years 8 17.0 

40 – under 50 16 34.0 

50 – under 60 9 19.1 

60- under 70 2 4.3 

70 and above 4 8.5 

Total 47 100.0 

Gender  Frequency   Percent% 

Male 21 44.7 

Female 25 53.2 

prefer not to answer 1 2.1 

Total 47 100.0 

Education Level  Frequency  Percent % 

Bachelor 4 8.5 

Master 15 31.9 

PhD 28 59.6 

Total 47 100.0 

Academic Level  Frequency  Percent % 

Lecturer 9 19.1 

Instructor 20 42.6 

Assistant Professor 10 21.3 

Associate professor 1 2.1 

Professor 4 8.5 

Other Academic level 3 6.4 

Total 47 100.0 

 

 

4.1.2 Individual Level: Motivation and work-life balance 

When asked about their motivation behind entering academia, respondents’ answers signified that 14.9% are 

motivated by intellectual challenge, followed by 29.8%, motivated by autonomy/self-direction. 34% are 

driven by self-esteem, while 36.2 % by salary level. Social prestige of the job takes 46.8%, compared to 

48.9% motivated by interest in research. 

In their answers to how far they were satisfied with their career, academic respondents’ answers signified 

that 57.4% are satisfied. 10.6% only are dissatisfied with a similar percentage of those who are very satisfied, 

by 10.6%, while 21.3 % of the sample are neutral.  

Respondents were asked whether they have achieved their career ambitions. The majority of them (60.9%) 

have not yet achieved their ambitions, while 39.1% have done so. Respondents who answered with “No” 

were asked to identify the reason that hinders achievement of goals. The highest rating (25.5%) goes to pay 

and security, followed by 21.3 % to missed opportunities earlier in their careers. 12.8% have difficulties in 

building networks which indicates the necessity of training.  10.6% believed that there is no clear relationship 
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between administrative and academic staff, 10.6 % have difficulties managing both work and family. 8.5% 

said that senior level male managers are more likely to assign or promote someone with a style similar to 

their own. 6.4% goes similarly to working conditions, immediate manager, interpersonal relationships, 

university policies, the need for the right experience and skills, and 2.1% goes to lack of motivation.  

Another question tackled satisfaction with work-life balance reflected that 55.3% are satisfied, compared to 

only 8.5% dissatisfied. 14.9% are very satisfied, 17% are neutral and only 4.3 % are very dissatisfied.  

When asked about the reasons behind their inability to achieve this balance, 40.4% said it is due to family 

responsibilities, 31.90% relate the issue to social environment which assigns traditional roles to men and 

women. Only 6.4% said that marriage is the reason. Figure 2 Illustrates the descriptive data on potential 

causes affecting balance between work and family life.  

 

Figure 2 Causes preventing achieving balance between work and family life (Source: FREE Questionnaire 

Survey) 

Respondents were asked to suggest ideas that help them achieve work-life balance. 68.1% suggested time 

management, while 53.2% proposed spousal support. 29.8% goes to supportive institutional policies, and the 

same percentage goes to flexible distribution of roles between men and women. Only 4.3% suggested 

reducing social life and activities. Figure 3 presents analysis on work – life balance.  

6.4%

40.4%

21.3%

31.9%

10.6%

0.0% 5.0% 10.0% 15.0% 20.0% 25.0% 30.0% 35.0% 40.0% 45.0%

MARRIAGE

FAMILY RESPONSIBILITY

CHILDREN CARE

SOCIAL ENVIRONMENT WHICH ASSIGNS 
TRADITIONAL ‘ROLES’ TO MEN AND WOMEN. …

OTHER, PLEASE SPECIFY 
______________________________________…

What are the main causes which prevent you from achieving 

balance between work and family life?
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Figure 3 Achieving a better work- life balance (Source: FREE Questionnaire Survey) 

When answering a question about whether respondents have taken any family related leave while working at 

the institution, 68.1 % answered no while 31.9% answered yes. 8.5% of respondents took maternity leaves, 

while only 2.1 % of respondents took parental leaves, and another 2.1% adoption leave. 25.5 % took leaves 

for other caring responsibilities.  The analysis indicates that 96.8% of respondents found no difficulty in 

going back to work after such leaves, compared to 3.2% who did. However, 2.1% felt excluded from the new 

staff and another 2.1% said that their responsibilities were taken away from them. None of the respondents 

indicated that they could not return to their old position.  

When asked about the kind of support they receive from the institution after family related leaves, 23.4% 

received clear information about their rights and responsibilities during or prior to break, 10.6% were given 

flexible working options, after break. 2.1% have got a reduction in teaching or services to allow them focus 

on research, publication and/or funding application, and another 2.1% had a provision for continuation of 

research. 

 

 4.1.3 Professional Level – Curriculum and Research: 

 

Almost half the respondents (47.7%) signified that courses which address gender issues in their departments 

are provided to a minimum extent, while only 2.3% indicated opposite. 27.3% were not sure, whereas 11.4% 

said that gender issues are addressed to a good extent and the same percentage indicated to a little extent. 

Figure 4 illustrates percentages on extent to which Gender Equality is integrated at faculty courses at AIU.  

68.1%

53.2%

29.8%

4.3%

29.8%

9.1%

0.0% 10.0% 20.0% 30.0% 40.0% 50.0% 60.0% 70.0% 80.0%

TIME MANAGEMENT 

SPOUSAL SUPPORT 

FLEXIBLE DISTRIBUTION OF ROLES 
BETWEEN MEN AND WOMEN

REDUCING SOCIAL LIFE AND ACTIVITIES 

SUPPORTIVE INSTITUTIONAL POLICIES

OTHER, PLEASE SPECIFY

What do you think would help you achieve a better 

work-life balance?
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Figure 4 Integration of Gender Equality in faculty courses (Source: FREE Questionnaire Survey) 

Descriptive analysis proves that there is little awareness about gender issues since 87% of respondents are 

not aware of any student's research related to gender issues, compared to only 13% demonstrating otherwise. 

Furthermore, 89.4% are not currently doing any research that address gender issues, compared to only 10.6% 

who are doing so. Figure 5 illustrates percentages on academics performing research in gender issues at AIU.  

 

Figure 5 Research production in the Gender Issues (Source: FREE Questionnaire Survey) 

4.1.4 Group -interpersonal levels 

 

There is no department or centre at the university concerned about gender equality as respondents' answers 

signify (100%).  However, 19.6% of respondents acknowledged some group or organizations in the city 

concerned about gender equality or gender related issues in general, compared to 80.4 who responded 

negatively. This reflects lack of awareness about gender related issues. This result should be taken into 

consideration in the process of designing training and awareness workshops in the scope of project FREE.  

47.7%

11.4%

27.3%

11.4%

2.3%

0.0% 10.0% 20.0% 30.0% 40.0% 50.0% 60.0%

To a minimum extent

To a little extent

I am not sure

To good extend

To a Maximum extent

Indicate the extent to which your department 
offers courses which address topics related to 

Gender Issues?

11%

89%

Are you currently doing any research in 
Gender Issues? 

Yes

No
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Analysis of respondents' answers indicates that 44.4% do not get the right mentoring support they need, while 

56% do.  When canvassed about their needs, 29.8 % indicated they need opportunity to network, 25.5 % 

signifies they need professional training and 12.8 % need coaching.  The results indicate importance on 

professional training and coaching for mentor support.  

Concerning provision of the right superior support, 66.7 % indicates they get this support, compared to 33.3% 

who do not. 25.5 % identified the need for management training, whereas 12.8 % indicate line manager 

support. This is also a crucial point of discussion associated with developing institution policies associated 

with mentoring and support schemes at AIU.  

 

4.1.5 Institutional Level  

 

4.1.5.1 Gender inequality – Institution HR practices: 

 

Respondents were asked if a gender quota, based on merit, policy would be good, 58.7% agreed and 41.3% 

disagreed. 40.4% indicated that positions should be given based on abilities and not only gender. 10.6 % 

justified that it might be viewed as unfair. 6.4 % said it will not be helpful, and only 4.3 % said it is not 

necessary. Figure 6 illustrates percentages on introduction of gender quota in higher education.  

 

Figure 6 Gender Quota based on merit (Source : FREE Questionnaire Survey) 

Descriptive data analysis generally reflects perceived agreement levels of respondents towards AIU HR 

practices, where the highest mean score (4.13) goes to equal opportunities for promotion for both men and 

women. Whereas, the lowest mean score (3.13) goes to providing training programs for women. This signifies 

the lack of training programs oriented for women and the critical need for this kind of training. Table 2 

illustrates average mean scores and standard deviation on factors associated with HR practices at AIU.  
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Table 2 HR Practices at Institution  

 

HR Practices at Institution M SD 

1. Training programs for women 3.13 1.23 

2. Equal opportunities for promotion for both men and women 4.13 1.08 

3. Common recruitment & selection policy which is equal 3.97 1.09 

4. Performance appraisal is independent of gender 4.11 .95 

5. This university has Gender Equality at workplace 3.72 1.01 

6. This university is a women friendly workplace 4.00 .89 

7. Equal vacations all employees 4.08 .92 

8. Common training and development policy for all. 3.74 .98 

9. Fair reward and recognition policy 4.02 .93 

10. Women get proper maternity leaves as per the law 4.12 .87 

11. Women are allocated the same rewards as men 4.08 .95 

12. Women are allocated the punishments as men 4.10 .94 

13. Women are given leadership roles 3.91 1.01 

14. I feel included in decision-making processes 3.27 1.03 

 

4.1.5.2 Sexual Harassment, Sexism, and Stereotypes   

 

Generally, descriptive analysis demonstrates higher percentages of respondents who neither experienced nor 

observed sexual behaviour, ranging from 85.1 % for those who neither experienced nor observed sexual 

teasing, jokes or remarks, to 91.5 % for those who neither experienced nor observed pressure for sexual 

favours, or sexual assault.  6.4% experienced sexual teasing, jokes or remarks, with another 6.4% who 

observed this behaviour, and only 2.1% who experienced and observed this phenomenon, while 85.1% 

neither observed nor experienced this. 6.4% experienced unwanted physical contact, while 4.3% observed 

this, while 89.4% neither observed, nor experienced.   

However, the subject of sexual harassment behaviour is a complex issue as it is differently interpreted across 

cultures. Moreover, higher percentages indicating neither observed nor experienced can be related to 

conservative culture of the Middle East. Such topics are perceived as taboos. Table 3 Illustrates descriptive 

data analysis on sexual harassment at institution for academics.  

Table 3 Sexual Harassment at Institution  

 

Sexual Harassment at Institution    Experienced Observed Observed and 

experienced 

Neither Total 

Sexual/sexist teasing, jokes, remarks or 

questions 

6.4% 6.4% 2.1% 85.1% 100.0% 

Pressure for dating 6.4% 2.1% 2.1% 89.4% 100.0% 

Sexual/sexist letters, phone calls, emails 6.4% 0.0% 2.1% 91.5% 100.0% 

Leaning over, cornering, pinching, 

touching, unwanted physical contact 

6.4% 4.3% 0.0% 89.4% 100.0% 

Pressure for sexual favours 8.5% 0.0% 0.0% 91.5% 100.0% 

Stalking 6.4% 4.3% 2.1% 87.2% 100.0% 

Physical/sexual assault  6.4% 2.1% 0.0% 91.5% 100.0% 
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Few respondents indicated they have sought advice and support from the institution; including support sought 

from colleagues (10.6%), direct managers (2.1%), HR (2.1%), and special expert (4.3%). However, none of 

them sought support from unions.  

Moreover, few respondents reflected perceived negative or positive effect of the support they might have 

asked for. Percentages range between 10.6% for those who felt safe reporting, 8.5% for those who indicated 

the behaviour decreased, to 2.1 % for those who felt worse while reporting. 2.1 % for those who indicate 

behaviour had stopped, and 2.1 %for those who said it made no difference. Once again, the low response 

rates to this section might also be related to cultural barriers and sensitivities.  

When asked about the kind of support respondents would have wished for, 10.6% emphasized psychological 

support and only 2.1% indicated emotional support, while 8.5% selected legal support, and 4.3% in the form 

of university taking clear actions regarding this phenomenon.   

Examining bullying behaviour from a manager within the institution, 22% indicated they observed bullying 

behaviours, while 7.3% experienced it, 9.8% experienced and observed, while 61% neither experienced nor 

observed. 29.3% indicated they have observed a colleague exercising bullying behaviours, while 9.8% 

experienced and observed bullying from a colleague. 4.9% experienced only, and 56.1% neither experienced 

nor observed these behaviours. 

Similarly, responses towards students who practiced bullying behaviours range are as such, 27.9% observed 

such behaviours, 11.6% observed and experienced, 4.7% experienced, and 55.8% neither experienced nor 

observed. 

In their answer to identifying the most common stereotypes, prejudices, or social expectations, 12.8% 

indicated questioning their abilities to perform effectively, while 10.6% indicated questioning their abilities 

to solve problems. 23.4% identified stereotypes as questioning their abilities to make decisions, while 19.1% 

were subject to questioning their abilities to lead.  

In their answers to the question of who is confronting them, the highest percent,19.1%, of respondents 

indicated managers, whereas 10.6% selected female colleagues, 6.4% indicated family members and male 

colleagues, while 8.5% are confronted by HR staff. 

4.1.5.3 Female Academic Role Model and Empowerment 

 

In the course of investigating female academic role model and empowerment, respondents were asked to 

provide their perception of a female academic whom they consider inspiring and viewed as a role model. The 

results reflect a positive attitude where 85.1% agreed they have come across such female character, whereas 

14.9% only indicated otherwise. Figure 7 illustrates percentages on academics’ perception of Female 

academics as role models.  
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Figure 7 Female Academic Role Model (Source: FREE Questionnaire Survey) 

Examining the personality traits which cause them to perceive her as such, a significant percentage (57.4%) 

answered charisma and expertise in academic field. Confidence comes next by 53.2%, while 36.2% goes to 

independence; resilience signifies 34.8%, and ability to uplift her students signifies 34%. Assertiveness was 

also identified by 25.5%. Figure 8 illustrates characteristics possessed by an inspiring female academic at 

AIU.  

 

Figure 8 Characteristics of a Female Academic (Source: FREE Questionnaire Survey) 

 

Another approach was implemented that is ranking scale where respondents were asked to rank their choices 

by importance. The highest rank was assigned to expertise in academic field, where 34.9% identified this 

quality as their first choice. Charisma was second in importance by 27.9%. Confidence was ranked as the 

third choice, where 20.9% identified this quality as their third choice of importance.  Table 4 illustrates data 

reflecting characteristics and qualities of female role model ranked by importance. 
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Table 4 Characteristics for Female Role Models ranked by importance  

 

Characteristics for Female Role Model First  Second  Third  Fourth Fifth  Sixth Seventh Eight Ninth  Total  

1. Ability to inspire 14% 9.3% 18.6% 14% 14% 18.6% 7% 4.7% 0% 100% 

2. Ability to uplift her students 7% 9.3% 11.6% 16.3% 23.3% 16.3% 9.3% 7% 0% 100% 

3. Assertiveness 0% 4.8% 14.3% 11.9% 21.4% 21.4% 4.8% 19% 2.4% 100% 

4. Independence 7% 2.3% 2.3% 16.3% 16.3% 14% 27.9% 14% 0% 100% 

5. Expertise in her academic field 34.9% 18.6% 11.6% 9.3% 9.3% 2.3% 11.6% 2.3% 0% 100% 

6. Charisma 23.3% 27.9% 11.6% 11.6% 0% 11.6% 11.6% 2.3% 0% 100% 

7. Confidence 16.3% 18.6% 20.9% 11.6% 9.3% 2.3% 11.6% 9.3% 0% 100% 

8. Resilience 0% 7% 9.3% 9.3% 7% 14% 16.3% 37.2% 0% 100% 

9. Other 0% 33.3% 0% 0% 0% 0% 0% 66.7% 0% 100% 

 

Examining female academic perception whether they felt empowered working in academia, 70.4% indicated 

“Yes” while 29.6% said otherwise. This percentage involves interesting results where female academics feel 

empowered based on their experience at the Arab International University. Figure 9 illustrates data on Female 

empowerment in academia.  

 

Figure 9 Female Empowerment in Academia with AIU (Source: FREE Questionnaire Survey) 
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4.1.6 Project FREE Training Areas   

 

The examination of project FREE training areas encompasses a set of digital, management, leadership and 

personality traits. In addition, training in the scope of empowerment and challenging mind sets is identified 

as well.  

4.1.6.1 Digital skills  

 

Examining analysis of questions related to digital skills, respondents emphasized the importance of 

presentation programs 77%, online research 64%, text processing programs 40%, and programming 32%. 

Figure 10 Illustrates percentages on digital skills regarded as crucial for a career in academia.  

 

 

 

 

 

 

 

 

Figure 10 Digital skills (Source: FREE Questionnaire Survey) 

The examination of a ranking scale question investigating the importance of digital skills topics, produces 

similar results, where 46.2% of the sample respondents identified presentation skills as their first choice, 

39.5% identified online research as their second choice, 30% identified text processing as their third choice, 

and 39.5 % identified programming as their fourth choice. Table 5 illustration ranking associated with digital 

skills.  

 Table 5 Digital Skills  

 

 

 

 

 

 

Digital Skills First  second  Third  Fourth  Fifth  Total 

 Presentation programs 46.2% 12.8% 25.6% 7.7% 7.7% 100% 

Text processing programs 20% 27.5% 30% 20% 2.50% 100% 

Online (re-)search 10.5% 39.5% 28.9% 21.1% 0% 100% 

Programming 23.7% 18.4% 7.9% 39.5% 10.5% 100% 

Other, please specify 13% 0.00% 8.7% 13% 65.2% 100% 
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The examination of digital skills across two types of responses, rating and ranking scales, produced similar 

results. In both questions on digital skills, presentation programs and online research were identified as the 

skill with the highest rate and rank.   

4.1.6.2 Management and Leadership Skills  

 

Project FREE examines a set of management and leadership skills to be provided to project stakeholders 

focusing on academics as main target group in this scope. Descriptive data analysis illustrates that 66% of 

the sample respondents, which is the highest percentage, identified communication skills as crucial for a 

career in academia. The skills which comes second in importance, is time management at 63.8%, 61.7% goes 

for creativity and innovation, 59.6% for team work, 53.2% for managing responsibilities, and 42.6% for 

critical and structured thinking. Figure 11 illustrates the rating provided for management and leadership skills 

considered crucial for academia.  

 

Figure 11 Management Skills crucial to work in academia (Source: FREE Questionnaire Survey) 

 

In comparison, management and leadership skills to be improved are identified, where 44.7% 

identified time management as a crucial skill to be improved, whereas 42.6% identified creativity 

and innovation, 36.2% give rating for decision making skills, and 34% for communication skills. 

Figure 12 illustrates the rating provided for management and leadership skills considered crucial 

for improvement in academia.   
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Figure 12 Management Skills crucial for improvement in academia (Source: FREE Questionnaire Survey) 

 

The training for project FREE examined leadership behaviours which are widely known and 

endorsed as leadership dimensions considered as important. Democratic and participative 

leadership are emphasized by respondents. The first leadership behaviour which was ranked as the 

highest of importance is democratic leadership behaviour. Supportive leadership was ranked 

second of importance where 29.3% assigned them as second of importance. Moreover, participative 

leadership was ranked third of importance by sample respondents, 26.2%. Table 6 illustrates 

ranking of leadership behaviours.  

Table 6 Leadership Behaviours ranked of importance  

 

 

 

 

 

 

 

 

 

4.1.6.3 Personality Traits  

The investigation of training areas illustrates a set of personal, social and work-related characteristics which 

are widely recognized as crucial for effective managers. Descriptive analysis illustrates a set of personal 

characteristics, considered as vital for management in higher education sector versus personal characteristics 

to be improved. The highest rating for personal characteristics is assigned for honesty and integrity, where 

89.4% of respondents emphasized this quality. 76.5% of respondents identified self-confidence, whereas 

72.3% rated energy, while humility was also was emphasized by 68.1% of the respondents. In comparison, 

44.7%

34.0%

36.2%

21.3%

23.4%

36.2%
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Conflict management

Negotiation

Decision making
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Which management and leadership skills you 
would like to improve? 

Leadership Behaviours  First  Second  Third  Fourth Fifth Sixth  Total 

1. Autocratic leadership  5.1% 7.7% 5.1% 2.6% 7.7% 71.8% 100% 

2. Democratic leadership  30.2% 14% 14% 20.9% 18.6% 2.3% 100% 

3. Participative leadership  26.2% 28.6% 26.2% 7.1% 11.9% 0% 100% 

4. Supportive leadership   14.6% 29.3% 22% 29.3% 4.9% 0% 100% 

5. Charismatic leadership  9.8% 9.8% 4.9% 24.4% 36.6% 14.6% 100% 

6. Directive leadership  20% 10% 25% 15% 17.5% 12.5% 100% 
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personal which need to be improved are also identified and acknowledged by academics, where 38.3% 

recognized self-confidence, 36.2% optimism, 31.9% physical stamina, 27.7% energy and 23.4% passion. 

Figure 13 illustrates data on personal characteristics regarded as crucial for management in higher education 

sector versus characteristics which need to be improved.  

 

 

Figure 13 Personal characteristics (Source: FREE Questionnaire Survey) 

 

The investigation of training areas illustrates a set of social characteristics regarded as crucial for management 

career in higher education sector. Descriptive analysis illustrates 66% identified cooperativeness as a crucial 

quality for a management career in academia, while 63.8% of the sample identifies ability to work in a team 

as vital, whereas 61.7 % identified persuasiveness, 55.3 % identified communication, 44.7% identified ability 

to enlist cooperation, 42.6% identified sociability, 40.4% emphasized ability to network, and 21,3 .  In 

comparison, social characteristics which require improvement are also identified, where respondent’s ability 

to network 40.4%, persuasiveness 46.8%, ability to enlist cooperation 40.4%, ability to work in a team 40.4%, 

cooperativeness 29.8%, and sociability 21,3% are vital for improvement.  Figure 14 illustrates the set of 

social characteristics regarded as crucial vs. characteristics to be improved.   
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Figure 14 Social characteristics (Source: FREE Questionnaire Survey) 

 

The analysis illustrates a set of work-related characteristics which are also regarded as vital for management 

vs. those needed to be improved. The descriptive data analysis indicates that perceived work-related 

characteristics are identified by respondents where 57.4% identified desire to excel, 53.2% dependability, 

57.4% critical and structured thinking, 55.3% conscientiousness, 40.4% emotional stability, 55.3% openness 

to experience, 36.2% agreeableness, and 57.4% ambition, as work related characteristics, considered critical 

for career in academia. In comparison, work related characteristics that require improvement are identified, 

where the highest rating is assigned to critical and structured thinking where 51.1% emphasized it. Openness 

to experience was identified by 44.7% of the respondents. Emotional stability was identified by 29.8%, 

ambition by 23.4%, desire to excel 27.7%, dependability by 21.3%, conscientiousness by 19.1%, and 

agreeableness by 19.1%. Figure 15 illustrates the set of work-related characteristics regarded as crucial vs. 

characteristics to be improved.   
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Figure 15 Work related characteristics (Source: FREE Questionnaire Survey) 

 

Training in the scope of Empowerment and challenging mind sets is examined in project FREE and 

also regarded as significant, in scope of Empowering female academics in South Mediterranean 

region. Table 6 Illustrates ranking of training on challenging mind sets. The highest rank is assigned 

to self-empowerment as critical training, where 31% assigned it as first rank, the second-high 

training was assigned to Introduction to Gender Studies, where 27% ranked it as second choice.  

The third rank is assigned to decision making abilities, where 22% assigned it as third rank.  Table 

7 illustrates training on challenging mind sets and empowerment ranked by importance.  

 

Table 7 Training on challenging Mind Sets and Empowerment  

 

 
Challenging Mind Sets and Empowerment  First  Second  Third  Fourth  Fifth Sixth Seventh Eight Total  

 Learn how to empower female students 28.9% 7.9 % 5.3% 13.2% 2.6% 15.8% 2.6% 23.7% 100% 

 Introduction to Gender Studies 7.3% 26.8% 7.3% 12.2% 14.6% 7.3% 19.5% 4.9% 100% 

Learn how to get decision-makers on board for 
gender equality at universities/engage leadership 

14.6% 19.5% 22% 17.1% 7.3% 7.3% 4.9% 7.3% 100% 

 Self-empowerment  31% 14.3% 2.4% 16.7% 21.4% 9.5% 2.4% 2.4% 100% 

Learn how network 5% 5% 17.5% 12.5% 20% 7.5% 20% 12.5% 100% 

Learn how to raise awareness for gender issues 7.5% 12.5% 15% 5% 17.5% 35% 2.5% 5% 100% 

Learn how to integrate gender perspectives in 
education and research  

7.3% 4.9% 17.1% 14.6% 7.3% 12.2% 29.3% 7.3% 100% 

How to turn the university into a gender aware and 

welcoming space 

4.8% 11.9% 16.7% 9.5% 9.5% 4.8% 11.9% 31% 100% 

 

 

4.1.6.4 Training Types 
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The training types were examined where respondents identified seminars and workshops as the 

type of training with the greatest rate, where 76.1 % selected it; 26.1 % identified semi attendance, 

and 21.7% virtual training.  Figure 16 illustrates data on type of training rated by respondents.  

 

 

 

Figure 16 Training Types (Source: FREE Questionnaire Survey) 

 

The analysis also investigated learning approaches considered suitable to acquire the selected skills 

and features. 58.7% emphasized coaching, whereas 34.8% stressed on the importance of 

understanding the hidden barriers at work, 34.8% selected training on role models examples, and 

32.6% role play. Figure 17 illustrates data on learning approaches for academics.  

 

 
 

Figure 17 learning Approaches (Source: FREE Questionnaire Survey) 
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4.2 Descriptive Analysis for Administrative Staff  

Administrative staff encompasses the second target group identified in project FREE. 

Administrative staff perform a wide variety of tasks including supportive, administrative, financial 

and human resources. In this project administrative staff is considered as the second target group.  

4.2.1 Demographic profile 

The demographic profile of administrative staff provides data about staff’s unit, age, gender, educational 

level, position, and work experience. The analysis indicates that administrative staff is distributed across 

various units and departments. Descriptive analysis demonstrates that 51.4% are less than 30, whereas 45.7% 

are between 30 and 40, while only 2.9% are between 40 and 50. Gender distribution shows that the majority 

of respondents are females by 80% while 20% of respondents were males. 88.6% of respondents have Syrian 

nationalities, while 11.4% are Palestinians.  77.1 % have Bachelor degrees, followed by 14.3% less than a 

bachelor degree. Only 2.9 % are holders of Master’s degree and 5.7% have other backgrounds. 80% of the 

respondents occupy administrative staff member position; 17.1% of them are heads of sections, and 2.9% are 

heads of staff. Work experience at the university range from 8.6% for administrative staff who have less than 

1 year and 65.7% who have experience between 1 year to 5 years; 14.3 % have experience between 5 and 10 

years, and 11.4 % between 10 and 15 years. Table 8 illustrate demographical data for administrative staff.  

Table 8 Demographical Data – Administrative staff (n= 35)  

 

Administrative Unit Frequency  Percent % 

Human Resources Directory 6 17.1% 

Faculty of Pharmacy  2 5.7% 

Technical services  1 2.9% 

Public Relations  1 2.9% 

Students’ admission and registration 2 5.7% 

Faculty of Law 1 2.9% 

IT Department  1 2.9% 

Other units  12 34.3% 

Faculty of informatics  2 5.7% 

Faculty of Business Administration  5 14.3% 

Faculty of Fine Arts  2 5.7% 

Total  35 100% 

Age Categories Frequency Percent % 

less than 30 18 51.4% 

30 years– under 40 years 16 45.7% 

40 – under 50 1 2.9% 

Total 35 100.0 

Gender  Frequency   Percent% 

Male 7 20% 

Female 28 80% 

Total 35 100.0 

Education Level  Frequency  Percent % 

Less than Bachelor  5 14.3% 

Bachelor 27 77.1% 

Master 1 2.9% 

Other  2 5.7% 

Total 35 100.0 

Position   Frequency  Percent % 

Administrative staff member  28 80% 

Head of section  6 17.1% 

Head of staff  1 2.9% 

Total 35 100.0 

Work Experience  Frequency  Percent % 
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Less than 1 year  3 8.6% 

1 year – under 5 years  23 65.7% 

5 years – under 10 years  5 14.3% 

10 years- under 15 years  4 11.4% 

Total  35 100% 

 

 

4.2.2 Individual level analysis 

The individual level analysis of administrative staff comprises micro factors such as motivation, balancing 

work-family life, and working conditions.  

4.2.2.1 Motivation  

This section describes motivators that instigate staff to work at the university. Interestingly, two factors 

surpassed other factors similarly by 42.9 %, social prestige of the job and stability. 37.1% of administrative 

staff are motivated by self-esteem compared to 17.1 % motivated by the financial factor which indicates that 

self-esteem matters more to respondents. Work-life balance makes 14.3% of staff’s motivation, while interest 

in research is the least significant as a motivation factor with 8.6 %.  

The analysis indicates that 65.7 % believe that AIU does not provide the necessary conditions for its 

administrative staff to achieve its career objectives, while 34.3% indicate otherwise.  Descriptive analysis 

demonstrates that 91.4% of administrative staff aspires to go up the career ladder, while only 8.5% do not 

have this aspiration. When asked about which positions respondents would be occupying, 100% chose to be 

head of department or teaching staff. 80% technical staff, and 88.9% aspire to be directors or managers. This 

indicates that the majority of staff members want to occupy management positions. 

Satisfaction with work is examined at the individual level, where 67.6% indicated they are satisfied with 

work, whereas 32.4 are not. In comparison, satisfaction with salary is examined, where only 36.4 % are 

satisfied with their salaries at AIU, compared to 63.6%, who are not. The analysis signifies predictable results 

for financial satisfaction among administrative staff, considering the economic environment in Syria 

particularly during the time of crisis and war in Syria. However, this reflects interesting results associated 

with satisfaction with work. Figure 18 illustrates analysis associated with work satisfaction versus financial 

satisfaction.   

 

Figure 18 Satisfaction with work versus Satisfaction with Salary (Source: FREE Questionnaire Survey) 
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4.2.2.2 Balancing work-family life 

This descriptive analysis is made to detect which concepts are perceived as ways to realize work-life balance. 

The concepts include: flexibility in working hours, reduction of work time, work from home, on-campus 

special family services, and financial help for families. 83.3% of administrative respondents consider 

financial help for families assist them realize work-life balance. Reduction of work time comes next by 80%. 

Flexible working hours, and on campus special family services are at the same rate of 74.1%. Finally, 

respondents who perceive work from home as a good concept make 22.7%. 

Descriptive analysis reflects what the respondents actually get from the university that enable them to realize 

the work-life balance. 40.7 % have flexible working hours, while 59.3% signifies the opposite. 50% said they 

get a reduction of working time while the same percentage said otherwise. Staff members who get on campus 

special family services are only 8.7% of respondents, whereas, 91.3% said they do not get such services. 

Moreover, 33.3 % said they get financial help for families; however, 66.7% said they do not. Finally, 30.4 % 

identified they work from home, compared to 69.6 % who do not.  

 

Descriptive statistics signifies over than half of the respondents (51.5%) are neither satisfied nor dissatisfied; 

15.2 % are dissatisfied, whereas, 27.3% are satisfied and only 6.1 % are very satisfied. The average mean 

score is 2.67 which indicates that the sample’s response is close to neutral regarding satisfaction.  

 

4.2.2.3 Working conditions 

Based on the descriptive data, 74.3% of administrative staff work between 31 to 40 hours per week according 

to their contract. 17.1% of staff have more than 40 hours, 5.7% have less than 20 hours. However, a little 

percentage of 2.9% have 21 to 30 hours per week.  

In comparison, 48.6% of the sample spend between 21 and 30 hours to achieve the tasks assigned to them 

while 28.6 % spend between 31 to 40 hours. Similarly, 11.4% of administrative staff work less than 20 hours 

and also 11.4% work more than 40 hours.  

Consequently, 37.1% of the sample tend to work weekends/evenings in addition to their normal working 

hours, whereas 62.9% do not. 71.4% have additional house work to do when they come home, and 28.6 % 

do not. As for mobility and travel for working purposes, 94.3% have never travelled for working purposes, 

whereas 2.9% travel between 1 or 2 times per year, and 2.9 % travel between 5 and 9 times per year. 68.6% 

of the administrative staff have taken family related leaves, whereas 31.4 % did not.  

 4.2.3 Institutional Level 

4.2.3.1 General Dimension of Gender Equality 

According to the analysis of data, 42.9% of respondents do not know how far the university has gone with 

integrating Gender Equality into its strategy regarding the administrative staff. This indicates that there is 

lack of awareness in topics related to Gender Equality. 22.9% answered that they are currently implementing 

the Sustainable Development Goals (SDGs) in university strategy. Only 14.3% said that they have just started 

to map out Gender Equality into the university, whereas 17.1% said that Gender Equality is now integrated 

across institution with clear goals.  Figure 19 illustrates percentages on integration of gender equality at AIU 

strategy.  
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Figure 19 Gender Equality Integrated into University Strategy (Source: FREE Questionnaire Survey) 

Respondents were asked about the availability of multidisciplinary and interdisciplinary structures for 

research, education and policy development on gender issues. 65.7% of them said that such structures do not 

exist, while only 5.7% said otherwise. 28.6% did not know about the existence of these structures. The 

statistics proves that it is necessary to establish multidisciplinary and interdisciplinary structures in the 

university to raise awareness. Figure 20 illustrates percentage distribution associated with multidisciplinary 

and interdisciplinary centres for research, education and policy development on Gender issues at AIU.   

 

 

Figure 20 Multidisciplinary and Interdisciplinary Centres on Gender Issues at AIU (Source: FREE 

Questionnaire Survey) 
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When respondents were asked whether they agree with their institution working towards implementing the 

(SDGs) and gender equality policies in its strategies, the majority (68.6%) agreed, while only 8.6% disagreed; 

and 22.9% do not know whether the strategy should be implemented or not. However, on another question 

related to implementing the Sustainable Development Goals (SDGs) and Gender Equality policies into the 

university strategy, 63.6% of staff are motivated to be part of this transformation, whereas 36.4% are not. 

Respondents interacted variably towards how the SDGs could be implemented in the institution. 51.4% chose 

training activities to be integrated in SDGs and gender equality policies. Other options are reflected, TOT in 

SDGs and Gender Equality 23.5%, conferences and seminars 25.7%, and mobility 22.9%. These are 

interesting results which provide guidance for identifying training needs.   

When respondents were asked about whether the institution offer courses that address the implementation of 

sustainable development goals (SDGs) and gender equality, 52.9% said that the institution provides such 

courses to a minimum extent. This proves the importance of providing such courses.  35.3% of them said that 

such courses are given to an average extent; however, only 11.8% considered that the courses are offered to 

a good extent.   

4.2.3.2 Administration, mission and strategic planning 

 

The average mean is calculated at 2.59 which indicates that the extent at which gender equality is reflected 

in institution mission is below average, and reflected to a little extent. Moreover, examining the extent at 

which gender equality is reflected in institution strategic plan also signifies little extent where the average 

mean is 2.51, indicating that Gender Equality is reflected to a little extent at AIU’s Strategic planning. The 

integration of gender equality within AIU’s mission and strategic planning is identified as an area of 

development which will be addressed with the scope of project FREE.  

 

4.2.3.3 Institution Infrastructure 

 

Institution infrastructure is examined at institutional level, inspecting dimension associated with institution 

infrastructure. The highest respondents’ rating was associated with proper transport facilities where the mean 

score is 4. However, policies associated with working from home were perceived as the lowest score at 2.81, 

while adequate in campus facilities for families were rated at an average score of 3.03. Flexible work timing 

policy for families was above average (3.66). Table 9 illustrate average mean scores and standard deviation 

on factors related to institution infrastructure.  

Table 9 Institution’s Infrastructure  

Institution’s Infrastructure M SD 

1. Policy of working from home 2.81 1.15 

2. Proper transport facilities 4.00 1.06 

3. Adequate in campus facilities for families 3.03 1.31 

4. Flexible work timings policy for families 3.66 1.24 

 

4.2.3.4 Institution’s Human Resources Practices 

 

Respondents’ rating to the HR’s practices were above average in general. The highest rating goes to 

performance appraisal being independent of gender 3.94. An average rating of 2.85 goes to training and 

development programs for all workers. However, the lowest rating was for fair reward and recognition policy 

for employees (2.42). Table 10 illustrates average mean scores and standard deviation on factors related to 

Human resources practices.  
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Table 10 Institution’s Human Resources Practices  

Institution’s Human Resources Practices M SD 

1. Training and development programs for all workers 2.85 1.55 

2. Equal opportunities for promotion for both men and women 3.68 1.40 

3. Common recruitment & selection policy which is equal 3.88 1.20 

4. Performance appraisal is independent of gender 3.94 1.21 

5. This university has Gender Equality at workplace 3.77 1.00 

6. This university is a women friendly workplace 3.65 1.02 

7. Equal vacations all employees 3.54 1.24 

8. Fair reward and recognition policy for employees 2.42 1.44 

 

4.2.3.5 Organizational climate 

An optimal rating was reflected in answers about proper care of health and safety provided for all workers 

(4.08). Moreover, responses associated with office layout and design, indicate agreement attitude at 3.6 score, 

while an average rating (3.28) goes to the perceived safety and comfort of the working place. Respondents 

have moderately positive attitudes of   the work culture of the institution with 3.4 score. Table 11 illustrates 

average mean scores and standard deviation on factors related to organisational climate at AIU.  

Table11 Organizational climate  

Organizational climate M SD 

1. The office layout and design is comfortable 3.60 1.33 

2. All workers feel safe and comfortable in their workplace 3.28 1.17 

3. Organizational work culture is good 3.45 1.14 

4. Proper care of health and safety of all workers is provided by institution 4.08 .65 

 

4.2.3.6 Female empowerment at institution 

 

Descriptive analysis illustrates average to good levels of agreement associated with female empowerment at 

the institutional level. An average of 3.71 signifies that women are included in decision making process, 

whereas a below average level goes to fair reward and recognition policy (2.77). Table 12 illustrates average 

mean scores and standard deviation on factors related to female empowerment at AIU. 

Table 12 Female empowerment at institution  

Female empowerment at institution M SD 

1. Women are included in decision-making process 3.71 1.04 

2. Women are given leadership roles 3.54 1.03 

3. There are fair reward and recognition policy 2.77 1.26 
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4.2.3.7 Sexual Harassment, sexism and stereotypes 

 

The examination of sexual harassment, sexism and stereotypes is investigated within the scope of project 

FREE among administrative staff. Descriptive data analysis illustrates that 79.4% of administrative staff have 

neither observed nor experienced sexual behaviour including teasing or jokes of a sexual behaviour, whereas 

8.8 % indicated they have observed such behaviour; 8.8% indicated they have experienced such behaviours. 

5.9% indicated they have been subject to sexual behavior including sexual letters, emails, or phone calls, 

while 94.1 % reported they neither experienced, nor observed such behaviors. 8.8% reported they have 

experienced unwanted physical contact, whereas only 3% observed such behavior, and 88.2 % neither 

observed nor experienced such behaviors. Generally speaking, data analysis signifies that the majority have 

neither experienced, nor observed such behaviours. Table 13 illustrates descriptive statistics for sexual 

harassment for administrative staff.  

 

Table 13 Sexual Harassment at Institution  

 

Sexual Harassment at Institution    Experienced Observed Observed and 

experienced 

Neither Total 

Sexual/sexist teasing, jokes, remarks or 

questions 

8.8% 8.8% 2.9% 79.4% 100% 

Pressure for dating 5.9% 8.8% 0% 85.3% 100% 

Sexual/sexist letters, phone calls, emails 5.9% 0% 0% 94.1% 100% 

Leaning over, cornering, pinching, 

touching, unwanted physical contact 

8.8% 2.9% 0% 88.2% 100% 

Pressure for sexual favours 5.9% 0% 0% 94.1% 100% 

Stalking 5.9% 5.9% 0% 88.2% 100% 

Physical/sexual assault  5.9% 0% 0% 94.1% 100% 
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When asked about the kind of support they have wished for 14.3% indicated psychological support, 0% 

indicated emotional support, 8.6% indicated legal support, and 20% indicated university taking clear action 

regarding this phenomenon.  

The examination    of bullying within the scope of organizational level with regard to managers being 

practicing this behaviour, 28.6% indicated they have observed and experienced this behaviour, 60.7 % 

indicated they have neither observed nor experienced this behaviour from a manager, 3.6% experienced this 

behaviour, and 7.1 observed this behaviour. 59.3% neither observed nor experienced bullying behaviours 

from a colleague, 22.2% indicated they have observed and experienced this behaviour from a colleague, 

14.8% observed this behaviour, and 3.7% experienced this behaviour. Similar results are examined with 

regard to perceived bullying behaviour from a student, where 62.1% indicated they have not observed nor 

experienced a bullying behaviour from a student, whereas 17.2% did observe and experience, 14% observed 

such behaviour, and 7% experienced this.     

When asked about identifying the most common stereotypes, prejudices or social expectations administrative 

staff were confronted with, 42.9% reported that their abilities to perform effectively and achieve high goals 

were questioned which is the highest rate among a set of factors assessing stereotyping and social attitudes. 

14.3 % reported that they were subject to stereotypical attitudes questioning their abilities to lead.    

When asked about potential individuals who could be potentially confronting them, 28.6% of administrative 

staff identified managers, 20% identified HR staff, and only 5.7% indicated male colleagues.  

 

4.3 Analysis for Decision Makers  

 

Decision makers target group comprise top and executive level management. This target group is crucial for 

supporting gender equality initiatives and managing sustainability at its top level and strategic levels.  Senior 

level executives including chairman, university president, vice presidents for scientific and administrative 

affairs. Also, decision makers comprise of   mid-level management which includes directors for HR, 

International Relations, Quality and Accreditation, vice deans, and heads of departments.  Mid-level is crucial 

for communicating Gender Equality both directions in the organization hierarchy, i.e. managing up and down. 

Mid-level management is on direct communication with university students and stakeholders. Mid-level 

management will be directly engaged with FREE specific objectives.  This target group is crucial for 

supporting gender equality initiatives and managing sustainability at its top and strategic levels.  FREE will 

provide mid-level management with a framework establishing gender equality and equity. The sample size 

of decision maker is 9 cases which approximately comprises 30% of the total number of decision makers at 

AIU. The sample size of decision makers is considered a small considering the size, scope and type of sector 

AIU operates at, which is private sector.  

 

4.3.1 Demographic Profile  

The demographic profile for decision makers questionnaire illustrates respondents’ unit, age, gender, 

education level, management position and work experience. Analysis indicates that 22.2% are from Faculty 

of Business Administration, 11.1% form public and international relations, 11.1% from human resources, 

22.2% form information technology, 11.1% from civil engineering, 11.1% from architecture, and 11.1% from 

languages. Descriptive analysis illustrates that 11.1 % are in the category of 30 and less than 40 years, 44.4% 

are between 40 and less than 50 years, 11.1% between 50 and less than 60 years, and 33.3% are between 60 

and under 70 years. Respondents’ gender distribution illustrates that 55.6 % are male, 44.4% are female. 

100% of the sample have Syrians nationalities. Education level illustrates that 77.8%% have PhD degrees, 

11.1% are master’s holders and 11.1% have other degrees. Management position indicates that 33.3% have 

the position of dean, 33.3% are directors, 11.1% heads of departments, 11.1% vice dean, and 11.1% have the 

position of vice president. Table 14 illustrates demographical data for decision makers.  
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Table 14 Demographical Data – Decision makers (n= 9) 

Faculty / Directorate  Frequency  Percent % 

Faculty of Business Administration  2 22.2% 

Public and International Relations   1 11.1% 

Human Resources  1 11.1% 

Faculty of Information Technology 2 22.2% 

Faculty of Civil Engineering  1 11.1% 

Faculty of Architecture 1 11.1% 

Languages  1 11.1% 

Total  9 100% 

Age Categories Frequency Percent % 

30 years– under 40 years 1 11.1% 

40 – under 50 4 44.4% 

50-under 60 1 11.1% 

60-under 70 3 33.3% 

Total 9 100% 

Gender  Frequency Percent% 

Male 5 55.6% 

Female 4 44.4% 

Total 9 100% 

Education Level  Frequency  Percent % 

Master 1 11.1% 

PhD 7 77.8% 

Other  1 11.1% 

Total 9 100% 

Position   Frequency Percent % 

Head of Department  1 11.1% 

Vice Dean  1 11.1% 

Dean 3 33.3% 

Director  3 33.3% 

Vice President  1 11.1% 

Total 9 100% 

Work Experience  Frequency Percent % 

Less than 1 year  1 11.1% 

1 year – under 5 years  1 11.1% 

5 years – under 10 years  1 11.1% 

10 years- under 15 years  5 55.6% 

30 and above 1 11.1% 

Total  9 100% 

 

4.3.2 Individual Level Analysis 

4.3.2.1 Motivation  

Descriptive analysis illustrates motivators for pursuing a management career in Higher Education sector. The 

study conducts a comparative descriptive analysis between factors which motivated participants to pursue a 

management in higher education and factors which still motivates participants to work in management in 

higher education.  Descriptive analysis indicates that only 33.3% of the study participants identified prestige 

of the job    as factor which motivated respondents for pursuing a management career in higher education 

sector, whereas only 22% indicated that this factor still motivates respondents. 33.3% of participants 

identified financial income as motivator, whereas 11% indicated that this factor still motivates them. 88.9% 

of study participants identified intellectual challenge of management career at HE sectors as their factor 

which initially motivated them, and 66.7% confirmed that this factor still motivates them. 33.3% identified 

job autonomy as motivator for pursuing a management career in higher education sector, however 22.2% 
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indicated the same factor still motivates them. 44.4% identified interest in research as their motivation, 

whereas 33.3% indicated this factor still motivates them. Self-esteem was indicated by 33.3% as motivator, 

while 44.4% specified that this factor still motivates them.  Figure 21 illustrates percentages on motivation 

for management career in higher education.   

 

Figure 21 Motivation for Management career in Higher (Source: FREE Questionnaire Survey) 
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The analysis identifies also participants motivation presences ranked according to their perceived importance. 

Descriptive analysis illustrates that intellectual challenge of management career at Higher Education sector 

is the first choice where 66.7% ranked this factor as their first choice. Interest in research was ranked second 

of importance as a motivation factor for management career in higher education, where 44.4% identified it 

as their second choice. Job autonomy is ranked third as 44.4% assigned it as their third choice. The least 

strong and last choice was financial income where 44.4 % ranked it as their sixth choice. Table 15 illustrates 

ranking choices for motivation factors for management career in higher education.   

 

Table 15 Motivation for management career in Higher Education  

 

Factors  First  Second  Third  Fourth  Fifth  Sixth  Total 

1.       Prestige of the job 11.10% 11.10% 11.10% 33.30% 33.30% 0% 100% 

2.       Financial income                   0% 22.20% 0% 11.10% 22.20% 44.40% 100% 

3.       Interest in research            0% 44.40% 0% 22.20% 22.20% 11.10% 100% 

4.       Job Autonomy           11.10% 11.10% 44.40% 11.10% 11.10% 11.10% 100% 

5.       Intellectual challenge of 

management career at HE sectors  

66.70% 11.10% 11.10% 0% 0% 11.10% 100% 

6.       Self esteem 11.10% 11.10% 33.30% 22.20% 11.10% 11.10% 100% 

 

 

Career satisfaction was measured at individual level of the diagnosis analysis for decision makers. The 

examination of career satisfaction for decision makers at AIU, shows undefined levels of career satisfaction, 

where 44.4% responded that they are neither satisfied nor dissatisfied with their career currently, whereas the 

same percentage indicates they are satisfied with 44.4%, and 11.1% who are very satisfied with their 

management career. Figure 22 illustrates percentage for management career satisfaction among decision 

makers sample at AIU.     

 

 

Figure 22 Career Satisfaction – Decision makers (Source: FREE Questionnaire Survey) 
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To examine the relationship between gender and management career satisfaction, a cross tabulation for 

satisfaction with career satisfaction is performed across gender, where it illustrates that male participants 

have higher levels of career satisfaction where 11.2% of respondents, who are male respondents  reported 

high levels of career satisfaction, whereas zero female respondents reported the same high level of career 

satisfaction. 33% of participants (male participants) indicated they are satisfied with career, whereas 11.1%, 

(female participants) reported the same level of satisfaction. 11.1%, who are male participants reported that 

they are neither satisfied nor dissatisfied, compared to 33.3%, who are female participants who are neither 

satisfied nor dissatisfied.  None of respondents reported dissatisfaction attitudes, which is positive indication. 

Figure 23 illustrates the results on management career satisfaction across gender.  

 

 

 

Figure 23 Management career satisfaction across gender (Source: FREE Questionnaire Survey) 

 

 

The study examined decision makers’ perception of achieving career ambition. A descriptive analysis 

illustrates that 77.8% of sample reported no, whereas 22.2 % reported yes, all of which are male respondents.   

To examine the relationship between gender and career ambition among decision makers, a cross tabulation 

analysis stratified by gender reports that only male respondents reported that they have indicated they 

achieved their career ambition, 0% of female respondents reported that they have achieved their career 

ambition. This indicates lack of achievement of career ambition among female decision makers at AIU. The 

results show association between gender and achievement of career ambition. Figure 24 illustrates career 

ambition stratified by gender - decision makers.     
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Figure 24 career ambition stratified by gender - decision makers (Source: FREE Questionnaire Survey) 

 

When asked about the potential factors which could impair them from becoming good decision makers, 

66.7% identified working conditions, compared to 55.6% who identified university policy, and 11.1% who 

identified job security. 

 

4.3.2.2 Balancing work - family life 

Balancing professional work with family life is one of the factors examined at an individual level for decision 

Makers. Respondents were asked to identify potential factors which they believed would reflect a work – life 

balance. Descriptive data indicates that 100% of the sample respondents selected flexibility in work schedule 

as a factor which reflects balance between professional work responsibilities and family life, whereas 55.6% 

indicated they receive facility at their university.  87.5% indicated reduction of work time as factor which 

reflects work-life balance, whereas 62.5% reported they receive this dimension at the university. 77.8% 

selected on- campus special family services, compared to 25% who reported they receive this service at AIU. 

62.5% selected financial help for families, compared to 25% who indicated they receive this help from the 

university. Finally, 62.5% agreed that work from home reflects balance between work and family life, 

compared to 37.5% who reported they receive this at the university. Figure 25 illustrates the difference 

between perceived factors which reflects work – life balance and actual factors which are provided by the 

university.  
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Figure 25 Perceived and actual Factors which reflect work- life balance -Decision makers (Source: FREE 

Questionnaire Survey) 

Satisfaction with the current balance between professional and personal life is examined at individual level 

analysis. Descriptive analysis indicates 33.3 % reported that they are very satisfied, 22.2% satisfied, 33.3% 

neither satisfied nor dissatisfied, and 11.1 % very dissatisfied.  

4.3.3 Institutional Level Analysis 

4.3.3.1 General Dimensions of Gender Equality 

Descriptive data analysis indicates that 44.4 % responded that they do not know about Gender Equality, 

whereas zero respondents indicated that gender equality is now integrated across the institution. 33.3 % 

responded that SDGs is currently integrated in university strategy, whereas 22.2 % responded that university 

just started to map out Gender Equality into future strategy. Figure 26 Illustrate percentages on gender 

equality Integration at AIU Strategy.   

 

Figure 26 Gender Equality Integration in University Strategy (Source: FREE Questionnaire Survey) 
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Institutional level analysis examined if the institution is using Gender equality as a framework to report 

sustainability impacts. 66.7 % responded they do not know if their institution is employing gender equality 

as a framework to report sustainability impacts, 22.2% responded no, whereas 11.1 % believe that their 

university is using gender equality as a framework to report sustainability impacts. Figure 27 presents data 

on Gender Equality as Framework to report Sustainability Impacts at AIU.  

 

Figure 27 Gender Equality as Framework to report Sustainability Impacts (Source: FREE Questionnaire Survey) 

 

When asked if the university is measuring actions for gender equality, 44.4% responded negatively, and 

55.6% responded that they do not know. None of the respondents answered yes. Figure 28 illustrate analysis 

on gender equality measurement AIU.  

 

Figure 28 Measuring Action for Gender Equality (Source: FREE Questionnaire Survey) 
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data analysis on administrative staff perception of AIU taking the lead in establishing gender equality.  
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Figure 29 AIU as leader establishing Gender Equality (Source: FREE Questionnaire Survey) 

 

As for setting equality plans for 2030, 67% responded that they do not know if AIU has set equality plans 

for 2030, and 33% replied no. Figure 30 illustrates data on equality plans developed at AIU for 2030.  

 

 

 
 

Figure 30 Equality Plans for 2030 (Source: FREE Questionnaire Survey) 
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the topic of gender equality.  Descriptive analysis indicates that gender equality is generally reflected at 

average levels at AIU where mean score is 2.75 and SD 1.38. Analysis also signifies that gender equality is 

reflected at average levels at AIU where mean score is 3.00 and SD 1.29. Table 16 presents means scores 

and standard deviation on gender equality integration in mission and strategic planning at AIU.  

 

Table 16 Gender Equality Integration in Mission and Strategic Planning  

 

 

 
Responses related to university commitment to sustainability issues through the creation of certain positions 

and committees ranges from appointing of gender issues coordinator (11.1%), coordinator of sustainability 

and equality programs (11.1%), to orientation programs on gender equality and equity (22.2%). Responses 

related to commitment to gender equality and broad visibility at AIU identified guest speakers (11.1%) and 

conferences (11.1%).  

4.3.4 Project FREE Training Areas 

 

4.3.4.1 Personality Traits and Characteristics  

The examination of training areas illustrates a set of personal characteristics needed for pursuing a 

management career in higher education sector versus characteristics to be improved. Descriptive analysis 

illustrates that 88.9% of respondents identified energy as a personal characteristic, which is needed for 

management career in higher education; equally honesty was emphasized where 88.9% identified it. 55.6% 

identified passion, 33.3% identified humility, 11.1% identified physical stamina, and self-confidence was 

emphasized where 55.6% selected this characteristic. In comparison, personal characteristics which need 

improvement are also examined where 66.7% of respondents identified optimism as a personal quality they 

would like to improve; 44.4% identified physical stamina, 22.2% identified self-confidence. Figure 31 

illustrates percentages on personal characteristics related to management careers in higher education. 

Gender Equality Integration in Mission and Strategic Planning M SD 

To what extent is Gender Equality reflected in university mission 2.75 1.38 

To what extent is Gender Equality reflected in university strategic planning 3.00 1.29 
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Figure 31 Personal characteristics (Source: FREE Questionnaire Survey) 

The examination of training areas illustrates a set of social characteristics needed for pursuing a management 

career in higher education sector versus characteristics to be improved. Descriptive analysis illustrates that 

100% of the sample identified ability to work in a team as a social characteristic which is crucial to for work 

in the scope of management in Higher Education. Ability to network and cooperativeness, were second of 

importance, where 66.7% identified these characteristics. 55.6% identified communication, 55.6% 

persuasiveness, 44.4% ability to enlist cooperation and finally 11.1% sociability. In comparison, social 

characteristics which need improvement are also examined, where the majority of respondents identified 

ability to network as a crucial social characteristic to be improved, as 55.6% selected this quality. 33.3% 

identified persuasiveness, 22.2% communication, 22.2% cooperativeness, and 11.1 % identified ability to 

work in a team, ability to enlist cooperation, and sociability as social characteristics which need improvement.  

Figure 32 illustrates data on social characteristics.  
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Figure 32 Social Characteristics (Source: FREE Questionnaire Survey) 

Work related characteristics were examined as set of qualities needed for pursuing a management career in 

higher education sector versus characteristics to be improved. 88.9% of the sample identified ambition as 

crucial work-related quality, 77.8% conscientiousness and dependability, 44% selected openness to new 

experience, agreeableness, and emotional stability.  55.6% identified critical thinking as crucial for 

improvement. In comparison, work related characteristics, critical thinking was identified as a characteristic 

which requires improvement, where 44.4% identified this trait. 33.3% pointed to emotional stability and 

openness to new experience, and 22.2% signified ambition as quality which requires improvement.  Figure 

33 illustrates percentages on work related characteristics related to management careers in higher education. 
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Figure 33 Work related characteristics (Source: FREE Questionnaire Survey) 

 

4.3.4.2 Leadership Behaviours  

 

The examination of training areas for decision makers focused on investigating leadership behaviours which 

are considered as crucial and vital for professional who occupy senior management position as decision 

makers. Descriptive data analysis illustrates that participative, directive and supportive leadership styles and 

behaviours are emphasized by respondents as important for decision makers who work in the field of higher 

education sector. Participative and directive leadership were ranked as the first leadership behaviour in 

importance, whereas autocratic leadership behaviour was ranked as the least dimension of importance. 

Democratic and charismatic leadership were moderately ranked as important dimensions for decision makers 

at AIU. This highlights the need to design training courses in the scope of executive leadership training 

targeting this group. Responses indicate emphasis on contemporary leadership paradigm which directs 

emphasis on empowerment, rather than control, collaboration rather than competition, decentralised rather 

than centralised approaches.  Table 17 illustrates results for   ranking the importance of the abovementioned 

leadership dimensions.  

Table 17 Leadership Behaviours Ranked by Importance  

Leadership Behaviours   First  Second Third Fourth Fifth Sixth Total 

1. Autocratic leadership  0% 0% 0% 0% 22.2% 77.8% 100% 

2. Democratic leadership  0% 22.2% 22.2% 22.2% 33.3% 0% 100% 

3. Participative leadership  33.3% 33.3% 11.1% 11.1% 11.1% 0% 100% 

4. Supportive leadership  22.2% 22.2% 33.3% 22.2% 0% 0% 100% 

5. Charismatic leadership  11.1% 0% 11.1% 33.3% 22.2% 22.2% 100% 

6. Directive leadership  33.3% 22.2% 22.2% 11.1% 11.1% 0% 100% 
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4.4 Descriptive Analysis for Female students  

Female students are identified as the fourth target group in project FREE. Arab international 

university provides different programs to undergraduate students.  The sample size of female 

students comprises of 52 cases distributed across 6 faculties. Analysis examined female students’ 

demographical profile, personal, institutional levels and training needs.   

4.4.1 Female Students Demographic Profile  

The sample study is distributed across six faculties operating at Arab International university, where 65.4 % 

belong to faculty of business administration, 5.8% information Technology, 1.9% civil engineering, 3.8% 

faculty of Law, 11.5% from architecture, and 11.5 % from Fine Arts. 17.3% of the sample are in the age 

category less than 20, and 82.7% are between 20 and 25 years. 92.3 % are single, 3.8% married, 1.9% 

divorced., and 1.9% preferred not to answer. Female students were distributed across years of study where 

32.7 % are fourth year, 32.7 % are third year, 11.5% are second year and 19.2% are first year. Table 18 

presents data on demographical data for female students.  

Table 18 Demographical Data for Female students (n= 52) 

Faculty  Frequency  Percent % 

Faculty of Business Administration  34 65.4% 

Faculty of Information Technology 3 5.8% 

Faculty of Civil Engineering  1 1.9% 

Faculty of Law  2 3.8% 

Faculty of Architecture  6 11.5% 

Faculty of Fine Arts  6 11.5% 

Total  52 100% 

Age Categories Frequency Percent % 

Less than 20  9 17.3% 

20 years – 25 years  43 82.7% 

Total 52 100% 

Year of Study Frequency Percent % 

First year  10 19.2% 

Second year  6 11.5% 

Third year  17 32.7% 

Fourth year 17 32.7% 

Fifth year 2 3.8% 

Total 52 100% 

 

4.4.2 Personal Level: Motivation, Education and Inspiration   

The Individual level analysis for female students at Arab International University investigated motivation, 

gender education and the way female students perceived gender roles. Examining female students’ 

motivation, 57.7% responded that they would be motivated to pursue a career in academia after their 

graduation, where 42.3% did not.  Figure 34 illustrates analysis on female students’ motivation for career in 

academia.  
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Figure 34 Motivation for career in Academia - female students (Source: FREE Questionnaire Survey) 

Examining the potential causes which could exist to prevent them from being motivated to choose this career 

path, 30.8% indicated they would see better opportunities outside of academia, whereas 11.5% believe that 

higher education sector is not the place they would perceive themselves belonging to, 2 % are not interested 

in this career, and another 1.9 % perceive that they are not good enough. Figure 35 presents data on causes 

why female students are not motivated to pursue a career in Academia.  

 

Figure 35 Female student lack of motivation to pursue a career in Academia (Source: FREE Questionnaire 

Survey) 

The investigation of gender education on AIU prevails minimal results, where 84.6% indicated the lack of 

gender related courses, whereas 15.4% responded otherwise, indicating the existence of courses on gender 

equality, female entrepreneurship, and empowerment training. Figure 36 illustrates data on classes supporting 

female students.  
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Figure 36 Special Classes to support female students (Source: FREE Questionnaire Survey) 

Examining female students’ preferences of gender-related courses 61.5% responded positively that they are 

interested in studying this topic, whereas 38.5% indicated the opposite. Figure 37 illustrates female students’ 

interest in learning courses focusing on gender related issues.  

 

Figure 37 Female students’ interest in gender related courses (Source: FREE Questionnaire Survey) 

 

Examining female students’ preferences for gender – oriented courses, 42.3% emphasised Social Justice as 

an interesting course of study, whereas 25% identified gender equality; 19.2% selected empowering training, 

15.4% female entrepreneurship, and 5.8% introduction to gender studies. Figure 38 presents data types of 

courses of interest for female students in the scope of gender topics.  
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Figure 38 Courses teaching Gender related topics (Source: FREE Questionnaire Survey) 

The analysis examined female students’ perception of female role models. Descriptive analysis illustrates 

that 86.5% of female students have encountered a female academic or professional, whom they considered 

as a role model, compared to 13.5 % indicated the opposite.  Figure 39 illustrates the ratio female role models.   

 

Figure 39 Female students’ perception of Female academic role models (Source: FREE Questionnaire 

Survey) 

Examining female students motives and causes which made this role mode inspiring, 51.9% indicated the 

reason in due to expertise in academic field, whereas, 44.2% identified confidence, 42.3% indicated charisma, 

whereas 36.5% selected ability to uplift her students.  30.8% indicated ability to inspire, whereas 28.8% 

identified independence, 15.4 % for resilience, and only 5.8 reported assertiveness as a characteristic of 

female role model. Figure 40 presents percentages characteristics associated with female students’ perception 

of female role models.   
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Figure 40 Characteristics associated with Female Role Model (Source: FREE Questionnaire Survey) 

 

The same examination of female students’ perception of characteristics associated with female role models, 

signifies similar results, where 36.7% of    ranked expertise in the academic field as the first fact of 

importance. Confidence was ranked second of importance, where 30% identified it as second of importance, 

and 26.5% has ranked ability to inspire as their third choice. Table 19 illustrates ranking choices on 

characteristics of female role model ranked by importance.  

Table 19 Characteristics for Female Role Model Ranked by importance  

Characteristics for Female 

Role Model 

First  Second  Third  Fourth Fifth  Sixth Seventh Eight Ninth  Total  

1. Ability to inspire 12.2% 12.2% 26.5% 18.4% 12.2% 10.2% 6.1% 2% 0% 100% 

2. Ability to uplift her 

students 

6.1% 12.2% 20.4% 16.3% 16.3% 10.2% 4.1% 14.3% 0% 100% 

3. Assertiveness 0% 6.1% 8.2% 8.2% 16.3% 14.3% 22.4% 24.5% 0% 100% 

4. Independence 14.3% 12.2% 4.1% 12.2% 6.1% 18.4% 16.3% 16.3% 0% 100% 

5. Expertise in her 

academic field 

36.7% 12.2% 10.2% 4.1% 14.3% 8.2% 10.2% 4.1% 0% 100% 

6. Charisma 20.4% 10.2% 8.2% 14.3% 10.2% 14.3% 10.2% 12.2% 0% 100% 

7. Confidence 14% 30% 16% 6% 18% 8% 8% 0% 0% 100% 

8. Resilience 0% 2% 6.1% 20.4% 6.1% 16.3% 22.4% 26.5% 0% 100% 

9. Other______________ 0% 0% 0% 0% 0% 0% 0% 0% 5.8% 100% 
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4.4.3 Institutional Level – Challenges  

The examination of sexual harassment at the institutional level, was investigated at the female students’ 

sample. Descriptive analysis indicates that greater percentages are assigned for the choice of neither observed 

nor experienced. Percentages for neither observed nor experienced, range from 48.1 % for sexual teasing, to 

94.1 % for pressure for sexual favours. In comparison, 11.5% of the sample indicated that they have observed 

and experienced sexual behaviour as teasing, remarks, or questions, 38.5% observed this type of behaviour, 

whereas 48.1% neither observed, nor experienced this behaviour. Sexual behaviour, as sexual letters, phone 

calls or emails were examined, as 7.7%% indicate they have observed and experienced, 13.5% observed this 

type of behaviour, 1.9% experienced, whereas 76.9% neither observed, nor experienced this. Table 20 

illustrates data on sexual harassment among the female students’ sample.  

Table 20 Sexual Harassment at Institution    

Sexual Harassment at Institution    Experienced Observed Observed and 

experienced 

Neither Total 

Sexual/sexist teasing, jokes, remarks or 

questions 

1.9% 38.5% 11.5% 48.1% 100% 

Pressure for dating 3.8% 11.5% 3.8% 80.8% 100% 

Sexual/sexist letters, phone calls, emails 1.9% 13.5% 7.7% 76.9% 100% 

Leaning over, cornering, pinching, touching, 

unwanted physical contact 

5.9% 21.6% 5.9% 66.7% 100% 

Pressure for sexual favours 2% 2% 2% 94.1% 100% 

Stalking 1.9% 15.4% 9.6% 73.1% 100% 

Physical/sexual assault  0% 9.6% 0% 90.4% 100% 

 

When asked if they sought advice or support from friends, academic or administrative staff, 32.7% indicated   

friends, 5.8% professors, 5.8% student representative, while zero response is assigned to seeking assistance 

from HR or specialist expert. This is interesting results regarding no response assigned to HR staff, which 

indicates that careful attention, should be given to further HR active role in providing different kinds of 

support to students, particularly, female students. This also indicates lack of this expertise at the institution. 

The examination of their attitudes and responses while they were reporting for this kind of behaviour, 

indicates that 21.2% felt safe while reporting; 13.5% indicated the behaviour stopped, 5.8% believe it made 

no difference, while 15.4% indicated they are glad because they reported, and 7.7% felt supported while 

reporting.  

For those of them who did not report, when asked about the potential causes why they did not, 1.9% were 

afraid, 5.8% did not feel comfortable, 15.4 % believed reporting would not change the situation, and 3.8% 

did not where to go, while 7.7% felt ashamed to seek advice.    

The examination of the types of support female students wished for, 25% indicated psychological support, 

3.8% emotional support, 13.5 % legal support, and 30.8% is assigned for clear actions taken by the institution. 

The interpretation of clear actions in this case would be in the form of policies, actions, and rules regarding 

this behaviour. Figure 41 presents types of support to be provided by AIU.  
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Figure 41 Types of Support to be provided by the university (Source: FREE Questionnaire Survey) 

The examination of stereo types, prejudices, and social expectation is examined where data analysis provided 

interesting results. Examining female students’ perception of common stereotypes and social expectations, 

57.7% indicated that they were exposed to stereotypes as questioning their ability to perform effectively and 

achieve superior grades, 15.4% are exposed to stereotypes as questioning their ability to solve problems 

related to course studies. 21.2 % believe their abilities to make decisions is questioned, whereas 15.4% 

perceive that their abilities to lead a group of students is questioned.  

When asked about the potential factors / persons who could be confronting them, 17.3% indicated professors, 

19.2% pointed male students, 13.5% female students, 21.2% family, and 27.9% is assigned to other factors. 

Figure 42 illustrates data on confrontational factors perceived by female students. 

 

 

Figure 42 Confrontational factors for female students (Source: FREE Questionnaire Survey) 
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Examining the effect of these negative confrontational barriers, 65.4% indicated they did not care, 7.7% 

indicated it made them question their decisions, and 26.9% responded it diminished their self-confidence.  

In the context of classroom situations, when female students were asked if they have ever felt discriminated 

because of their gender, 65.4% responded no, whereas 34.6% responded yes. The examination of kind of 

discrimination female students experienced illustrated that 15.4 % were not taken seriously, 3.8% were 

unfairly graded, 11.5% responded that opportunities were given to male students, and 13.5% indicated they 

were subject to disrespectful and degrading comments.  

4.4.4 FREE Training Areas  

The examination of training areas focusing on female students investigated a myriad of skills including soft, 

technical, digital, problem solving and leadership skills. Descriptive data analysis illustrates that 82.7% of 

female students sample responded negatively, that they were not provided with the skills necessary in order 

to pursue a career in academia, whereas 17.3 % responded positively, that they were provided with all skills 

necessary. Figure 43 illustrates female responses on provision of skills necessary for a career in academia 

provided by AIU.  

 

 

Figure 43 Skills for female students for career in academia (Source: FREE Questionnaire Survey) 

The examination of types of skills needed and lacking by female students illustrates the need for following 

skills.  32.7% of the sample identified lack for soft and technical skills, 28.8% for leadership skills, 23% for 

problem solving skills, and 13.5% identified the lack of digital skills. Figure 44 illustrates data on types of 

skills needed by female undergraduate student.  
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Figure 44 Training for female students (Source: FREE Questionnaire Survey) 

 

Another approach investigating training areas employed a ranking scale question, where female 

students were asked to rank the courses by strength of importance. The analysis illustrates that 

40.4% ranked self- empowerment as their first choice, emphasizing the need and significance for 

this training. Second rank was assigned to developing management and leadership skills. Third 

rank of importance and magnitude was assigned to networking skills. The analysis emphasizes the 

need for empowerment training which is at the heart of project FREE and its scope and objectives. 

Table 21 presents ranking choices on training courses for female students.   

Table 21 Training Courses  

Training Courses  First  Second  Third  Fourth  Fifth Sixth  Total  

1. Introduction to Gender Studies 8.70% 15.20% 13% 17.40% 34.80% 10.90% 100% 

2. Self-empowerment  40.4% 19.1% 8.5% 25.5 6.4% 0% 100% 

3. Learn how to network 12.8% 17% 29.8% 12.8 17% 10.6% 100% 

4. Improving digital skills 13% 17.4% 21.7% 17.4 4.3% 26.1% 100% 

5. Developing management and 

leadership skills 

25.5% 27.7% 19.1% 14.9 6.4% 6.4% 100% 

6. Learn how to integrate gender 

perspectives into my research  

0% 4.3% 8.7% 10.9 30.4% 45.7% 100% 

 

 

 

 

 

14%

33%

33%

23%

29%

0% 5% 10% 15% 20% 25% 30% 35%

Training Skills

 Digital Skills

Technical skills

 Soft skills

Problem solving skills

Leadership skills

Training Skills 



 

56 
 

 

5. Discussion  

The purpose of this project is to enhance the role of female academics in Lebanon, Jordan and Syria 

through increasing the number of women present in decision making and senior management level. 

FREE aims to contribute to improving operations management of HEIs in LB, JR & SY by 

promoting a culture of gender egalitarianism, female leadership, role modelling, and empowerment. 

The project aims to contribute to democratization of higher education by empowering female 

academics. Project FREE has a set of specific objectives aiming at empowering female academics 

and professionals at LB, JR and SY target HEIs through series of training.; improving management 

and operation of HE through introduction of equality and sustainability centres and services  at LB 

JR and SY HEIs,  and development of research and innovation  through network of research in 

Gender Issues  at LB, JR and SY project  HEIs.  

The project identified four target groups outlined as: academics, administrative staff, decision 

makers and female students. In the process of diagnosing the status quo of female academics’ 

environment at AIU exploring factors impacting female academics’ experience, career progression, 

addressing the lack of female representation     at senior management levels and university board, 

a diagnoses analysis is performed, conducting survey study targeting four categories, as mentioned 

previously. 

5.1 Academics   

The results of study on academics discloses   results on individual levels. For example, motivation 

behind working in academia indicate various factors, where motivation to conduct research is the 

highest rate. With regard to academics’ career ambition is still an area which requires improvement, 

where the majority has not yet achieved their career ambition. Satisfaction with work -life balance 

discloses good levels. However, family responsibility and social environment which assigns 

traditional roles to men and women are considered as barriers to achieving balance between work 

and family life.  

At a professional level results discloses that courses which addresses gender issues are at the very 

minimum levels. This brings a very interesting and predictable results that gender issues including 

the subject of gender equality and equity are not addressed adequately at AIU. The results confirm 

little awareness exists on the subject of gender equality. Moreover, the results reveal minimal levels 

of gender research being performed in this scope at AIU. This is another finding which requires 

attention in the scope of FREE.  

At interpersonal level, the results reflect on the lack of gender equality and sustainability centre at 

AIU. Also, at an interpersonal level the results indicate mentoring support schemes are needed, as 

well as the opportunity to acquire network professional training.   

At the institutional level, results disclose that the introduction of gender quota based on merit would 

be considered as a good policy to boost female representation at various domains in higher 

education.      However, the results vary across gender, indicating higher level of support by female 

academics, to the introduction of gender quota within higher education sector. The results disclose 

Human resources management at AIU is regarded as a strength where the focus of human capital 
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is evident and significant. The examination of sexual harassment does not reveal significant 

concern for AIU, although the discussion of this topic is sensitive. Alternative methodology would 

bring deeper insight on the topic, including focus groups or individual in-depth interviews.  

The examination of female academic role model empowerment reflects positive attitudes towards 

female academics as role models, who demonstrated effective personality traits, skills, abilities and 

competencies. Moreover, the results show that female academics at AIU have positive perception 

and feel empowered as women working in higher education sector.  

The investigation of training areas for academics discloses a set of digital, management, and 

leadership training. The examination of training areas reveals critical importance for training and 

education in the scope of digital skills, significantly presentation programs, and online research. In 

addition, management and leadership skills are identified emphasising the importance of 

communication skills, time management skills, decision making, creativity and innovation, team 

leadership and teamwork skills. The results also disclose that democratic and participative 

leadership behaviours are positively rated among academics at AIU. This discloses that leadership 

training is significant, in the scope of personality traits, behaviours and relationships. Moreover, 

the results disclose that training in the scope of self- empowerment and Gender Equality are very 

significant and crucial for this target group.    

5.2 Administrative Staff  

The results of the study disclose that on the individual level, administrative staff indicate high 

motivation levels for progression in their career path, which indicates positive satisfaction and 

motivation.  

The results of the study for administrative staff also disclose, that the subject of gender equality is 

not integrated sufficiently at AIU strategy. Moreover, the results indicate lack of awareness in the 

subject among this target group. These results are consistent with findings from academics’ sample. 

The subject of Gender Equality is not established sufficiently within the context of AIU at 

institutional levels. At AIU there is no centre dedicated to Gender Equality issues. Project FREE 

will play a major role in establishing gender equality at the institution. Gender equality is not 

adequately reflected at AIU strategy, or mission and vision statement. The integration of gender 

equality, within AIU mission and strategic planning is considered as an area of development. The 

results also indicate high levels of motivation of administrative staff to take part in implementation 

of sustainable development goals and gender equality policies at institutional level.   

The results for institution infrastructure disclose above average rating, which indicates that 

infrastructure is an area which requires further development. These results are not surprising, 

considering the situation in Syria and the fact that AIU is operating in temporary locations in 

Damascus. Starting from the beginning of academic year 2019-2020, AIU will relocate to its 

original main campus located in Ghabagheb which is 37 KM south of Damascus. This is a 

considerable boost to AIU in terms of institution infrastructure and university services. Much to be 

expected after the transition to the university main campus which will provide significant difference 

to infrastructure and services.  
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The results disclose that Human resources management and practices, is one of its core 

competencies, which is a competitive advantage for Arab International university.   

The results for sexual harassment disclose slightly higher rating than the academics’ findings in 

terms of observed sexual harassment and experienced one. However, it does not reveal significant 

concern, although the discussion of this topic is sensitive and reveal implication of cultural and 

social implications. As mentioned earlier, a better methodology which would investigate this issue 

more effectively would be the application focus groups and individual in-depth interviews with 

participants.   

5.3 Decision Makers  

The results of study for decision makers discloses findings at different levels. At the individual 

level findings disclose difference between male and female decision makers with regard to career 

satisfaction, where male decision makers report higher level of career satisfaction. The same results 

are disclosed with regard to achievement of career ambitions. None of the female respondents 

reported they have achieved their career ambitions. These findings bring a crucial area for further 

applied research investigation int the future.  

At institutional level, the results disclose that gender equality is not adequately integrated at the 

university strategy, its mission and vision. This is also consistent across project target groups 

including academics and administrative staff. Actions for gender equality are not being not 

measured at AIU, and there are no equality plans established. Gender equality is not reflected at 

the university strategic planning.    

The results disclose that among leadership behaviours examined participative, supportive, and 

directive leadership are the dimensions with the highest ranks. This indicates the need for executive 

leadership training for decisions makers and senior levels of management in the scope of 

contemporary leadership dimensions reflecting on current and modern dimensions of executive 

leadership training. These findings bring a crucial area for further applied research investigation int 

the future. 

5.4 Female Students  

The examination of female students at AIU disclose that motivation among the female students to 

pursue a career in academia is evident. The results also reveal that the subject of gender is not 

currently integrated at faculty curriculum. Thus, there is lack of knowledge and awareness for this 

topic. The results also reveal that female students show interest in study gender relate topics 

including social justice, gender equality and empowerment training. The findings indicate the need 

for female role modelling, where academic expertise is critical factor associated with a female role 

model. The results disclose that there is a need for a set of training offerings to be provided to 

female students at Arab International University. Soft skills, technical skills, and leadership skills 

are identified as set of training which is needed by female students. Self-empowerment is critically 

identified as critical training for female students.  Networking skills are also identified as a training 

need for female students.   

Table 22 Illustrates discussion summary summarising results   at individual, group, and institutional 

levels across the project target groups.   Table 23 illustrate training needs matrix based on the study 

findings.  



 

59 
 

Table 23 Discussion Summary Matrix  

 

 

 

Multi – Level Analysis  Academics  Administrative Staff  Decision Makers  Female Students  

Individual Level   Motivation for research is highest 

among academics 

 gender equality and   equity require 

adequate examination  

 Integration of gender equality in 

faculty course is minimal and to a 

minimum extent 

 Little awareness about gender issues 

exists at AIU 

 Lack of research developed in the 

scope of gender issues. 

 High Motivation levels for progression in 

Career path 

 High Motivation levels to take part in 

implementation of SDGs  

 

 Career Satisfaction across 

Gender  

 Career Ambition across Gender 

 

 Adequate motivation to 

pursue a career in HE 

sector  

 Interest in studying 

gender-oriented 

courses  

 Gender is not 

integrated in faculty 

curriculum 

 

Group Level   Lack of gender equality and 

sustainability centers at AIU 

 Mentoring support schemes are needed 

 opportunity to acquire network 

professional training 

X X X 

Institutional Levels   Institution HR practices is regarded as 

strength 

 Focus on Human capital is evident 

 Introduction of Gender Quota   

 Sexual Harassment at institution 

 Positive Academics perception of 

female academic role model at AIU. 

 The integration of gender equality in 

university strategy 

 Lack of awareness in the subject of 

Gender Equality 

 Lack of Centre for Gender Equality  

 Integration of gender equality within 

AIU’s mission and strategic planning 

 University infrastructure  

 Institution HR practices is regarded as 

strength 

 Sexual Harassment at institution 

 Lack of awareness of gender 

equality 

 Lack of integration of gender 

equality into university strategy 

 Gender equality as a framework 

to report sustainability impacts 

 Measurement of actions for 

gender equality 

 Sexual Harassment at 

institution 

 

 Institutional Support  

 

 Stereotypes and social 

expectations  
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Table 23 Training Needs Matrix  

Training Topics   Academics  Administrative Staff Decision Makers  Female Students  

Digital Skills  Presentation skills  

 Online research 

 Presentation skills 

 Online research 

X  Presentation skills 

 Online research  

Soft Skills   Communication skills 

 Time management  

 Team Dynamics  

 Negotiation  

 Communication skills 

 Time management  

 Team Dynamics  

 Negotiation 

X  Soft Skills  

 Networking skills  

 Teambuilding  

Decision Making and Problem Solving   Critical and structured thinking  X  Decision making competencies  

Gender Equality and Equity   Gender equality 

 Training on SDGs Agenda 2030 Sustainability in Higher Education  

Empowerment in Workplace   Self-Empowerment  

 Female Empowerment in HE 

Leadership Training    

 
 Big Five Personality traits 

 Sustainable leadership 

 Contemporary Approaches to 

leadership    

 Functional and operational 

level leadership skills   

 Big Five Personality traits 

 Sustainable leadership 

 Contemporary Approaches to 

leadership    

Leadership skills  



 

61 
 

 

6. SWOT Analysis  

SWOT analysis is employed to examine a set of internal and external factors which characterises 

the environment under examination. From a management perspective, strength, weaknesses, 

opportunities and threats should be identified to develop a strategic plan for the (Ferrell & Hartline, 

2011). According to management theories, achieving the organisation’s   goals and objectives, for 

Arab International University, would be by its ability to create capabilities by converting 

weaknesses into strengths and matching strengths with opportunities.  

A set of strengths, weaknesses, opportunities and threats are identified, based on the analysis 

conducted in project FREE across four target groups: academics, administrative staff, decision 

makers and female students. The analysis identified a set of strengths which characterised AIU 

primarily its human resources management, its management structure and emphasis on providing 

financial incentives which aims to be a leader among its competitors in the scope of private 

universities in Syria. Weaknesses are identified as lack of effective strategic planning for Gender 

Equality. It is argued that AIU’s mission and vision statements do not integrate the topic of gender 

equality and sustainability. AIU does not provide extensive training programs in the scope of 

gender equality and empowerment. Moreover, AIU could improve its research capability by 

focusing on effective and robust production of research in the scope of Gender Equality, and 

sustainability and Empowerment. The analysis illustrates minimal percentages of research 

conducted at AIU in the scope of Gender Equality. In fact, our mission at FREE is to clearly identify 

the weaknesses discussed earlier and convert them into strength finding solutions to these existing   

deficiencies. The analysis also identifies a set of opportunities and threats which characterise AIU 

external environment. Social environment is identified as a major threat to FREE as it will create 

resistance to accepting the change brought by FREE. Lack of awareness of topics of gender 

equality, its origins and interpretation are also a major threat. Through active development of 

training and awareness workshops AIU will capitalise of FREE to create a competitive advantage 

and long-term strategy.   

In this example, Gender Equality becomes a competitive advantage to Arab International 

University.   Through enhancing the role of female academics, AIU will develop a new competency, 

by capitalizing on its resources. Resources will be thus transformed into strength and capabilities. 

The sum of capabilities will be transformed into competencies and eventually will become AIU’s 

source of competitive advantage. By promoting a culture of gender egalitarianism, female 

leadership and empowerment, AIU will capitalise on this competency to achieve its goals and 

objectives and become a leader institution recognised nationally and regionally.  On the long term, 

threats could also be converted into opportunities, through the building of generation of female 

academics and professionals    equipped with knowledge, expertise and leadership capability. 

Figure 45 illustrates SWOT analysis Matrix.  
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Strengths 

 Human Resources Management  

 

 Organisational Structure   

 

 Financial Incentives  

 

Opportunities  

 Collaboration with international institutions  

 

 International Conferences  

 

 New policies for Gender Equality 

 

 

  Local communities  

 

 

Weaknesses  

  Strategic Planning for GE  

 

 Mission and Vision for GE 

 

 Training Programs  

 

 Research in Gender Issues 

 

 University services   

 

 Lack of GE centre   

 

Threats  

 Socio – Cultural Environment  

 Regulation  

 Lack of awareness for Gender Equality  

 

 

Figure 45 SWOT Matrix (Source : FREE Questionnaire Survey) 

 

7. Limitation  

The main limitation which would be argued is due to the technological infrastructure which is a 

characteristic tendency in Syria. With regard to data collection methods, Google Online survey was 

the main tool for collecting data for project FREE. The lack of technical capacity in Syria due to 

years of war, has led to the deterioration of the technical infrastructure in Syria. The lack of strong 

internet connection in Syria, in occasions the lack of electricity power, and in some cases the lack 

of compatible computer systems, created barriers for respondents to complete online questionnaires 

via Google. Alternatively, paper questionnaire approach was employed for data collection. This 

diversified approach in data collection (online + paper) was a practical solution to secure data 

collection. However, it created additional effort and tasks to be accomplished in the diagnosis’s 

analysis.  Respondents lack of awareness of the term Gender, or gender equality is to be considered 

as challenge to project FREE, creating additional effort to be performed to introduce the term to 

respondents.  

 

 

 

 

Convert  

Match   
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Conclusion     

This report provided a diagnoses analysis on project on project FREE which examines the subject 

and scope of female academic role model empowerment, equality and sustainability at universities 

in Mediterranean region, addressing challenges towards 2030 agenda. The report examines four 

categories for examination and distributed at different levels of examination. The findings for 

academics disclose that motivation for performing research in the scope of gender, is a critical need 

and area of development for Arab International University. The topic of gender requires 

examination and development. The introduction of gender quota is considered as a good policy at 

the institutional level. Sexual harassment does not disclose significant findings, although it is a 

future area of investigation which requires a combination of quantitative and qualitative research 

approaches. The topic of female role model is a crucial area of investigation, and discloses positive 

perception and attitudes of academics towards female role models. 

The findings for administrative staff disclose high motivation levels for progression at career path, 

as well as high motivation levels taking part in the implementation of sustainability development 

goals at Arab International University. The integration of gender equality at university strategy is 

a crucial which requires development. Lack of awareness of the topic of gender equality and equity 

is significant area of development and investigation at Arab International University. Managing 

social and organisational resistance is a critical which raising awareness for gender equality at Arab 

International University.   The social and organisational environment are considered as major threat 

for project FREE.   

The findings for decision makers disclose that career satisfaction is an area of critical development, 

specifically for female decision makers which disclose lower levels of career satisfaction. Gender 

equality is not currently integrated at the university strategy. Strategic planning for gender equality, 

as well as developing gender equality as a framework to report sustainability impacts, and 

measurement of actions for gender equality are considered as critical areas of development and 

investigation.  

The findings for female students disclose adequate levels of motivation to pursue a career in 

academia, as well as interest in studying gender-oriented courses. Gender issues are not currently 

integrated at the faculty course offerings and curriculum.  Policies related to institutional support 

are areas of investigation. The findings disclose that stereotypes and social expectations exist as 

challenges which require examination.   

The findings present interesting results which are associated with capacity building, raising 

awareness and community engagement the scope of project FREE.  
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