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Abstract

The Problem.
The intentional preparation of future leaders for higher education remains a critical 
need today in institutions across the globe. Many colleges and universities are now 
seeking to design programs that develop the leadership skills of faculty, staff, and 
administrators, and because of the shortage of women in leadership positions, special 
efforts need to focus on the development of women. Yet guidance and assistance are 
required to do so effectively and efficiently.
The Solution.
The purpose of this final article is to highlight a few of the particularly important 
findings across all articles in this Special Issue, offer some overall implications for 
leadership development and the HRD field, and provide tables of sample leadership 
programs for women in higher education at the national, state, and institutional levels. 
The Stakeholders. 
This article provides researchers and practitioners in various fields of study with 
implications toward more effectively developing, evaluating, researching, and 
implementing leadership programs for women in higher education.

Keywords

women and leadership, higher education, women and learning, leadership programs
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114  Advances in Developing Human Resources 14(1)

The purpose of this Special Issue of Advances has been to (a) examine the topic of 
women and leadership development in higher educational contexts, (b) link theory, 
research, and practice together to assess the current state of leadership development 
programs for women in higher education, and (c) offer suggestions for future leadership 
development programs, strategies, and research. A primary goal has also been to pro-
vide researchers and practitioners in various fields of study with frameworks for devel-
oping, evaluating, and researching leadership programs for women in higher education, 
directly contributing toward HRD, leadership development, and higher education 
research and practice. To accomplish this goal, articles were written by authors who are 
currently directing and/or advising programs, centers, and/or initiatives focused on 
identifying and developing women for future higher education leadership. This collec-
tion of tales from the field can assist scholars and practitioners in continuing their work 
more effectively.

The purpose of this brief final article is to highlight a few of the particularly impor-
tant findings, offer some overall implications for HRD, and provide three tables of 
sample leadership programs for women in higher education at the national, state, and 
institutional levels. This information, as well as that outlined in each article, can help 
guide the work of HRD professionals in the thoughtful design of programs focused on 
preparing future generations of women leaders. In addition to identifying an array of 
helpful literature on topics related to dimensions of leadership development program-
ming, a careful review of the Issue articles reveals six particularly important findings 
and implications.

First, despite perceptions raised in the popular literature such as Rosin’s (2010) 
article in Atlantic Monthly titled “The End of Men” and comments from current 
college-age women who perceive that gender barriers are no longer a concern, each 
of the articles in this Special Issue documents the ongoing challenges women face in 
terms of both biases against women as leaders and internal biases that can prevent 
women from considering or seeking senior-level leadership. White’s (2012) summary 
of 2006 findings from a survey of HERS Institute alumni, for example, reported 
that the environment in which higher education leaders were functioning was more 
“demanding” and even more “hostile” than for earlier leaders and that “the impact 
for women was disproportionately negative” (p. 11). Thus, it is clear that leadership 
development programming is now more important than ever before.

Second, given the wide array of needs and leadership development program possi-
bilities, senior campus leaders and HRD professionals should work together to specify 
the areas of greatest need and related programmatic priorities. The President and 
Provost’s Leadership Institute at The Ohio State University, for example, as described 
by Hornsby, Morrow-Jones, and Ballam (2012), was designed as a “quasi-succession 
planning program” for academic leadership that targets tenure-track and clinical-track 
faculty (p. 7). Similarly, the New Zealand Women in Leadership program (Harris & 
Leberman, 2012) was designed to target women in upper-middle staff and faculty posi-
tions with the goal of placing more women in senior leadership roles. The HERS Board 
clarified the mission and priorities curriculum of the HERS Institutes in setting strategic 
directions for 2006-2010 through four recommendations:
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Madsen et al. 115

• Focus on external relationships and connections between campuses and their 
communities

• Increase instruction related to financial analysis and budgeting strategies
• Encourage “risk-taking” as part of career and professional development
• Provide explicit gender analysis of academic politics and challenges women 

leaders face in this culture (White, 2012, p. 11).

Various articles in this Special Issue cite an array of programmatic objectives, 
ranging from identifying and preparing students for future leadership roles (e.g., the 
“WILD” pilot program for undergraduate students at the University of Minnesota, 
described by Bonebright, Lonnquist, & Cottledge, 2012), to work with early and mid-
career staff and faculty (e.g., residential programs for academic women and “general 
staff” in New Zealand’s universities, as described by Harris & Leberman, 2012), to 
alumni networks (e.g., “Women’s Advanced Leadership Institutes” offered to alum-
nae of entry-level leadership development programs, as described by Longman & 
Lafreniere, 2012). The strongest programs appear to be carefully targeted with support 
from the highest levels of leadership for specific program objectives. Other effective 
practices include building strong collaboration with multiple institutional units, 
including human resources, as well as focusing on strengthening leadership at both the 
individual and institutional level.

Third, while the importance of leadership development programming for both men 
and women is clear, several articles emphasize the beneficial impact of women-only 
opportunities (e.g., the women-only “safe spaces” found to be beneficial in programming 
offered through the University of Minnesota’s Women’s Center (Bonebright et al., 2012) 
and the benefit of “getting to know other women through the WLDI” being identified as 
“the single most beneficial impact of programming within faith-based institutions” 
(Longman & Lafreniere, 2012, p. 45). In fact, the motivators and discouragers of indi-
viduals considering future leadership roles appear to differ between men and women. 
White’s (2012) discussion of research used to redesign the HERS curriculum identified 
former Wellesley Institute participants as being “reluctant” to advance to senior posi-
tions (p. 9); similarly, research has documented that women in the United States typi-
cally are not oriented toward self-promotion (Budworth & Mann, 2010). The curriculum 
for leadership development programming may therefore need to be tailored to address 
such differences, including sessions oriented toward self-confidence, career planning, life 
balance issues, academic politics, and challenges faced by women leaders.

Fourth, the benefits of professional networks both within and beyond one’s institu-
tion were emphasized in several articles. For example, the Office of Women in Higher 
Education (OWHE), operating under the auspices of the American Council on 
Education for the past 38 years, has been committed to the IDEALS (i.e., identifying, 
developing, encouraging, advancing, linking, and supporting) of assisting women to 
succeed in higher education leadership (Baltodano, Carlson, Jackson, & Mitchell, 
2012). Evaluations of programming by OWHE’s state-based volunteer groups docu-
ment the importance of female role models, mentoring, and networking with other 
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116  Advances in Developing Human Resources 14(1)

women. By the same token, the New Zealand Women in Leadership Program partici-
pants identified networking among participants and presenters and the “instrumental” 
value of both national and institutional contacts as being key elements of the program’s 
success (Harris & Leberman, 2012). This emphasis is validated in the literature by 
Vinnicombe and Singh (2003), whose research concluded that women-only leadership 
training was essential for participants to develop both a stronger sense of self and the 
beneficial relationships that are important to leadership effectiveness. In addition, 
Hopkins, O’Neil, Passarelli, and Bilimoria (2008) have emphasized the value of estab-
lishing professional networks with other women.

Fifth, higher education is currently facing a daunting array of challenges (Hacker & 
Dreifus, 2010; Kezar, 2009; Zemsky, 2009), with the complexity of issues facing edu-
cational leaders increasing exponentially. If leadership development programming is 
to be relevant to the needs of today’s emerging leaders, both the curriculum and the 
pedagogical approaches used to equip future leaders require regular scrutiny and a 
willingness to embrace modifications. For example, when HERS Institute participants 
expressed dissatisfaction with being considered “relatively passive recipients” of 
material presented by senior leaders, steps were taken to facilitate more shared learn-
ing between the expertise of both leaders and participants (White, 2012). Likewise, 
articles describing both the HERS program and the University of Minnesota Women’s 
Center (Bonebright et al., 2012) identified ways in which the content of various pro-
grams had been modified to address current challenges facing higher education such 
as the use of technology, diversity, and issues related to affordability, financing, fund-
raising, and budgeting.

Sixth, ongoing research related to effective leadership and leadership development 
programming is needed, as is careful evaluation of existing programs. Examples of 
various evaluation techniques are reflected in the articles in this Issue of Advances. 
The description by Harris and Leberman (2012) of the New Zealand Women in 
Leadership Program emphasizes the distinction made by Riggio (2008) that leadership 
development efforts are often evaluated by reaction criteria (participants’ perceptions 
of what they learned) but that measuring based on learning criteria and behavioral 
criteria offer more substantial evaluation, as does evaluation based on results criteria. 
Even when time-tested models for leadership development programming are adopted 
or adapted for institutional use, carefully designed evaluation is an important aspect of 
effective programming.

Compilation of Sample Leadership Programs
Tables 1, 2, and 3 compile information (i.e., programs, sponsors, audiences, and web-
sites) on a variety of leadership development programs designed for female staff, fac-
ulty, and/or administrators at colleges and universities. These tables provide a unique 
contribution by bringing together potential resources for scholars and practitioners in 
HRD, higher education, and leadership development who are seeking to assist more 
women in postsecondary settings prepare for and then move into positions of greater 
influence. The online search included combinations of the following keywords: female, 
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Madsen et al. 117

Table 1. Sample International or National Leadership Development Programs for Women in 
Higher Education

Sponsor Program Audience Website

American 
Association 
for Women in 
Community 
Colleges

National Institute 
for Leadership 
Development 
(NILD)

Women leaders in 
community, junior, 
and technical 
colleges

http://www.aawccnatl.
org/

American 
Council on 
Education

Office of Women in 
Higher Education 
(OWHE)

Women seeking 
leadership positions 
in higher education

http://www.acenet.
edu/AM/Template.
cfm?Section 
=OWHE

Association of 
American 
Medical 
Colleges

Mid-Career Women 
Faculty Professional 
Development 
Seminar

Women, primarily 
associate professors, 
professors selected 
on case-by-case basis

https://www.aamc.org/
members/gwims/
profdev/

Association of 
American 
Medical 
Colleges

Early Career Women 
Faculty Professional 
Development 
Seminar

Women, primarily 
assistant professors, 
instructors selected 
on case-by-case basis

https://www.aamc.org/
members/gwims/
profdev/

Association of 
College Unions 
International 
(ACUI)

Women’s Leadership 
Institute

Women seeking to 
become senior 
leaders in higher 
education

http://www.acui.
org/programs/
professional/program.
aspx?id=12627

Cambridge 
University

Women@CL Women in computing 
research seeking 
to advance in 
computing and 
academic leadership

http://www.cl.cam.ac.uk/
women/intro/

Coastline 
Community 
College

Kaleidoscope 
Leadership Institute

Women of color in 
higher education

http://www.coastline.
edu/divisions/president/
kaleidoscope/page.
cfm?LinkID=562

Council for 
Christian 
Colleges & 
Universities

Women’s Leadership 
Development 
Institute

Women in higher 
education with 
potential for 
future senior-level 
leadership

http://www.cccu.
org/professional_
development/
leadership_and_
institutes

Drexel 
University 
College of 
Medicine

Hedwig van 
Ameringen 
Executive 
Leadership in 
Academic Medicine 
Program for 
Women (ELAM)

Senior women faculty http://www.drexelmed.
edu/Home/
OtherPrograms/
Executive Leadershipin 
Academic Medicine.
aspx

(continued)
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118  Advances in Developing Human Resources 14(1)

Sponsor Program Audience Website

Foundation for 
Independent 
Higher 
Education

Collegiate Women of 
Color Leadership 
Development 
Institute

Collegiate women of 
color who would 
like to pursue and 
achieve executive-
level leadership 
positions

http://www.fihe.org/
woc.html

Higher Education 
Resource 
Services 
(HERS)

HERS South Africa Professional 
development 
programs for 
academic and 
administrative 
women in South 
Africa

http://www.hers-sa.org.
za/

Higher Education 
Resource 
Services 
(HERS)

HERS Women faculty 
or university 
administrators who 
indicate a potential 
for advancement 
in higher education 
administration

http://www.hersnet.org/
index.asp

Kabul Education 
University

ILA Women 
Committee

Afghanistan women 
faculty

http://hep.glp.net/
ilawomencommittee

NASPA 
Foundation 
(Student Affairs 
Administrators 
in Higher 
Education)

Center for Women Women in student 
affairs

http://www.naspa.org/
divctr/women/default.
cfm

National 
Association 
of Collegiate 
Women 
Athletic 
Administrators 
(NACWAA)

NACWAA Institute 
for Administration 
Advancement (IAA)

Women in 
intercollegiate 
athletic 
administration

http://www.nacwaa.
org/leadership-
education/institutes/
administrative-
advancement

National Hispana 
Leadership 
Institute and 
numerous 
corporate 
sponsors

National Hispana 
Leadership Institute

Participants who are 
diverse, talented, 
and accomplished; 
this program is for 
women who are 
ready for profound 
changes in their 
personal and 
professional lives

http://www.nhli.org

Table 1. (continued)

(continued)
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Madsen et al. 119

Sponsor Program Audience Website

National Science 
Foundation

ADVANCE: For the 
Advancement of 
Women in Science 
and Engineering 
Careers

Women faculty 
interested in 
advancing their 
careers by 
becoming academic 
administrators or 
assuming some role 
of scholarly scientific 
leadership in the 
national community

http://www.portal.
advance.vt.edu/
index.php/categories/
initiatives/leadership-
development

University 
of Arizona 
College of 
Medicine

Women in Academic 
Medicine

Women faculty http://www.facultyaffairs.
med.arizona.edu/wam/
WAM.cfm

Virginia 
Commonwealth 
University

The Grace E. Harris 
Leadership Institute

Women in higher 
education, faith, 
and community 
organizations

http://www.pubapps.
vcu.edu/gehli/
higherground.html

Table 1. (continued)

higher education, career development, professional development, leadership develop-
ment, faculty advancement, senior leadership, future leadership pipeline, female STEM 
research, and specific names of institutions, regions, and/or countries. We looked 
specifically at websites that demonstrated that the program or effort was sustained and 
not simply a conference or short-term contact such as a lunch network. For some 
countries outside the United States (particularly Canada, England, and France),  
we looked at larger institutions by name; this approach was used for prestigious/ 
well-known U.S. institutions as well.

The majority of programs cited are offered by associations or individual institutions 
in North America. In this research process, programs outside the United States were 
the most difficult to locate, perhaps given language differences in countries where 
English is not the first language. Language may have also been a factor for English-
speaking countries in which terminology, definition, and usage even of the term lead-
ership may vary from the common American usage. For example, the majority of 
non-U.S. programs were broader in scope than our search parameters, focusing on 
more general issues (e.g., gender equity, political empowerment, education especially 
of female children, and poverty) and less on actual leadership development. In addi-
tion, the strength of the unions in certain cultural contexts appeared to be a contribut-
ing factor, as the existence of the union seemed to preclude a need for additional 
leadership development training specific to women.

In the United States, the proliferation of regional and state leadership development 
programs for women has benefitted from the success of programs offered through the 
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Table 2. Sample State or Regional Leadership Development Programs for Women in Higher 
Education

Sponsor Program Audience Website

American 
Council on 
Education

OWHE statewide and 
regional programs

Women seeking leadership 
positions in higher 
education

http://www.acenet.
edu/Content/
NavigationMenu/
ProgramsServices/
OWHE/
ACENetwork/
TheACE 
Network.htm

 Alaska Women in 
Higher Education

Women administrators, 
faculty, and staff, 
particularly women from 
diverse backgrounds, from 
colleges and universities 
across the state seeking 
professional advancement 
within higher education

http://www.uaa.
alaska.edu/cafe/
women/index.cfm

 Arizona Women in 
Higher Education

Women leaders in higher 
education seeking to 
advance within their 
careers

http://www.nau.edu/
awhe

 Arkansas Council for 
Women in Higher 
Education

Female faculty, staff, and 
students committed to 
encouraging and supporting 
women within higher 
education

http://www.acwhe.
org

 ACE Network 
Southern California

Mid- and senior-level 
women administrators and 
presidents

http://www.csusm.
edu/owhe

 Colorado Network 
of Women 
Leaders: Academic 
Management Institute

Women seeking to advance 
in leadership positions 
within higher education

http://www.
ami4women.org/

 Connecticut Women 
of Higher Education 
Network

Women ready to advance 
into senior-level positions

http://www.wcsu.
edu/ctwhe/

 ACE Network Office 
of Women in Higher 
Education: Delaware 
Chapter

Women seeking to advance 
in leadership positions 
within higher education

http://www.ace-
delnet.org

 Women 
Administrators in 
Higher Education: 
Washington, D.C.

Women professionals from 
national higher education 
associations and D.C. 
metropolitan area colleges 
and universities

http://www.
waheweb.info

(continued)
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Sponsor Program Audience Website

 Florida Office of 
Women in Higher 
Education

Women working in higher 
education settings

http://www.stu.edu/
Florida Officeof 
Women in Higher 
Education/
tabid/1254/
Default.aspx

 Georgia Association 
for Women in Higher 
Education

Professional women 
educators seeking to 
further develop their 
career

http://www.gawhe.
org

 Women Leaders in 
Higher Education: 
ACE Hawaii State 
Chapter

Women seeking to advance 
in academic leadership 
positions within higher 
education

http://www.manoa.
hawaii.edu/wlhe

 Hawai’i Island Chapter: 
ACE Office of 
Women in Higher 
Education

Women seeking to advance 
in leadership positions 
within higher education

http://library.uhh.
hawaii.edu/owhe/
owhe.htm

 Women in Higher 
Education 
Roundtable: 
Northern Idaho

Women ready to advance 
into senior-level positions

http://www.lcsc.edu/
northwestwomen/
index.htm

 Illinois Network for 
Women in Higher 
Education

Female students, staff, 
and faculty intending to 
advance their professional 
careers in academics and 
administration

http://www.inwhe.
org

 Iowa Network for 
Women in Higher 
Education

Women leaders in higher 
education

www.iowawhe.org

 Massachusetts 
Network of Women 
Leaders in Higher 
Education

Women seeking to advance 
in leadership positions 
within higher education

http://www.
maacenetwork.
org/

 Michigan ACE 
Network for Women 
Leaders in Higher 
Education

Women seeking to advance 
in leadership positions 
within higher education

http://www.
miacenetwork.
org/

 Minnesota ACE 
Network

Women in or aspiring to 
leadership positions within 
higher education

http://www. 
minnesotaace 
network.org/

 Women in Higher 
Education: Mississippi 
Network

Women in or aspiring to 
leadership positions within 
higher education

http://www.mgccc.
edu/whemn/

Table 2. (continued)

(continued)
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Sponsor Program Audience Website

 The Missouri ACE 
Network

Women seeking to advance 
in leadership positions 
within higher education

http://www. 
moacenet 
.org/

 New Hampshire 
Women in Higher 
Education Leadership

Women in or aspiring to 
leadership positions within 
higher education

http://www.nhwhel.
org/

 New Jersey Women in 
Higher Education

New Jersey faculty and staff 
seeking to advance their 
careers

http://www.
njacenet.org/

 New York State 
Network

Female administrators and 
faculty seeking to advance 
in their careers

http://www.
nyacenet.org/

 NCWANCHE: North 
Carolina

Women seeking to advance 
in leadership positions 
within higher education

http://www.
ncwanche.org/

 ACE North Dakota 
Women in Higher 
Education Network

Female administrators and 
faculty seeking to advance 
in their careers

http://www.ndsu.
edu/diversity/
diversityatndsu/
resources%20
for%20women/
NDACE/

 ACE Ohio Women’s 
Network

Women seeking to advance 
in leadership positions 
within higher education

https://
aceohiowomen.
org/

 Oklahoma Women in 
Higher Education

Women seeking to advance 
in leadership positions 
within higher education

http://www.
okhighered.org/
okwhe/

 Oregon Women in 
Higher Education

Women seeking to advance 
in leadership positions 
within higher education

http://www.
owhenet.jigsy.
com/

 The Pennsylvania ACE 
Network

Women seeking to advance 
in leadership positions 
within higher education

http://gargoyle.
arcadia.edu/us/
ace/

 Rhode Island Women 
of Higher Education

Women leaders seeking to 
advance in their careers

http://www.riwhe.
org/

 South Carolina 
Women in Higher 
Education

Women seeking to advance 
in leadership positions 
within higher education

http://www.scwhe.
org/

 Women in Higher 
Education in 
Tennessee

Women in higher education 
who want to engage in 
cultivating their personal 
and professional potential

http://www.whettn.
org/

Table 2. (continued)

(continued)
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Sponsor Program Audience Website

 Texas Women in 
Higher Education

Texas women leaders 
seeking to advance in their 
careers

http://www.twhe.
org/

 Utah Women in Higher 
Education Network

Mid- and senior-level women 
leaders

http://www.uwhen.
org/

 Vermont Women in 
Higher Education

Vermont women at all 
professional levels seeking 
to advance in their careers

http://www.vwhe.
org/

 The Virginia Network 
for Women in Higher 
Education

Women leaders seeking to 
advance in their careers

http://www.ace.
prov.vt.edu/

 Wisconsin Women in 
Higher Education 
Leadership, Inc.

Women leaders seeking to 
advance in their careers

http://www.wwhel.
org/

 States with networks 
but no websites

Alabama, Northern 
California, Southern Idaho, 
Indiana, Kansas, Kentucky, 
Louisiana, Maine, Maryland, 
Montana, Nebraska, New 
Mexico, Puerto Rico, South 
Dakota, Washington–
Eastern, Washington–
Western, West Virginia, 
Wyoming

http://www.acenet.
edu/Content/
NavigationMenu/
ProgramsServices/
OWHE/
ACENetwork/
contacts.htm 
(link to list of 
states and state 
coordinators)

American 
Association 
for 
Women in 
Community 
Colleges 
(AAWCC)

NILD statewide and 
regional programs

Women leaders in 
community, junior, and 
technical colleges

http://www.
aawccnatl.
org/index.
php?option=com_
content&view=a
rticle&id=48&Ite
mid=90

 AAWCC Rocky 
Mountain Chapter–
Colorado

Women leaders at 
community, junior, and 
technical colleges in 
Colorado

http://www.aims.
edu/rocky_
mountain_aawcc/

 AAWCC Valencia 
Chapter–Florida

Female students, staff, and 
faculty at community, 
junior, and technical 
colleges in Florida

http://
valenciacollege.
edu/aawcc/

 AAWCC at College of 
DuPage–Illinois

Female students, staff, and 
faculty at community, 
junior, and technical 
colleges in Illinois

http://www.cod.
edu/dept/aawcc/

Table 2. (continued)

(continued)
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Sponsor Program Audience Website

 AAWCC at Parkland 
College–Champaign

Female students, staff, and 
faculty at community, 
junior, and technical 
colleges in Illinois

http://www2.
parkland.edu/
aawcc/

 AAWCC at St. 
Louis Community 
College–Missouri

Female faculty and staff from 
administrative levels seeking 
to advance in their careers

http://users.stlcc.
edu/college/
aawcc/index.html

 AAWCC–Monroe 
Community College 
Chapter, New York

Women leaders at community, 
junior, and technical colleges 
in New York

http://web.
monroecc.edu/
aawcc/

 AAWCC Oregon 
Chapter

Women leaders at 
community, junior, and 
technical colleges in Oregon

http://www.
aawccoregon.org/

 AAWCC–Rhode 
Island Chapter

Women leaders at community, 
junior, and technical colleges 
in Rhode Island

http://www.ccri.
edu/aawcc/

 Salt Lake Community 
College Chapter of 
the AAWCC

Women leaders at 
community, junior, and 
technical colleges in the 
Salt Lake City area

http://aawccslcc.
org/

Minnesota 
State 
University–
Mankato

Midwest Women’s 
Leadership Institute

Women in the Midwest 
interested in leadership 
development within HE

http://www.mnsu.
edu/mwli/

University of 
Cincinnati

Women’s Initiatives 
Network (WIN)

Women in higher education 
throughout the state of 
Ohio

http://www.uc.edu/
win.html

Xavier 
University, 
Northern 
Kentucky 
University, 
College Mt. 
St. Joseph, 
Cincinnati 
State 
Technical 
Community 
College, 
Miami 
University, 
and 
University 
of Cincinnati

Women’s Institute 
for Leadership 
Development 
(WILD)

Women faculty and 
administrator level 
employees

http://www.
xavier.edu/hr/
WILD-Womens-
Institute-for-
Leadership-
Development.cfm

Table 2. (continued)
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Table 3. Sample Institutional Leadership Development Programs for Women in Higher 
Education

Sponsor Program Audience Website

Case Western 
Reserve 
University

Flora Stone 
Mather Center 
for Women

Full-time staff and faculty 
at Case Western

http://www.case.
edu/provost/
centerforwomen/
index.html

Emory University President’s 
Commission on 
the Status of 
Women (PCSW)

Women across campus http://pcsw.emory.edu/
index.html

Loyola University 
Chicago

Gannon Center 
for Women 
and Leadership 
Faculty Fellows 
Program (BVM)

Full-time faculty across 
campus

http://www.luc.edu/
gannon/

Newcastle 
University

NU Women Women employed at 
Newcastle University

http://www.ncl.ac.uk/
diversity/info/gender/
nuwomen/index.php

Oxford Learning 
Institute

Springboard Women employed at 
Oxford

http://www.learning.
ox.ac.uk/support/
women/programmes/

Purdue University Susan Bulkeley 
Butler Center 
for Leadership 
Excellence

Women in Higher 
Education leadership at 
Purdue

http://www.purdue.
edu/discoverypark/
sbbcle/

Rutgers University 
Institute for 
Women’s 
Leadership

Women in Science, 
Engineering, and 
Mathematics 
(WISEM)

Female faculty, staff, and 
students at Rutgers in 
science, engineering, 
and mathematics

http://sciencewomen.
rutgers.edu/

The Ohio State 
University

The Women’s 
Place

Full-time staff and faculty 
at the institution

http://womensplace.
osu.edu/leadership-
programs.html

University of 
Albany

Institute for 
Research on 
Women (IROW)

Female faculty on campus 
interested in research, 
collaboration, and 
networking

http://www.albany.edu/
irow/index.html

University of 
Minnesota

Women’s 
Leadership 
Institute

Supervisory, management, 
and administrative 
leadership positions 
throughout the 
University

http://www1.umn.
edu/ohr/leadership/
womens/index.html

University of 
Missouri–
Columbia

Mizzou ADVANCE Women faculty at the 
institution in science, 
technology, engineering, 
and mathematics

http://mizzouadvance.
missouri.edu/

(continued)
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American Council on Education’s (ACE) Office of Women in Higher Education and 
the American Association for Women in Community Colleges (AAWCC). On college 
and university campuses, women’s leadership development programming was often 
the initiative of a provost or president, or a female leader on campus.

Although there were many robust leadership development programs that were more 
broadly oriented, we also found numerous less formal networks, resource-centers, and/
or conferences. The programs cited in the tables may offer models for other institutions 
and networks promoting greater diversity in the ranks of senior leadership across higher 
education.

Conclusion
The intentional preparation of future leaders for higher education remains a critical 
need, and “the extent to which higher education is underprepared for replacing a rap-
idly retiring leadership” is concerning (Fusch & Mrig, 2011, p. 7). In a recent higher 
education publication, Fusch and Mrig identified a lack of coordinated strategies for 
leadership development at most institutions and emphasized the importance of 
increased leadership development programming in higher education. In fact, institu-
tions across the globe are seeking to design programs that develop the leadership 
skills of female faculty, staff, and administrators; guidance and assistance are required 
to do so effectively and efficiently. We are confident that the program frameworks and 
models described in this Issue of Advances can be valuable for scholars who research 
women and leadership and can also be useful as institutions, regional networks, 
national associations, and other entities seek to create and/or customize leadership 
development programs for women in their own cultures and settings.

Declaration of Conflicting Interests

The author(s) declared no potential conflicts of interest with respect to the research, authorship, 
and/or publication of this article.

Sponsor Program Audience Website

University of 
North Carolina

BRIDGES Women on campus 
seeking to advance 
in higher education 
leadership

http://www.
fridaycenter.unc.edu/
pdep/bridges/index.
htm

University of 
Wisconsin–
Madison

Women in Science 
& Engineering 
Leadership 
Institute 
(WISELI)

Women faculty, chairs, 
and deans at the 
University in science, 
technology, engineering, 
and mathematics

http://wiseli.engr.wisc.
edu/about.php

Table 3. (continued)
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