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This policy brief, Beyond Equality: Unpacking the Need for Equity
in Women's Educational Leadership in the Maldives, explores
the systemic barriers that hinder women's advancement in
school leadership roles, with a particular focus on advocating
equity. In the Maldives, even though women comprise 72% of the
teaching workforce, they are underrepresented in leadership
positions, holding only 27% of top leadership roles (Maldives
Bureau of Statistics, 2024). Culturally rooted norms and biases,
as well as structural barriers, exacerbated by the geographical
challenges specific to the Maldives’ being an archipelago,
hinder women’s advancement into school leadership roles.

This brief highlights the role of school leadership in improving
student learning outcomes, illustrating the significant positive
difference that women leaders can make, as noted in the
international literature. Hence, the present brief underscores
the urgent need for the Maldivion education system to
move beyond equality to equity and provides tailored
recommendations to address systemic barriers that hinder
women'’s advancement to leadership.

Key policy recommendations include the introduction of
quotas to encourage women to assume leadership positions,
the establishment of vertical promotion systems to streamline
career progression and the introduction of incentives to
encourage women to take on leadership roles, particularly
in remote island schools. In addition, targeted research and
collaborative work with stakeholders are recommended to
better understand and address women's specific needs
in educational leadership positions. These interventions
are expected to establish a more inclusive and effective
educational leadership agenda in the Maldives, focused on
improving student learning outcomes.



1. INTRODUCTION

In the context of educational leadership policies in the
Maldives, it is essential to recognise that women require equity,
not merely equality. While equality emphasises providing the
same resources and opportunities to all individuals, equity
focuses on ensuring that women receive the specific support
and resources necessary to overcome societal and systemic
barriers that hinder their progress in attaining leadership roles.
Cultural norms and societal expectations in the Maldives
often marginalise women'’s voices in educational leadership,
resulting in a significant underrepresentation of women in
decision-making positions. By prioritising policy development,
the Maldives can create targeted initiatives that promote
women'’s participation in leadership while actively dismantling
the barriers that perpetuate gender disparities. This approach
will ensure that women are not merely included in leadership
roles but empowered to thrive and lead effectively, ultimately
contributing to a more inclusive and equitable educational
landscape for all students. This policy brief examines the
representation of women in school leadership in the Maldives
and recommends policy initiatives to promote equity and
increase women'’s representation in school leadership roles.

1.1 Country Context

The Maldives, an archipelago of 1192 islands, faces distinct
challenges in achieving gender equity, particularly in
educational leadership. Although the country claims a high
adult literacy rate of 98% and has made strides in women's
education, gender disparities persist in the labour market and

Figure 1. The Maldivian Education System
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leadership positions (Maldives Bureau of Statistics [MBS], 2024).
Women'’s labour force participation remains significantly lower
than that of men, and they hold only 32% of parliamentary
seats, highlighting their limited presence in decision-making
roles (Ministry of Gender, Family and Social Services, 2022).
These barriers extend to the education sector, where women
encounter societal and cultural obstacles in ascending to
leadership positions. Moreover, the geographical isolation of
rural and remote islands exacerbates disparities in access to
resources and opportunities for leadership development.

To move beyond equality and achieve equity in educational
leadership, systemic interventions are needed to address
the unique geographical, economic and cultural challenges
women face in the Maldives. Efforts such as the national Gender
Equality Action Plan (GEAP) 2022-2026 aim to improve gender
representation in leadership roles, targeting an increase of
women in managerial positions from 22.3% to 35% by 2026
(Ministry of Gender, Family and Social Services, 2022). Despite
these initiatives, however, women remain underrepresented at
the highest levels of leadership, particularly in schools.

Kindergarten to grade 10 education is compulsory and provided
free by the state. The structure of the school education system
encompasses the foundation stage, primary level (key stages
1 and 2), lower secondary level (key stage 3), secondary level
(key stage 4) and upper secondary level (key stage 5) as
presented in Figure 1.
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Geographic challenges sternming from the country’s dispersed
islands complicate equal access to quality education,
especially in remote islands where resources are limited,
leading to disparities in educational outcomes between urban
centres, like Malé, and smaller islands. According to the Ministry
of Education (MoE), in 2024, the Maldives’ 218 public schools
serve a student population of 80,930, supported by a total of
10,094 teachers (Haarr, 2025, p. 131). The student-teacher ratio
averages 10:1 but varies across the country, with ratios ranging
from 20:1 in Malé schools to 5:1in some remote island schools.

1.2 The Importance of School Leadership and
Women in the Role

Effective school leadership is crucial to fostering a positive
learning environment and ensuring student success (Day
et al, 2014). The international literature indicates that women
in school leadership roles have a significant impact on
educational outcomes through collaborative and participatory
approaches. According to the Global School Leaders’ (2024)
review of research on gender in school leadership, female
school leadership is positively associated with improved
educational outcomes for both boys and girls and tends to be
more collaborative, collegial and effective. Female principals
are often recognised for their compassionate engagement
with stakeholders, fostering positive school cultures and
improving academic and personal development (Abdallah
& Farhan, 2023). In regions such as Africa, female leaders
demonstrate greater collegiality and collaboration than their

male counterparts, suggesting a more effective leadership
style (Bush et al, 2022). These qualities enable women leaders
to drive systemic changes towards gender equity in education
(Porritt, 2021). Despite these advantages, women continue to
encounter substantial barriers to leadership positions, including
entrenched societal attitudes and organisational biases that
undermine their potential (Bush et al, 2022; Porritt, 2021).

The positive impacts of female leadership are evident across
various global contexts. For instance, studies reveal that female
leaders are associated with improved learning outcomes (D'sa
et al, 2023), enhanced management practices (Kovaleva
et al, 2023) and effective support for students with learning
difficulties (Coleman, 2009). Additionally, women in leadership
positions inspire increased academic participation among
girls, fostering a culture of equity and inclusion (Main et al,
2022). In New Zealand, collaborative leadership among female
principals empowers teachers and enhances professional
development, creating a positive school climate (Court, 2003).
Similarly, female principals in the United States implement
equity-focused reforms that lead to higher teacher retention
and improved student outcomes, particularly in urban schools
with large minority populations (Grissom et al, 2021). In Finland,
female leaders adopt a holistic approach that prioritises
student well-being alongside academic success, contributing
to the country’s exceptional educational performance (Aho et
al, 2006). These examples illustrate that women's leadership
advances educational quality and equity globally.



2.1 School Leadership Policies

The Education Act of the Maldives outlines the standards for and
responsibilities of school leaders, with policies developed by the
MOE to guide leadership roles (MoE, 2020). The Education Sector
Plan (ESP) 2019-2023 emphasises leadership development and
capacity-building for school leaders, including tenure-based
principal appointments and leadership pathways through
teacher registration and licensing (MoE & Ministry of Higher
Education, 2019). While these policies ensure merit-based
recruitment, they lack a specific focus on gender equity in
educational leadership. This general approach to leadership
development fails to recognise the unique barriers women
face, particularly in accessing higher-level leadership positions.

Societal norms and implicit biases often limit women’s
advancement to top leadership roles, and the absence
of targeted gender equity policies in the education sector
exacerbates these issues. GEAP 2022-2026 addresses
equitable representation in leadership but lacks concrete
strategies to tackle the cultural and structural barriers faced
by women. These gaps highlight the need for policies that go
beyond equality, ensuring not only equal opportunities but
also equitable support and resources for women aspiring to
leadership roles.

2.2 Pathways to School Leadership Roles

There are three distinct leadership roles in the Maldives’ school
education system. These are leading teacher, deputy principal
and school principal as described in Figure 2.

Unlike the positions of principal and deputy principal, which
are defined as job categories in the Maldives National Pay
Framework, the role of leading teacher is a responsibility
assigned to a teacher (Civil Service Commission, 2023). A
qualified teacher with two years of teaching experience may
compete for a position within a school and be appointed
as a leading teacher for a term of two years. In contrast, top
leadership positions (principals and deputy principals) are
publicly advertised and filled through an open, merit-based
selection process. To qualify for top leadership positions,
candidates must meet stringent educational and experience
requirements, with principals requiring a Level Nine qualification
from the Maldives National Qualifications Framework (MNQF)
and significant experience in both teaching and educational
management.

Leadership Roles in the Maldives’ School Education System

Deputy Principal

Every school has at least one
leading teacher. The number
increases according to student
population.

Leading teachers are assigned
as a two year tenure. They
work with teachers to improve
classroom teaching and
learning.

Only schools with over 500
students have this position, and
larger schools may have two
deputy principals.

Deputy principals work under
the principal.

Every school has a principal.

The principal is the head of the
school.




The Maldives has made notable strides over the years in
providing access to and completion of education, as well as
in women'’s representation across various levels of society.
Clear policies ensuring that women face no significant
discrimination in access to education, health care services or
employment have increased their participation in the workforce
tremendously over the past few decades. According to the MBS
(2024), 65% of civil servants are female, underscoring women's
active participation in the public service. However, this positive
trend of female representation declines at the leadership
and managerial levels, with only 22.6% of senior and middle
management positions in the Maldives being held by women
as of 2019 (World Bank, 2024).

Women remain significantly underrepresented in school
leadership roles in the Maldives. According to 2023 school
statistics, only 27% of school leaders are women, representing
only 58 of the 217 public schools in the country (MoE, 2024).
Over the past few years, however, the situation has reversed in
schools in urban centres. Urban regions present a different and
remarkable scenario, with a slightly higher number of female
school leaders, as shown in Table 1.

This trend is even more significant in the capital city, Malg,
where over 60% of public schools are led by women (see
Table 1). According to the results of the National Assessment of

Learning Outcomes conducted in the year 2024, the highest-
scoring region is also Malé (Quality Assurance Department &
MOoE, 2024). Therefore, it can be argued that school leaders in
Malé are demonstrating their ability to lead the most diverse
and challenging student populations, supporting findings in
the literature that women in school leadership may be better
than their male counterparts in their instructional leadership
roles (Hallinger et al, 2016).

In the country’s rural regions, accounting for more than two-
thirds of the nation’s schools, the data indicate that more than
70% of schools have male leaders. This significant imbalance
highlights a concerning underrepresentation of women in
school leadership, showing the pressing need for greater
gender equity within the education system.

Despite the underrepresentation of women in school leadership
roles, their presence in the teaching workforce has consistently
been significant. At the primary school level, the proportion of
qualified female teachers is greater than that of men, even in
rural and very remote islands. According to the MBS (2023),
schools across the Maldives employ a total of 10,615 teachers,
of which 72% are female and the remaining 28% are male (see
Figures 3 and 4).In Mallg, female teachers constitute 82.1% of the
total teacher population, compared to 68.8% in total schools.
Therefore, on average, 7 of every 10 teachers in the Maldives
are female.

School Leadership Statistics in the Maldives for 2019 and 2024 by Gender and Region

Whole country 213 168
78.87%

Urban centres 30 17
56.67%

Capital city 15 7
46.67%

45 217 159 58
2113% 73.27% 26.73%
13 31 14 17
43.33% 4516% 54.84%
8 19 7 12
53.33% 36.84% 63.16%



Figure 3. Percentage of Teachers in the Maldives from 2017 to 2023 by Gender
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4.1 Barriers and Constraints

The disparity between women in leadership roles and those
in teaching positions highlights a very significant gap and
demonstrates the level of underrepresentation of women in
leadership roles, despite policies enabling individuals with
proven records of effective teaching experience to pursue
leadership positions. Addressing this gap necessitates a
shift from mere equality measures to a focus on equity,
which acknowledges the additional support women need
to overcome systemic barriers. This includes ensuring that
leadership training programmes are accessible to women in
remote areas, challenging societal norms that limit women'’s
professional advancement and enacting policies that enable
women to progress to top leadership roles in education. Without
these targeted efforts, women’s full potential in educational
leadership in the Maldives will remain unrealised.

Although policy provisions in the Maldives focus on establishing
equality, women face systemic barriers that hinder their
leadership potential, mirroring challenges observed globally.
While women may attain leadership positions, traditional
gender roles often limit their effectiveness, underscoring the
importance of moving beyond equality to achieve true equity.
In addition to women’s biological functions, such as childbirth
and feeding, cultural expectations that bind women to family
responsibilities present a daunting challenge for them in
advancing to leadership positions (Asian Development Bank,
2007). Given that school leadership is a highly demanding job
requiring long hours of work, it is necessary to establish systemic
provisions that encourage women to take up these positions
while also attending to their familial responsibilities. According
to research by Latura (2020) that explored gender equality
issues in private sector leadership, employer-supported on-
site childcare promotes more work hours for women.

Another contextual barrier inherent in the Maldives is the
country’s geography as an archipelago of islands separated
by the sea, which consistently challenges the MoE's efforts
to employ and retain leaders in remote island schools. In
this context, female leaders face additional obstacles to
assuming these positions due to the lack of policy provisions
that establish support systems for them and their families.
Therefore, achieving equity in women's leadership in the

Maldives necessitates addressing the intersection of social
norms, policy gaps and logistical challenges posed by the
country’s unique geography.

The merit-based open competitive process for recruitment
can also be considered a systemic barrier for aspiring
women leaders, as it may not account for implicit biases or
the additional societal burdens women often shoulder, such
as family care responsibilities. These factors can limit their
capacity to pursue advanced qualifications or leadership
opportunities. The lack of a vertical promotion system enabling
leading teachers to climb the ladder to top management is
another factor contributing to the underrepresentation of
women in school leadership.

4.2 Enablers for Women in School Leadership

The Maldives has signed a number of conventions and
instruments addressing gender the
Convention on the Elimination of All Forms of Discrimination
(CEDAW) in 1993 and the CEDAW Optional Protocol in 2006. The
Maldives is also committed to the achievement of the SDGs
by 2030, including SDG 4 Quality Education and SDG 5 Gender
Equality, which together directly align with efforts to address
gender equity in school leadership.

equality, including

Similarly, the Maldivian Constitution upholds the principles of
the abovementioned conventions. Under the Constitution of the
Republic of Maldives (ratified in 2008), all persons, regardless of
gender, are guaranteed the same rights and freedoms without
discrimination. The government’s policy directions also follow
these principles of equality for all. Women in the Maldives
operate without the secondary burdens of class, caste, race or
gender. Men and women socialise freely, can expect equal pay
and equal access to education and live to about the same age.
There is no detectable gender preference for male children or
parental bias in nutrition or education.

The country’s policies also promote women-friendly conditions
of employment and women's participation in cooperative
societies. Act (No. 2/2008) prohibits
discrimination on the basis of sex, marital status or family
obligations. It also provides 60 days of paid maternity leave,
three days of paid paternity leave for childbirth, two 30-minute

The Employment



breastfeeding breaks per day and an optional one-year unpaid
leave for employees.

Another important and recently established systemic
provision to encourage women leadership in the Maldives
is the Decentralisation Act of the Maldives, which introduces
a 33% quota for women in local councils to enhance their
participation in decision-making. According to a survey
conducted by the Local Government Authority and the United
Nations Development Programme Maldives (2024), the
quota is viewed as an effective step for enhancing women's
participation in governance and decision-making. In the
survey, 79.4% of participants reported that this change brought
a positive community impact. This systemic provision is also
likely to impact school leadership positively, as the literature
indicates that female school leaders are as or more effective
than male leaders in many cases.

Another enabler is the National Gender Equality Policy and
Framework for Operationalisation, which envisions a society
wherein both “women and men are able to realise their full
potential and participate in and benefit from democracy and
development both in public and private life” (Government
of the Maldives, 2009, p. 3). Moreover, the government and
the democratic system have allowed the formation of
nongovernmental and community-based organisations that
view national and atoll- or island-level issues with a critical eye
and conduct various programmes and projects to address
gender issues, enhance awareness and build capacity and
skills to empower women in the society.

The Maldives has made significant strides in ensuring equality
through conventions, constitutional provisions and policies.
Now is the time to focus on equity, bringing systemic changes
that address the specific needs of women, encouraging them
to step into leadership roles in schools.




The recommended policy initiatives described below aim to
encourage and improve women’s representation in school
leadership positions.

5.1 Introducing Quotas for School Leadership

O'Neil et al. (2015) reviewed the evidence on support for women
and girls’ leadership and found that introducing quotas has
succeeded in increasing women’s access to leadership
positions. In the Maldives, therefore, where principalship
requires substantial experience in teaching and educational
management and, at a minimum, a diploma in leadership,
introducing a quota canincrease the number of women leaders.
Despite women comprising over 72% of the teaching workforce
and having the same qualifications as their male counterparts,
they rarely advance to leadership roles. This disparity may be
influenced by societal expectations and traditional gender
roles, with men being perceived as more dominant. Quotas
can bridge this gap by ensuring both substantive and
descriptive representation of women in leadership positions.
According to Rohini and Deanna (2012), quotas can also create
positive externalities by inspiring potential women leaders
through female role models. Mandated women leaders can
demonstrate the benefits of being leaders, encouraging other
women to pursue leadership roles and helping them overcome
internalised stereotypes.

5.2 Establishing a Vertical Promotion System

As mentioned previously, the Maldives’" school education
system offers three different leadership roles: leading teachers,
deputy principals and principals. While the role of leading
teachers is internally assigned and provides some scope
for career progression within the school, it is not linked to a
more formalised and competitive recruitment process for top
leadership positions. This lack of a vertical promotion system,
whereby leading teachers or deputy principals could ascend
through the ranks in their schools, constitutes an additional
barrier to those seeking advancement, particularly women
who may already face societal and structural challenges in
pursuing leadership roles. Therefore, implementing a vertical
promotion system would not only streamline the leadership
progression but also provide women with greater opportunities
for career growth, fostering gender equity in school leadership.

5.3 Incentivising Relocation

The problem of women’s underrepresentation in school
leadership is most significant in the rural islands, where over
70% of leadership positions are held by men. As in other
countries across the globe, it is not easy to relocate people to
rural areas. Although there is limited literature that examines
how school leadership can be made more attractive to
women in rural regions, there is evidence that suggests that
other jobs, such as teaching, can be made more attractive
in rural regions through the provision of incentives (Naylor et
al, 2019). Therefore, policy provisions that incentivise female
leaders to relocate to island schools and assume leadership
positions—such as monetary incentives, career guarantees
for accompanying spouses and/or housing and childcare
support—could mitigate the challenges women face in taking
on leadership roles, particularly in the islands.



6.1 Research Gaps and Recommendations for
Future Research

Women often lack the opportunity to express their opinions in
male-dominated organisations (Waheeda & Nishan, 2018). As a
result, the challenges faced by women are often not addressed
in their policies. Therefore, further research is crucial to listen
to women'’s voices regarding their demands and preferences,
and to gain a better understanding of the underrepresentation
of women in school leadership.

Research on school leadership is limited in the context of the
Maldives, and the effectiveness of female and male leaders in
the country’s schools is unknown. Hence, comparative research
on the effectiveness of women’s and men'’s leadership could
contribute to eliminating stereotypical perspectives on
women'’s leadership.

The data on school leadership clearly reveal that more
challenging, diverse schools in urban areas are run by women
leaders, demonstrating women'’s potential leadership skills.
However, research is limited on why school leadership is
unattractive to women in rural areas but attractive to those in
urban schools. Hence, research is recommended in this area to
obtain deeper insights into the obstacles women face and the
reasons for their not assuming leadership roles in the Maldives'’
rural islands.

6.2 Outreach and Engagement

Collaborative efforts should be encouraged between
the government and funding agencies to allocate more
gender-responsive  financing to implement leadership
development programmes that nurture women's skills and
confidence, enabling them to assume leadership roles with
competence and authority. The government could craft and
advance gender-responsive policies with the collaboration
of government bodies’ community organisations, women’s
groups and nongovernmental organisations. This would
include conducting focus group discussions and promoting
awareness to acknowledge women's preferences and needs,
as well as advocating for and implementing policies that
provide affordable childcare facilities, support flexible working
arrangements and ensure equal pay for equal work.




Abdallah, A. K, & Farhan, A. F. (2023). Breaking barriers
and empowering women leaders to drive school
improvement. In Restructuring Leadership for School
Improvement and Reform (pp. 399-419). IGI Global.
https://doi.org/10.4018/978-1-6684-7818-9.ch020

Aho, E, Pitkanen, K, & Sahlberg, P. (2008). Policy development
and reform principles of basic and secondary education
in Finland since 1968 (Education Working Paper Series,
2). The World Bank. https://documentsl.worldbank.org/
curated/en/124381468038093074/pdf/368710FIOEducale
sOMay0200601PUBLICL.pdf

Asian Development Bank. (2007). Maldives. Gender and
development assessment.

Asian Development Bank. (2014). Maldives. Gender equality
diagnostic of selected sectors.

Bandi, R. P. (2017). Leadership role for women: A national survey
on gender diversity in Maldives. https://doi.org/1013140/
rg.2.2.26106.08643

Bush, T, Kirez, J, Ashford, R, & Glover, D. (2022). School leadership
and gender in Africa: A systematic overview. Research in
Educational Administration and Leadership, 7(4), 680
712. https://doi.org/10.30828/real159040.

Civil Service Commission. (2023, March 12). szr% e&<r-%" e %"
SRS Y (a=273) (N0.120323). Republic of Maldives.

Coleman, M. (2009). The role of women in educational
leadership. Journal of Educational Administration, 47(4),
453-470.

Court, M. (2003). Towards democratic leadership. Co-
principal initiatives.  International  Journal of
Leadership in  Education, 6(2), 161-183. https://doi.
org/10.1080/13603120304823

Day, C, Sammons, P, & Gorgen, K. (2014). Successful school
leadership. Education Development Trust.

D'sa, R, Al Rahbi, S, Al Harthy, R, Al Hagar, H, & Thilaga, S. (2023).
A study on effects of glass ceiling on women career
development in academia with special reference to HEI's
in Ibra. Open Journal of Social Sciences, TI(1), 232-242.
https://doi.org/10.4236/jss.2023.111018

Global School Leaders. (2024). Evidence review 2024: A review
of research on gender in school leadership. https://drive.
google.com/file/d/1BSIBNKmMh_IyTfbhZtioel0e93ysGahEr/
view

Government of the Maldives. (2008). Employment act
(unofficial translation available at www.agoffice.gov.mv/
pdf/employmentct.pdf).

Government of the Maldives. (2009). National gender equality
policy and framework for operationalisation.

Grissom, J. A, Egalite, A. J, & Lindsay, C. A. (2021). How principals
affect students and schools. Wallace Foundation, 2(1),
3041 https:/ /wallacefoundation.org/sites/default/
files/2023-09/How-Principals-Affect-Students-and-
Schools.pdf

Haarr, R. (2025). Situation Analysis of Children and Adolescents
in the Republic of Maldives. UNICEF Maldives. https://
www.unicef.org/maldives/media/4836/file/UNICEF%20
Maldives%20-%20Situation%20Analysis%200f%20
Children%20and%20Adolescents%20in%20Maldives%20
-%202025 pdf pdf

Hallinger, P, Dongyu, L, & Wang, W. C. (2016). Gender differences
in instructional leadership: A meta-analytic review of
studies using the principal instructional management
rating scale. Educational Administration Quarterly, 52(4),
567-601. https://doi.org/10.1177/0013161X16638430

Kovaleva, M, Kozhevnikov, V, & Kolesnikov, V. (2023). Leadership
and management in education: Contemporary issues
and perspectives. International Journal of Educational
Management, 37(1), 45-60.

Latura, A. S. (2020). Gender equality in private sector leadership:
Employers, childcare, professional
advancement. https://scholarharvard.edu/files/
audreylatura/files/online _- _gender_equality_in_

and women'’s

private_sector_leadership_2020_sep.pdf

Main, J. B, Wang, Y, & Tan, L. (2022). Preparing industry leaders:
The role of doctoral education and early career
management training in the leadership trajectories of
women STEM PhDs. Research in Higher Education, 63(3),
400-424. https://doi.org/10.10071162-021-09655-7


https://doi.org/10.13140/rg.2.2.26106.08643
https://doi.org/10.13140/rg.2.2.26106.08643
https://doi.org/10.13140/rg.2.2.26106.08643

Maldives Bureau of Statistics [MBS]. (2023). Statistical
pocketbook of Maldives 2023. Ministry of Housing, Land &
Urban Development.

Maldives Bureau of Statistics [MBS]. (2024). Statistical
pocketbook of Maldives 2024. Ministry of Housing, Land &
Urban Development.

Maldives National University. (2014). Mangroves for the future
(The Maldives Governance Assessment Review Report).

Ministry of Education [MoE] . (2020). Education Act. Republic
of Maldives. https://ied.gov.mv/en/documents/file/

education-act-2020-functional-translation-in-english

Ministry of Education [MoE]. (2023, July 25). 5" <srtoixy>°

3" 5 5% 5557 (No. 2023 /R-137). Republic of Maldives.
Government Gazette, 52(180). https://gazette.gov.mv/
gazette/6835

Ministry of Education [MoE]. (2024). 2023/2024 School Statistics.
Republic of Maldives. https://education.gov.mv/storage/
files/statistics/1760857367051-2023-2024%20School%20
Statistics.pdf

Ministry of Education [MoE] & Ministry of Higher Education.
(2019, April). Maldives Education Sector Plan 2019-
2023. Republic of Maldives. https.//ied.gov.mv/storage/
uploads/6eY33WY3/rmdxipv6.pdf

Ministry of Gender, Family and Social Services. (2022). National
Gender Equality Action Plan (GEAP) 2022-2026. Republic
of Maldives. https://gendergov.mv/en/wp-content/
uploads/sites/1/2022/03/GEAPFinal.pdf

Naylor, R, Jones, C, & Boateng, P. (2019). Strengthening
the education workforce. Background paper for
transforming the education workforce: Learning teams
for a learning generation. Education Commission.
https://educationcommission.org/wp-content/
uploads/2020/02/strengthening-the-education-
workforce.pdf

O'Neil, T, Plank, G, & Domingo, P. (2015). Support to women and
girls’leadership: A rapid review of the evidence. Overseas
Development Institute. https://odi.org/en/publications/
support-to-women-and-girls-leadership-a-rapid-
review-of-the-evidence/

Porritt, V. (2021). Women as leaders in education: What works
and what must we improve? In Future Alternatives for
Educational Leadership (pp. 126-134). Routledge. https://
doi.org/10.4324/9781003131496

Quality Assurance Department & Ministry of Education [Mok].
(2024). Maldives National Assessment of Learning Out-
comes. Republic of Maldives. http://gad.gov.mv/img/
uploads/8mbByQbh2d3v5I0ZIGUBSknQIxpjQIOmMxWhbTe
ZgikAmVdv3ia2GXftdQNPR5t3NcJzHX5HUCiZSEGHD.pdf

Rohini, P, & Deanna, F. (2012). Gender quotas and female
leadership. World Bank. https://hdl.handle.net/10986/9120

United Nations Development Programme, Local Government
Authority, & Maldives Institute of Local Governance.
(2024). Assessment on gender dynamics in local
governance: Insights from female council members (final
report).  https://www.undp.org/sites/g/files/zskgke326/
files/2024-10/eng_gender_dynamics_report pdf

Waheeda, A, & Nishan, F. (2018). Challenges of women
leaders in higher education institutions in the Republic
of Maldives. International Journal of Education,
Psychology and Counseliing, 3(12), 8-22. https://
www.researchgate.net/profile/Fathmath-Nishan-2/
publicotion/329754156_Ch0|lenges_of_Women_
Leaders_in_Higher_Education_Institutes_in_the_
Maldives/links/5c190586458515a4c7e70fad/Challenges-
of-Women-Leaders-in-Higher-Education-Institutes-in-
the-Maldives.pdf

World Bank Group. (2024). Gender Data:. Female share of
employment in senior and middle management (%)
[Data  Set].
indicator/sl-emp-smgt-fe-zs

https://genderdata.worldbank.org/en/



https://ied.gov.mv/en/documents/file/education-act-2020-functional-translation-in-english
https://ied.gov.mv/en/documents/file/education-act-2020-functional-translation-in-english
https://gazette.gov.mv/gazette/6835
https://gazette.gov.mv/gazette/6835

KIX EMAP Learning Cycle Case Study, April 2026

GPE KIX i’

KNOWLEDGE INNOVATION EXCHANGE

20, Rue Rothschild | P.O. Box 1672
1211 Geneva 1, Switzerland
+41(0) 22 908 45 47
norrag.kix@graduateinstitute.ch

() @KIXEmAP
@ @KIXEMAP
(in) @KIXEMAP
(1) @KIXEMAP

norrageducation.org/kix-emap

gpekix.org/regional-hub/kix-emap



https://x.com/KIXEMAP
https://www.gpekix.org/regional-hub/kix-emap
https://norrageducation.org/kix-emap
https://www.youtube.com/@KIXEMAP
https://www.facebook.com/kixemap/
https://www.linkedin.com/company/kixemap/

