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Globally,  the legal  academy, much l ike the legal  profession,  is  undergoing a
feminization — a phenomenon described as the increase in the number of
women within the profession.  Across Africa,  women began trickl ing into
the legal  academy much later,  starting in the mid-1970s in most countries,
and this late entry of women partly explains the slow pace at achieving an
equitable balance of women as lecturers and in leadership positions in
several  law faculties and law schools across the continent.

Findings from Schultz et al . ,  (2021)  show that the current state of women in
the legal  academy in different countries around the world could be due to
historical  factors combined with current challenges of institutional
gender-blindness,  gender-based practices that favor one gender or
biological  sex over the other,  and individual  legal  academic’s choices.  

In Breaking the Veil  of  Masculinity?:  Women in the Legal  Academy in Ghana ,
Dawuni (2021)  f inds that women in the legal  academy often face gender-
related challenges in terms of expectations for promotion,  teaching load,
and evaluation of research and service.  Recognizing that African women
are not a monolithic group, and acknowledging the different,  and
sometimes similar experiences within the legal  academy, this webinar
brought together women legal  academics at various stages of their career
trajectories to engage with one another on several  topics about women in
the legal  academy.

We hope that the discussions and f indings from this report wil l  inform
institutional  policy changes that are intentional  in addressing gender-
related issues in the legal  academy. The Institute for African Women in Law
remains committed to providing opportunities to enhance the capacity of
women in law—and the legal  academy.
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INTRODUCTION

On December 16,  2020, The Institute for
African Women in Law in collaboration
with the GIMPA Faculty of Law’s the
African Centre of International  Criminal
Justice with the African Centre on Law
and Ethics,  held the Women and the Legal
Academy  segment of The Law & Ethics Web
Series .  The panel was composed of three
legal  academics:  Dr.  Dee Smythe,  a law
professor at the University of Cape Town,
South Africa;  Dr.  Rebecca Badejogbin,  a
professor at the Nigerian Law School;  and
Dr.  Francisca Kusi-Appiah,  a professor at
the Law School of  the University of
Professional  Studies Accra (UPSA),  Ghana.  

This report provides a detai led record of
the topics that the panel explored,  and
highlights research related to the content
mentioned during the panelists ’
discussion.  The panel discussion covered
a series of questions including equality,
challenges in the academy, and the
impact of women in the academy. Some of
the webinar ’s  central  questions included:

What are some factors that influence
women’s entry into the legal  academy? 
What is  the contemporary state of
women in the academy? 
What are some of the multiple and
intersecting contestations women legal
academics face?  
What contributions do women make to
the legal  academy? 
What advice do you have for aspiring
legal  academics? 

1 .

2.

3.

4.

5.



The legal  academy is becoming increasingly
feminized,  and existing scholarship on
women’s entry into the legal  academy
points to different motivations for women’s
entry into the academy. Each panelist
shared their reasons for deciding to join
the legal  academy. Dr.  Badejogbin stated
that,  after her second year of being cal led
to the bar and being in active private legal
practice,  she real ized she would have more
impact on the younger generation through
a career in academics.  Hence her decision
to pursue a career in academics.  She was
employed at the Nigerian Law School and
posted to the Kano Campus,  where she was
the only female lecturer for almost three
years.  On the other hand, Dr.  Kusi-Appiah
wanted to embark on a non-traditional
legal  path that extended beyond serving as
a l it igator.  Her decision to join the legal
academy was prompted by advice she
received from a lecturer,  who counseled Dr.
Kusi-Appiah and her colleagues to come
back and contribute to the academy. 

Final ly,  Dr.  Smythe stated that she
considered herself  an ‘accidental  academic’
due to her divergence from the legal
academy and her journey back.  She init ial ly
attended law school in the late 1980s and
left  without f inishing.  Fol lowing her
departure from law school,  Dr.  Smythe had
the opportunity to meet the polit ical  leader
and philanthropist Nelson Mandela.
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During this encounter,  Dr.  Smythe informed
Mr. Mandela that she had stopped her
pursuit  of  a law school education because
there were more meaningful  things to do
than study.  Mr.  Mandela then cal led her
decision ‘unwise’  and proceeded to lecture
her about the privi lege she had to attend
university,  and the importance of lawyers in
society.

Dr.  Smythe marked her interaction with Mr.
Mandela as one of the major reasons she
returned to her legal  studies.  Fol lowing her
graduation from law school,  Dr.  Smythe
found herself  with no income, student
loans,  and immense anxiety about having to
‘f it ’  into the corporate world.  Therefore,
she decided to stay and pursue a masters ’
degree.  During this t ime, she became a
teaching assistant for the current Dean of
the University of Zambia,  Dr.  Chuma
Himonga.  Professor Himonga served as an
example of an exceptional  professor to Dr.
Smythe.  Dr.  Smythe also had a chance
encounter with Professor Penny Andrews,
who would later become the President of
the Law and Society Association,  which
resulted in Professor Andrews offering to
read her work.  Dr.  Smythe stated that these
experiences showed her that academia
could be about collegial ity,  and came with
the privi lege of teaching bri l l iant students.  



WOMEN IN THE LEGAL
ACADEMY (CONT’D)

When discussing the contemporary state of
women in the legal  academy, the history of
women must be considered.  During the
discussion,  Dr.  Badejogbin emphasized the
importance of the legal  academy’s history.
She noted that in Nigeria,  the University of
Ibadan — Nigeria ’s  pioneer university,
which was intended to host the pioneer law
faculty in Nigeria — was f irst established as
a college under the University of London in
1948 (Nigerian Finder,  n.d.) .  However,  the
law faculty at Ibadan was not established
unti l  1984 and the f irst law faculty in
Nigeria was actual ly established in 1962 at
the University of Nigeria,  Nsukka.  The
Nigerian Law school Lagos (n.d.)  was also
established in 1962,  marking an
unprecedented moment in the country’s
legal  history.  While Fel icia Adetowun
Omolara Ogunsheye became the f irst
Nigerian woman to attain the academic rank
of professor as Professor of Library Studies
at the University of Ibadan in 1973,  and the
first Nigerian female Dean in 1977,  Grace
Alele Wil l iams, the f irst Nigerian woman to
obtain a doctorate in 1963 from the
University of Chicago, also became the f irst
female Vice Chancellor in Nigeria at the
University of Benin in 1985 (Opera News,
2020; Hallmarks of Labour,  2011) .  

In 1985,  Jadesola Olayinka Akande, became
the f irst Nigerian female to attain the rank
of Professor of Law, and was also the f irst
Nigerian female in the legal  academy to be
appointed Vice-Chancellor at Lagos State
University (LASU) in 1989 (Dawn
Commission,  2017) .  Since then, there has
been an appreciable increase of women
academics in Nigeria over the years.  

Dr.  Badejogbin noted that the increase in
the number of women in academia was due
to a number of factors including the
Nigerian government’s  explicit  efforts
through the creation of the Nigerian
Universit ies Commission (n.d.) ,  a
government agency charged with regulating
university education in Nigeria.  Dr.
Badejogbin iterated that the government’s
policies that saw the establishment of more
universit ies invariably al lowed for more
legal  academic positions and consequently
an increase in the number of women in the
legal  academy. 

Similarly,  the Ghana School of  Law (n.d.) ,
Ghana’s f irst  faculty of law, was established
in 1958,  and the Ghana School of  Law in
1959.  According to a newsletter article from
Penn Law (2015) ,  Akua Kuenyehia became
the f irst female law professor in Ghana in
1972,  and in 1996 she became the f irst
female dean.   

https://nigerianfinder.com/first-universities-in-nigeria-oldest/
http://www.lawschoollagos.org/about/
https://ng.opera.news/ng/en/education/03d3eba0332a4eafa5281b58b82381cb
https://web.archive.org/web/20131216151023/http:/www.hallmarksoflabour.org/2011/11/prof-mrs-grace-alele-williams-ofr-hlr/
https://dawncommission.org/late-prof-jadesola-olayinka-debo-akande-ofr/
https://www.nuc.edu.ng/
https://gslaw.edu.gh/our-history/history/
https://www.law.upenn.edu/live/news/5840-akua-kuenyehia-former-first-vp-of-the/news/international-news
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Dr. Kusi-Appiah hypothesized that the
increase in the number of women in the
legal  academic profession since the
establishment of the Ghana School of  Law
was partial ly a result  of  government
policies implemented by the Ghanaian
government.  She predicted that the
increase in government efforts
subsequently resulted in an increased
number of female students pursuing law.
Mirroring global  trends,  Paquin’s (2021)
research in Quebec shows that government
social  reforms that were put in place to
increase access to education also helped to
increase the number of law students.  

Dr.  Kusi-Appiah believes that the increase
in the number of law students was closely
associated with the student body’s
feminization.  Dawuni ’s  (2021)  research on
women in the legal  academy in Ghana shows
an increase in the number of women law
professors,  though the numbers are sti l l
less than f i fty percent.  Similarly,  Dr.
Smythe stated that in South Africa,  more
than f i fty percent of law school students
are women and more than f i fty percent of
faculty are also women. She also noted that
the type of positions that women in the
legal  academy possess must be examined
when discussing women’s current state in
the academy in order to determine which
level  within the academic ladder we f ind
more or less women in.  

The type of  positions
that women in the
legal  academy possess
must be examined
when discussing
women’s current state
in the academy in
order to determine
which level  within the
academic ladder we
find more or less
women in.

Dr. Dee Smythe

https://www.bloomsburycollections.com/book/gender-and-careers-in-the-legal-academy/ch3-the-feminisation-of-legal-academia-in-quebec-achievements-and-challenges
https://www.bloomsburycollections.com/book/gender-and-careers-in-the-legal-academy/ch7-breaking-the-veil-of-masculinity-women-and-the-legal-academy-in-ghana?from=search


TIMELINE

1859First Faculty of Law in South Africa 
was established (Queen’s Law, n.d.)

The first law school in Ghana was
established (Ghana School of Law,

n.d.) 

The first law school in 
Nigeria was established (Nigerian

Law School Lagos, n.d.) 

Akua Kuenyehia became the first
female law professor in Ghana

(Penn Law, 2015)

 Jadesola Olayinka Akande became
the first Nigerian female law

professor (Dawn Commission, 2017)

Akua Kuenyehia became the
 first female law school Dean in

Ghana (Penn Law, 2015)

Pamela Jane "PJ" Schwikkard became
the first woman Dean at the

University of Cape Town Faculty of
Law (University of Cape Town News,

2008)

1958

1962

1972

1985

1996

2008

https://law.queensu.ca/programs/jd/international-learning/exchanges/university-of-cape-town
https://gslaw.edu.gh/
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https://gslaw.edu.gh/
https://www.law.upenn.edu/live/news/5840-akua-kuenyehia-former-first-vp-of-the/news/international-news
https://gslaw.edu.gh/
https://gslaw.edu.gh/
https://gslaw.edu.gh/
https://dawncommission.org/late-prof-jadesola-olayinka-debo-akande-ofr/
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https://gslaw.edu.gh/
https://gslaw.edu.gh/
https://www.law.upenn.edu/live/news/5840-akua-kuenyehia-former-first-vp-of-the/news/international-news
https://gslaw.edu.gh/
https://gslaw.edu.gh/
https://www.news.uct.ac.za/article/-2008-07-21-first-woman-law-dean-for-uct
https://gslaw.edu.gh/


CONTESTATIONS

During the webinar,  our panelists discussed
ways in which the feminization of the legal
academy did not equate to an equal status
of women within the academy. They
discussed the contestations that prevent
women academics from occupying positions
of leadership,  as well  as how gendered
social  norms affect their work.
Furthermore,  our panelists addressed how
young women seldom know what to expect
when entering the legal  academy, and how
it is  important to demystify the experience.

Over t ime, there has been an increase in the
number of legal  institutions throughout the
African continent and an increase in women
earning law degrees internationally.
However,  in recent research by Schultz et .
al .  (2021) ,  they note that the global  increase
in the number of women earning law
degrees has not resulted in an equivalent
diversif ication within the legal  academy.
The feminization of legal  education in
countries worldwide has resulted in the
removal of  some of the formal and informal
barriers that have typical ly blocked women
from the profession.  However,  the unequal
distribution of women in legal  academic
institutions indicates that many barriers
remain.  These barriers can present
themselves in different forms of
contestations.  

Yousaf and Schmiede’s (2017)  research on
women in academic professions in various
European and Asian countries indicates that
such contestations continue to impede
women’s abi l ity to cl imb academic
hierarchies in multiple parts of the world.
Women in the legal  academy encounter
contestations ranging from extensive
teaching loads,  a l imited number of
publications,  family responsibi l it ies,
parenting,  lack of opportunities to network,
and more.  

The webinar panelists concurred with the
research.  Dr.  Badejogbin stated that the
requirements and the pay for employabil ity,
promotion,  and tenure appear to be neutral
in the academy. Despite the assumed
neutral ity,  women continue to face specif ic
challenges.  She emphasized that numerous
factors determine the state of women in the
academy, primari ly extraneous factors such
as cultural  obligations,  mentoring,
gatekeeping,  institutional  opportunities,
personal experiences,  and the individual
choices of the women. Farley ’s  (1996)
research discovered that law schools with
the lowest percentage of tenure track
women also had the highest rate of women
in legal  research and writing positions.
During that t ime, Farley hypothesized that
the majority of women in the academy were
in legal  research and writing positions
because legal  research and writing jobs
were seen as “women’s work.”   

https://www.bloomsburyprofessional.com/uk/gender-and-careers-in-the-legal-academy-9781509923137/
https://ajges.springeropen.com/articles/10.1186/s40856-017-0013-6
https://digitalcommons.wcl.american.edu/cgi/viewcontent.cgi?article=1907&=&context=facsch_lawrev&=&sei-redir=1&referer=https%253A%252F%252Fwww.google.com%252Furl%253Fq%253Dhttps%253A%252F%252Fdigitalcommons.wcl.american.edu%252Fcgi%252Fviewcontent.cgi%253Farticle%25253D1907%252526context%25253Dfacsch_lawrev%2526sa%253DD%2526source%253Deditors%2526ust%253D1614622895308000%2526usg%253DAOvVaw0fJilLaCI2o3kmZbPzBMns#search=%22https%3A%2F%2Fdigitalcommons.wcl.american.edu%2Fcgi%2Fviewcontent.cgi%3Farticle%3D1907%26context%3Dfacsch_lawrev%22


CONTESTATIONS

The researcher concluded that the
evaluation standards were “not neutral ,  but
gendered.”  This hypothesis must be
considered when discussing contestations
in the legal  academy. Dr.  Badejogbin
believes that most often,  women who
indicate the desire to come into legal
academics meet the requirements and the
criteria,  but gatekeepers ’  prejudices are
reflected in the types of positions given to
female academics.  
Research in the United Kingdom supports
this trend; Duff  and Webley (2021)
discovered that from 2015-2016 over forty-
five percent of al l  academics in the country
were women. Sti l l ,  relatively more women
were at junior and mid-level  positions with
fewer at higher levels of  the academy.  

Furthermore,  Dr.  Badejogbin explained that,
from her enquiries,  she believes that women
in the academy face formal and informal
barriers and therefore have more challenges
in meeting the requirements for promotion
based on the need to balance their career,
the needs of their family,  and other
responsibi l it ies.  Dr.  Badejogbin cited the
social  and cultural  commitments that
women in Nigeria owe to their immediate
and broader famil ies as examples of
extraneous factors that women in the
academy must handle.  Thus,  a woman with
such extraneous responsibi l it ies would
suffer setbacks due to her effort to commit
to al l  of  her responsibi l it ies.  

Most often,  women who
indicate the desire to come
into legal  academics meet
the requirements and the
criteria,  but gatekeepers ’
prejudices are reflected in
the types of  positions
given to female academics.  

Dr. Rebecca Badejogbin

https://www.bloomsburycollections.com/book/gender-and-careers-in-the-legal-academy/ch2-gender-and-the-legal-academy-in-the-uk-a-product-of-proxies-and-hiring-and-promotion-practices
https://ajges.springeropen.com/articles/10.1186/s40856-017-0013-6
https://ajges.springeropen.com/articles/10.1186/s40856-017-0013-6
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Al l  academics 

Hence,  many women have to work
extremely hard and make many
sacrif ices in an effort to meet
workloads,  publication deadlines,  and
other responsibi l it ies al l  whilst  juggling
motherhood and the home front,  which
are very integral  parts of their l ives and
necessari ly wil l  remain so.  According to
Dr.  Badejogbin,  the idea is  not to
remove the woman from these roles but
to see how favourable policies would
enhance her

Figure 2:  
Positions of female academics

Junior and mid-level positions
92.8%

Other
4.8%

professional  productivity while at the
same time accommodating these
aspects of her l i fe.  The sixteen weeks
maternity leave avai lable for women
academics in federal  government
institutions no doubt gives the
breather.  

The research from Duff and Webley
(2021)  is  presented below in Figures 1
and 2 .  

Senior academic posts
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Figure 1 :
Academic  rank  of   women  in the  legal   academy

Data from six accredited law faculties and the Ghana School of  Law show that
the disparity in the type of academic positions occupied by women is also
present in the legal  academy.
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CONTESTATIONS

The COVID-19 pandemic has resulted in the
closure of many child-care faci l it ies,
making it  diff icult  for some lecturers to
accomplish their work responsibi l it ies.  As a
result ,  when individuals who are not able to
send their children to daycare faci l it ies are
required to attend in-person meetings or
are asked to return to in-person teaching,
the main concern would be f inding
childcare.  

Additionally,  and much l ike Nigeria in terms
of employabil ity,  legal  institutions in Ghana
appear to be gender-neutral .  During the
discussion,  Dr.  Kusi-Appiah stated that she
believes that there are also prejudices in
management;  she stated that institutions
want to ensure that lecturers ’  and students ’
obligations wil l  be fulf i l led and that
whoever is  hired wil l  not take excess t ime
off .  She then continued to expand on the
process of applying for promotion.  Despite
the procedural  equality,  Dr.  Kusi-Appiah
believes that men can be promoted much
quicker than women because of the
difference in social-cultural  responsibi l it ies
that women must uphold,  such as childcare.
She also stated that most female lecturers
wil l  want to go home and fulf i l l  family
duties that cannot be ignored.  Research in
Canada by Paquin (2021)  found that women
in academia were more l ikely than men to
experience career interruptions for
parental  reasons,  which led the researcher
to conclude that career interruptions lead
to delayed tenure or promotion.  

In response to the challenges that women
face in the academy, Dr.  Symthe reasserted
the factors that the other panelists
mentioned, and reflected on the
intersectional  identit ies of many women in
the legal  academy. She emphasized that not
al l  women are equally situated because the
processes and rules are opaque and
extremely diff icult  to understand without
insider knowledge.  That knowledge can help
demystify the legal  academy by clarifying
what women entering the academy can
expect.  She believes that the lack of
knowledge makes it  exceedingly diff icult  to
navigate remuneration,  promotion,  and
other academic processes.  In South Africa,
the necessary legal  academic knowledge is
not readily avai lable for Black women or
first-generation academics.  Dr.  Smythe
expressed that,  as a result ,  service and
teaching obligations are pi led on to young
women first entering the academy while
they are pursuing Ph.Ds,  while the
expectation of producing scholarships
remains.  She argues that,  as a result ,  while
women feel  valued (and are certainly
making a contribution) when they are
serving on university committees,  when it
comes to promotion decisions,  committee
participation no longer counts and an
individual ’s  scholarship carries the most
weight.

https://www.bloomsburycollections.com/book/gender-and-careers-in-the-legal-academy/ch3-the-feminisation-of-legal-academia-in-quebec-achievements-and-challenges
https://ajges.springeropen.com/articles/10.1186/s40856-017-0013-6
https://ajges.springeropen.com/articles/10.1186/s40856-017-0013-6
https://ajges.springeropen.com/articles/10.1186/s40856-017-0013-6
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Thus these young women are placed at a
disadvantage.  Dr.  Smythe stressed that
having knowledge,  insight,  and mentorship
on what specif ic institutions demand in
order to progress is  necessary for women in
the legal  academy. 

Dr.  Smythe also discussed the other side of
the legal  academy, the side that considers
women for promotions.  She stated that
women general ly tend to be very reluctant
to put themselves forward for promotions
and other awards.  Research from Mitchell
and Hesli  (2013)  shows that women
negotiate less frequently than men and that
fai lure to 

negotiate contributes to the gender wage
gap. As an example,  Dr.  Smythe mentioned
that,  as the deputy dean for research,  she
witnessed a large difference in the number
of men who approached her asking to be
nominated for awards compared to the few
women who did the same. When
approached, some women were astonished
that their work should be recognized or
appreciated.  Dr.  Smythe concluded by
stating that women do not value and
acknowledge their work in the same way
that others might,  and that many women
feel  l ike they should constantly be doing
more.  She concluded that,  more often than
not,  women in the academy are
overqualif ied by the time they decide to
apply for a promotion. 

More often than not,
women in the
academy are
overqualified by the
time they decide to
apply for a
promotion.

Dr. Dee Smythe

https://ajges.springeropen.com/articles/10.1186/s40856-017-0013-6
https://ajges.springeropen.com/articles/10.1186/s40856-017-0013-6
https://www.researchgate.net/publication/259431711_Women_Don't_Ask_Women_Don't_Say_No_Bargaining_and_Service_in_the_Political_Science_Profession
https://www.researchgate.net/publication/259431711_Women_Don't_Ask_Women_Don't_Say_No_Bargaining_and_Service_in_the_Political_Science_Profession


Women have contributed to the legal
academy and changed the academy in
numerous ways.  During the panel
discussion,  Dr.  Badejogbin pointed out that
women in the legal  academy have
contributed to scholarship,  jurisprudential
novelty,  provided effective leadership,  and
contributed in providing future generations
with advancement opportunities.  She
mentioned women that have contributed to
research and provided academic
collaborations among universit ies and other
academics for the academic advancements
of women and institutions of learning.  She
listed women who have held prominent
positions and acknowledged their roles and
the roles of other women who may not have
occupied such prominent roles but yet
made notable contributions.  Dr.  Kusi-
Appiah pointed out that the achievements
of Ghanaian women legal  pioneers have
contributed to women being considered for
and assigned to more leadership roles.
Ethan Michelson’s (2013) research in
Austral ia,  Canada,  China,  England,
Germany, Poland, South Korea,  and the
United States shows a relationship between
bar expansion and the influx of women into
legal  professions.  Data from the University
of Ghana (n.d.)  supports Dr.  Kusi-Appiah’s
belief  that the number of female students
in many Ghanaian law institutions is
steadily increasing compared to that of
male students.  She then hypothesized that
the number of female law lecturers wil l
increase with the number of female law
students.

CONTRIBUTIONS 

Lastly,  Dr.  Smythe re-asserted Dr.  Kusi-
Appiah’s prediction and supposed that
women’s contribution makes a quantitative
difference.  Dr.  Smythe noted essential
questions l ike ‘what kind of support women
stepping into leadership roles are getting
and what kind of l icense do they have to
lead in the ways they want to lead?’  She
emphasized the necessity of assistance in
navigating the rules of legal  academic
institutions.  She stated that though there is
a growing normalization of women in
leadership roles,  there is  sti l l  a  lack of
much-needed support for these individuals.
Dr.  Smythe then noted that a continual
demystif ication of how the academy
operates needs to occur and would assist  in
providing the next generation of women
with the support they need to prevail .  

The achievements of
Ghanaian women legal
pioneers have
contributed to women
being considered for
and assigned to more
leadership roles .  

Dr. Francisca Kusi-Appiah

https://www.repository.law.indiana.edu/cgi/viewcontent.cgi?article=1531&=&context=ijgls&=&sei-redir=1&referer=https%253A%252F%252Fwww.google.com%252Furl%253Fq%253Dhttps%253A%252F%252Fwww.repository.law.indiana.edu%252Fcgi%252Fviewcontent.cgi%253Farticle%25253D1531%252526context%25253Dijgls%2526sa%253DD%2526source%253Deditors%2526ust%253D1614617600073000%2526usg%253DAOvVaw1GHCTdVQY3FyDMJS-K_AKU#search=%22https%3A%2F%2Fwww.repository.law.indiana.edu%2Fcgi%2Fviewcontent.cgi%3Farticle%3D1531%26context%3Dijgls%22
http://www.ug.edu.gh/paddocs/Basic_Statistics_2012_A4.pdf


CLOSING ADVICE

Each panelist  was asked to provide advice
for an individual  interested in joining the
legal  academy. Dr.  Badejogbin suggested
that aspiring academics should determine
what they want in an academic career and
work hard to achieve that while also
trying hard to have a good balance
between their careers and family l i fe.  Dr.
Kusi-Appiah advised young academics to
assess the women who have paved the
way for their entry,  publish more,  publish
collaboratively,  and seek wisdom and
guidance from others that are more
experienced. 

CONCLUSION

Women’s accomplishments in the legal
academy have been immense;  this webinar
series discussed the progress that has
been made in legal  academia,  highlighted
the gender-based challenges women face,
and proposed possible solutions to these
challenges.  The Women and the Legal
Academy  segment of The Law & Ethics
Web Series  succeeded in acknowledging
various women’s experiences within the
legal  academy and recognizing their
versati l ity.  The webinar brought together
women legal  academics who engaged with
one another and the audience on reasons
for entering the legal  academy, the state
of women in this process,  and possible
contestations.  

Final ly,  Dr.  Symthe instructed future legal
academics to determine their career
trajectory and to surround themselves with
people who wil l  help them in their careers.
Dr.  Smythe found it  crucial  for young legal
academics to understand that the academy is
global .  She asserted that while individuals wil l
need to build their standing at their
institutions,  they must real ize that some of
the best opportunities and support could
come from international  communities and
collaboration.  

Dr.  Badejogbin,  Dr.  Kusi-Appiah,  and Dr.
Smythe were able to provide research and
data to reinforce their beliefs and
experiences.  Each panelist  made
predictions as to what the contemporary
condition of the academy meant for
future generations and how the
profession could be further developed.
Final ly,  the webinar series highlighted the
importance of the Institute for African
Women in Law’s mission of expanding and
sustaining a network that provides
international  col laboration and support
for women in law across Africa and the
African Diaspora.



APPENDIX 
QUESTION AND ANSWER SESSION

a.   “I  have realized that it  is a l ittle bit more difficult to get a job in the legal
institution as a woman compared to men. What can women do to ensure that they are
given as much attention as their male colleagues?”

Dr. Smythe responded to the question by stating that the f irst thing a woman coming
out with a law degree should do is  knock on doors,  demand advice,  and seek out
mentors.  She believes that individuals should build their networks and ask professors
and other people in the f ield what steps to take to enter the academy. Dr.  Dawuni
agreed! She also emphasized that it  is  the duty of individuals in the academy to help
demystify it .  Sti l l ,  those wishing to join the academy must also do the personal work of
knocking on doors to demystify the academy for themselves.  Dr.  Kusi-Appiah responded
to the question by sharing that i f  someone is a graduate with an LLB in Ghana,  she
would advise them to pursue a research LLM. She believes that this would be beneficial
because in Ghana,  someone who is engaged in teaching must also have completed a
research LLM. She explained the two main ways of applying to the legal  academy in
Ghana:  either through the Dean or through the registrar.  An individual  can even start
by offering their services as a teaching assistant or a research assistant to gain
experience for their CV.

Below are the questions submitted by the audience members during the webinar series
and the responses given for each of the questions by the moderator and panelists.

b.  “  Is there a wide perception that female law lecturers are so strict and find delight
in failing students?”

Dr. Smythe stated that in order to answer this question,  one must  draw a very careful
distinction between perceptions and reality and be aware of the imperial  basis of
perceptions.  She noted that research across the academy and across discipl ines shows
that,  in student evaluations,  women are considered to not measure up to the same
standards as their male counterparts.  Dr.  Smythe then stated that research results,
such as the ones she previously mentioned, could be partial ly due to students feel ing
free to comment on female academics ’  teaching styles such as their perceived
approachabil ity,  what they wear,  how they style their hair ,  and more.  She concluded by
stating that there is  the possibi l ity that women are grading more strictly than men, but
more data is  needed in order for a conclusion to be reached. 



Dr. Dawuni then mentioned that when looking at South Africa,  the United States,  and
other countries,  a racial  component must be considered and adds another
intersectional  layer of discrimination in the academy. Dr.  Dawuni also asserted that in
order to answer this question,  more data is  needed. Dr.  Kusi-Appiah stated that there is
a perception that some students are looking for some good-looking male professor to
teach their class.  When she began teaching,  some of her students found it  very hard to
accept a young female professor.  She then mentioned an incident when her students
assumed that she was a student,  and it  took them a while to accept her as a law
lecturer.  Lastly,  Dr.  Badejogbin stated that when she started teaching,  she was
confronted with a situation where she learned that to maintain common respectabil ity,
she,  as a female lecturer,  had to set boundaries which she believed could be interpreted
by others as being ‘strict . ’

c.  “Isn’t  part of demystifying academia being honest about how competitive it  is and
how it also has its own clicks and necessary assimilation techniques? I  think that
why some women struggle in academia is because we enter it  with the idea that it  is a
peaceful,  accommodating arena with no prejudice.”

Dr. Smythe believed that there was a disconnect between what individuals thought the
academy was and what it  actual ly was in practice.  She cited research that found that
women enter the academy believing that it  is  col legial .  Dr.  Smythe then faintly began to
demystify the academy. She emphasized that the academy was,  in fact,  individualistic
and competitive.  Dr.  Smythe declared that individuals who do not want to work in
competitive or individualistic environments must f ind ways of getting closer to the kind
of environment they wish to work in.  Dr.  Dawuni then urged individuals in the academy
to f ind ways of helping one another cope through the mentorship and support systems,
which she believes must be built  across gender boundaries.

APPENDIX 
QUESTION AND ANSWER SESSION

Below are the questions submitted by the audience members during the webinar series
and the responses given for each of the questions by the moderator and panelists.
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