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ABSTRACT 

The purpose of this study was to asses “The factors that affect female teachers’ participation in 

secondary school leadership in East Wollega Zone.” To conduct this study, a descriptive survey 

design was employed. The participants of this study were 131 female teachers selected by using 

simple random sampling techniques. The 15 Woreda Education Offices officials and 10 Woreda 

Women Children Affairs officials were also involved in the study. The data were collected by 

questionnaire, Interview and document analysis. Both quantitative and qualitative data analysis 

were employed in order to reach at the result. The findings of the study revealed that higher 

officials make gender bias while selecting school leader, lack of special support for female 

teachers to win the competition for leadership position in the education system of the zone and 

woreda they were strong in making decision; females self-confidence, their participation is less 

in both head and deputy heads teachers. Female teachers thinks they are incapable and will not 

successful in leading school, females do not have plan and set their promotion goals to be school 

leader. Some challenges which could hinder women representation in educational leadership 

were for instance, pressures of home responsibility, men dominance of management position 

unclear promotion procedures. So, the study recommends capacity building, training, mentoring, 

workshops, motivation, awareness, induction, specials support from the concerned bodies, as 

well as fighting traditional beliefs from the society about women. 
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CHAPTER ONE 

Introduction 

1.1.Background of the Study 

 Women constitute half of the world population (Osongo, 2004; Agbalajobi, 2010).Women play 

a vital role in the community by taking care of all social activities. However, they do not enjoy 

the fruits of their labor and suffer from political, economic, social and cultural marginalization 

(FDRE, 2006). This reality is also reflected on women when it comes to participation in 

leadership and decision making positions. Research findings and reports Meron (2006), Oxfam 

(2009) and Jean, Lott, Joy and Sanchez-Hucles (2007), confirm the under-representation of 

women in decision making and leadership positions. But the reverse is true that empowering 

women is as empowering community (World Vision, 2009). 

There is a growing awareness, which realized that if the peoples of the country are to be the 

agent of development and then it is necessary to engage both male and females in conceiving 

new development models. Developmental organizations like schools highly require the 

participations of all citizens to bring sustainable development through education. A close look at 

the literature indicates that women are disproportionately represented in educational 

administration as department chairs, academic deans, chancellors, and university president. This 

under representation of women in leadership position can be attributed to gender bias to inform 

academic cultural assumption about women leadership potential (Dominici & Zeger) as cited in 

Martine (2011) & UNHCR (2007). 

For educational management effectiveness managerial skill of woman and men are very 

important (Meena & Coloman, 2003).Surprisingly, some women are perceived as more 

democratic and participatory in decision making that facilitates organizational goal 

achievements. Shake Shaft (1989),women are more likely to uses strategies that include long 

range planning and evaluating data in making decision and thus have been rotes as better 

planners.  
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Holy and Morsin as cited in Shake Shaft (2000), referring scheming, Genovese M.(1993), states 

the potential difference of man and women “the leadership styles of women has been linked with 

enhancing opportunities for the down trodden.” 

Females live in a male dominated world where gender power relation are clearly in favor of 

males half (50%) of the world population are women. (UNCR, 2007&UN WPP, 2008). 

Despite females contributions to the development of the society new the country at large they did 

not enjoy the fruits of development equally as their male due to multifaceted problem they faced 

based on gender. 

Particularly the exclusion of female from work for open  began in the days of industrial 

revelation of the 19
th

 century “when the factory employers  tended to categorize female as 

capable of females work” position that exist in the relatively few occupations and ranked them 

among those with the lowest status and compassions(Gregory, 2000). 

Universally men heed bell running the leadership career in any organization. Kagoda (2001) 

notes that “leadership roles have been hold by men”. Literatures also have recognized men as a 

leader and their leadership roles behaviors in war hunting, business and government. 

Men have dominated management and leadership position in education are cont study by 

Enomoto (2000) revealed that little has changed in this regarded over the past few decades. The 

study reveals that despite their large numbers in treading and in school leadership preparations, 

programmers‟, and females remain under represented at high level of administrations (Enomoto, 

2000).  Which indicates that men with smile qualification and experiences generally meet with 

greater care suckers and participate more fully in the management process than their female 

counter parts? 

Again research over the previous century has largely been male communicate there by 

perpetrating them that management and leadership are essentially male phenomena 

(Enomoto&Montegomery, 2000).  

Females have been playing traditional role of home makers while male remaining a leader in 

every spare of life (Brown M, 2000). Because of this social attitudes of females have been 

reluctant to pressure educational administrative position. 
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In China it can be respected that men are more than women were assumes school leadership 

position as cline strives to modernize, if educational and economic system in the 21Century  

although  the process can be slow and gradual  cause of strong emphasis on male dominance in 

their traditional culture. Similar feminism with in developing countries (Handy man, 2000: 

Sidney, 2005). 

In Africans‟ society it is believed that men did and women follow (Nuwagaba A.2001, Grant, 

C.J, 2012).In this content, Leadership has carried the notion of musicality and beliefs that men 

make batter leaders than women in skill common to day (Kiamba, 2006). Also Hoigards (2002), 

notes that societal convention regarding gender and leadership traditionally excluded females 

and top leadership was viewed as a masculine dogma 

This traditional perception of women as insertion taken  also countries prevail as many peoples 

in make the preservation  of African culture to justify subordination  of women  the division of 

labor for women and men resulted in discriminating women in work place. Research findings in 

East Africa especially shows that women`s representation is mainly in position like secrete office 

attend ants and date entry clerks (MoE, 2005), and unit recently, 95% of all secretaries, storing, 

repliers and typists were women‟s. In management position the number of women participation 

remains negligible less than 10% and the factors that contribute to gender inequality is the fact 

that men and women perform different jobs category of “men jobs and women jobs”. And when 

compared men, women in educational background in Ethiopia are clearly in a disadvantageous 

position in all aspects; they benefit less from social services and hold inferior position in all 

economic, political, social, and cultural affairs. For example, statistics shows the existence of 

more illiterate women than men (51% and 66% women) and women are less represented at all 

level of education, especially in higher education (MoE, 2014/2015). 

Regarding employment, data from Federal Civil Service Agency (FCSA) on federal government 

employees shows that women occupy only 18.3 of all professional and scientific position, and 

25% of administrative position indicating that the upper and middle level position in the civil 

services are still overwhelmingly dominated by men(FCSA,2014/2015).This is true in east 

Wollega zone in Secondary school leadership position still the participation of female/women 

were  lower and the community‟s attitudes towards women capability, performance, attitudes, 

decision making and skill was low.  
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And situation in education sector was not encouraging either and the numbers of female school 

principals were declining from time to time. Because, there were an assumption;“female teachers 

were not the one who made decision and carry responsibility”, even they were not satisfied with 

leadership position. 

While “women jobs” are often associated with lower value in term of skill requirements and are 

lower paid whereas “men jobs” are often are considered as higher value and higher paid (Yalew 

Endawek, 1997).However, this might exist in few countries. But in most parties of the world still 

there has been a disproportional representation. For instance, the majority of sub-Saharan 

African women continue to face both internal and external barriers. Internal barriers results from 

the effects of cultural, socialization and societal stereotypes. While external barriers include 

social, spiritual, constructs that block the majority of women from taking leadership position and 

responsibility (Chisholm, 2001; Marshal, 1997).  

To these often in many organizations confined positions safely as secretaries, typist and janitors 

being occupied by women where as managerial position that is better and is often by men 

(Meron Gerene, 2003). “ Women in Ethiopia are mainly limited to shoulder the hard and unpaid 

house hold responsibilities taking care of domestic animals” Ato Lemma Megersa (2010).But, 

this is an old fashion for both of males and women. Because, women‟ were our mother, wife and 

sister. 

Unfortunately  both culture and religions played  significant roles in limiting the positive roles 

that the women could have played they have been oppressed in many respects in their capacity as 

being women and lack of involvement in the male dominated social- economic  inter strictures 

and as members of oppressed class (Fagenson U,1993). However, very few women may have 

succeeded in breaking up the male designed socio-economic handles the history of those few 

who succeeded have become models. 

Similarly in educational setting while women hold the teaching staff position men dominate the 

highest position of educational leadership (MoE, 2008). Therefore it‟s to be higher heightened 

that due to low education, the society stereotype institutional bangles that hamper the up word 

movement of women with in organizations one could hardly find women holding a management 



5 

 

and decision making positions. This would retain many women from facing the challenge and 

exercise decision making role (Meron, 2003). 

In Ethiopia school administration has been male dominated; to this consequence the government 

has set a plan to increase the number of model female students and teachers in school as well as 

appointing those able women leadership position (MoE, 2006). In line with this some sectors has 

been seen in increased the proportion of females‟ school leader such as principals, vice 

principals, Department heads and club leaders (MoE, 2006).Compared to women in our country 

were clearly in disadvantageous in all aspects ;they benefit less from social services and hold 

inferior position in all economic, political, social, and cultural affairs. For example, statics shows 

the existing of illiterate women than men (51% and 66% women) and women are less 

represented at all levels of education, especially in higher education (MoE, 2007).But in terms of 

their population the numbers of females are equal to that of male. Different researchers identified 

the courses of women‟s underrepresentation and low participation in school leadership position 

(Mibiliniyi and Omar, 1996 xxi) notes that; Unfavorable social and cultural environments, lack 

of necessary motivation and confidence as well as women‟s‟ participation in development and 

solidarity among women are constraints that affect their participation. 

 In oromia regional state the number of female teachers in school leadership were less or nearly 

none, on the reports of three to four annual reports and conference (Dr. Tola Bariso,(2008), 

TeybaHasen(2009) and Muferiad Kamil(2010). 

Similarly there were 52 secondary schools in East Wollega Zone; although there was a gender 

difference in school leadership in this Zone. Especially there were few female teachers were 

participated in secondary school leadership. It means that there were nearly no female teachers 

who participated as school principal or vice principal in selected study area.  

Thus, it was a very crucial to asses‟factors that affects female teachers‟ participation in 

leadership of secondary school in this zone. 
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1.2.Statement of the Problem 

Women`s scarcity in managerial and decision making sphere has been a global phenomena. 

However, one obvious destination between developed and developing region lies on women 

access to education. In most countries feminism has the most type any directors and this issue 

has received the attention of international organization (Owenes, 1998). Several reports and 

research finding noted that there were women who have succeeded in their school leadership 

roles and mitigated other women‟s to be cuts tending role models among teachers of an 

adolescent girls that have contributed to the unpopularity of teachers as educational. 

Sister Catherine was an example of feminist educational leadership has contributed lot for 

defacing women in school leadership (Thayer- Becon, B. 2008), and (Azeb Fessaha, 2003). 

In east Asia, the need for women in school leadership position were regarded as important issue 

to ensure seniority with in school for the wellbeing of a adolescent girls beginning to consider 

career choices with role models to stimulate women to participate in decision making and to 

address issues of social justices by providing gender equality between adult with in educational 

system (Shalabudin, 2000). 

In the African context, lack of female  role model among teachers of adolescent  girls many have 

contributed to the  un popularity of teaching as careers choices  for  girls in the past (Coleman, 

2009). Some African countries take Zambia have been implementing the policy of balancing 

leadership position in school following the rule of selection of school leadership. In such that 

when there is male school director, the deputy must be females; besides when there is a female 

school director the deputy must be male. This simple regulation has meant that school leadership 

now less gender biased that balance leadership (MoE, 2006). 

In practices however, it had been observed that they had been underrepresented in the leadership 

position within the education system (Education Sector Development Program (ESDPV, 2010) 

especially in one of the African countries in Ethiopia. 

In African countries, especially in sub- Saharan and in developing countries in Africa reflects a 

predictable pattern previously emerging in some regions (Under less difficult circumstances) a 
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widening of gender gaps, as participation increase from every low base could be a temporary 

phenomenon and a gender gap in school leadership position  (Kane,2004).  

The Ethiopia government has been endorsed a number of legal documents aimed at eliminating 

discrimination against women. One such document in the gender equality which was puts in to 

affect in (United Nation, 2007). The government approved the national plan of action on 

education for all, which aimed at achieving gender equality in education by 2015; the National 

goal of the strategy is to improve women‟s quality of education, marital and spiritual life. 

As well as establishing the condition necessary for women to enjoy their fundamental right and 

fully and equally participated in and benefited from all aspect   of politics, economy culture and 

social areas (United Nation, 2007).Despite, women‟s growing participation in the work place, 

there are still very few of them in the echelons of public decision and policy making position in 

Ethiopia (Suda,2002).The most powerful and best paid managerial position were still out of 

reach for most women (UNHCR,2007) & (Teyba and Muferiad,2010) 

One of the specific objectives of the Ethiopian government was to increase the number of 

women in leadership position at all levels and in all sectors. Those were the cause why I was 

initiated to carry out this study. This study would have been helped this unseen forces explicit to 

explain some ways to break them down and thus wider path for women`s advance and forecast 

some ways to be initiated women to be a leader.  

And Oromia Education Bureau stated on the training of education officials, there was low 

participation of female teachers on school leadership (OEB, 2009/2010), and states that there 

were 69 % of female teachers were trained out of 251in school leadership, and also 830 female 

teachers were attending the trainee on school leadership without their interest (Teyba and OEB, 

2010) women‟s‟ annual conference. Accordingly there were similarly a gender gaps or there in 

nearly no participation of female teachers in secondary school leadership in east wollega zone. 

Having this problem in mind; the researcher was interested to conduct the study on specified area 

and problem. 

 There were no research has been conducted before on this title or topic at the specified research 

area but there were a gender variation, gaps  and difference in secondary school leadership in 

East Wollega zone. 
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Women often take the lead and initiate change in their own local communities; yet they continue 

to remain under-represented in many areas of leadership and decision-making (Maureen Bickley 

Centre for Women in Leadership, 2010). 

Women form the core of the family and household; women work longer hours than men and 

women contribute more to the development of their societies (Meron, 2003). Meron further 

states that despite their enormous contribution to development, women couldn‟t share the fruits 

of development equally with their male counter parts. This reality is reflected on women when it 

comes to their participation in leadership and decision making positions. With regarding to the 

participation of women in leadership position, Oxfam (2009) argues that women‟s equal 

participation in leadership and decision making processes at every level and every sector is 

fundamental in to eliminate gender-based poverty. 

ESDP III report (2006) confirms that women are severely under-represented in leadership 

positions at all levels in education sector and this is the case in all regions, including those in 

which the gender gap in enrolment is narrower.  ESDP IV Action plan (2010/2011) stated that, 

the share of women among primary school teachers increased slowly from 35.6% in 2004/05 to 

37.2% in 2008/2009 and from 8.5% to 11.7% over the same period. The same is true in Western 

Oromia regional state Eastern Wollega Zone Governmental secondary school. 

Thus, the study was guided by the following research questions. 

1. What is the current status of female teachers‟ participation in school leadership in 

secondary school of East Wollega Zone? 

2. What are the major factors that affect female teachers‟ participation in school leadership 

East Wollega zone secondary school? 

1.3.Objectives of the Study 

1.3.1. General Objectives 

This work was to assess the extent of female teachers‟ participation in school leadership and 

factors that affect their participation in secondary school in east wollega Zone. 
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1.3.2. Specific Objective 

The specific objective of this study was to attempts: 

1. To identify the personal factors that contributed to women‟s under-representation in 

school leadership in government secondary schools of East Wollega zone. 

2. To determine the institutional factors that led to women‟s under-representation in school 

leadership of government secondary schools in East Wollega zone. 

        3. To assess the socio-cultural factors and practices that influences the participation of   

women in school leadership of Government secondary schools   in East Wollega zone 

       4. To identify what strategies are in place to promote female teachers‟ participation in 

Government secondary school leadership in East Wollega Zone 

1.4.Significances of the study 

The significance of this study was both theoretical and practical dimensions. Theoretically, a 

different stockholder for creating awareness for understanding of the factor that affects female 

teacher participation in secondary school leadership role.  

To this effect  it serves as spring board to the way adolescent girls follow their  predecessors to 

critically see  the fate of adolescent girls with the identity of the  affects their  participation  in  

secondary  school leadership  as their  career  choice . 

Hence the researcher believed that this study have been the following importance. 

1. It may help to increase the participation of women, children  and youth educational 

leadership 

2. The study helps other researchers as a corner stone for this who wants to conduct a 

research on similar area. 

3. The study will provide the mechanism of reducing the de motivation of female teachers 

in school leadership. 

4. The study will uses as a step stone to imitate female teachers‟ in school leadership. 
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5. The study will uses to identify the self-steam de motivation in social, potential, spiritual 

,organizational and personal factors those affect their participation in secondary school 

leadership in east wollega zone. 

1.5.Delimitation of the Study 

In order to make the study more manageable and feasible; the study was delimitated the extent of 

females teachers participation in secondary school leadership and factors that affect their 

participation. This will be made possible because school leadership is a broad term that 

encompasses leadership from lower level of education to the leadership of higher educational 

institution. 

To minimize the scope of the study the researcher restricts to the study and factors that affects 52 

secondary school females teachers participation in that zone. To this end an attempt was made to 

study the major organizational, personal, social and spiritual factors that affect female teachers‟ 

participation in secondary school leadership of east wollega zone. With respect to training 

opportunities for female teachers (Mentoring), gender awareness at varies level of the woreda 

gender balance in leadership position, discriminatory or non-discriminatory procedure for 

recruitment and appointment  

1.6.Limitations of the Study 

The researcher was encountered a number of problems in his study which were the researchers‟ 

limitation in the process of conducting the study. Among this some respondents were halfhearted 

to deliver conductive information, limitation of finance, time and the distance between the 

researcher and the university is also limitation of the study. And also difficulties of weather 

condition while collecting the data and as well as the distance between the sample districts 

/schools and the researcher. Although this resulted in wastage of time to organize fragmented 

information as the researcher demands quality work, the researcher   overcomes the problem in 

designing several strategies. The researcher reacted with officials whatever the environment was 

conducive for respondents. As far as the organization of the fragmented information was 

concerned, the researcher took the advice of his respective advisor and senior researcher as an 

input in order to minimize limitations and effectively utilize time for the research. And politely 

ask the respondents to give their responses to the questionnaires, and as much as possible used 
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time wisely. Not only this but also the researcher solved financial problems and the distance 

between the researcher and sampled schools as well    as the university. 

1.7.Definition of Key Terms 

 Feminine: -- Is relating to women girls gender that refers   chiefly but not exclusively 

female or objects classified as females (Abebayew , 1995). 

 Masculine: - Relating to men (Boy reefers to chiefly males or things classified as male 

(William, 1990).  

 Mentor:-is a person who gives advice, support, and council to know something. 

 Model:- refers to one serving as an example  to delimitate composed reference to 

usually  miniature representation  of something(Abebayew,1995). 

 Socialization: - process of learning roles and expected behavior in relationship (Estler, 

1975). 

 Terminology:-Sets of special words ( Schmuck,1980)                                                                 

 Gender:-male/female (CRDA,1997) 

 Mimic:-imitate (Elwa,1989) 

1.8.Organization of the Study 

This study was organized in to five chapters based on the study objectives. The first chapter 

deals with the purpose of the study, basic research questions, significance and delimitation of the 

study. Chapter two deals about review of literature. The methodology, approach and design of 

the study were discussed in chapter three. Chapter four dealt about the result and discussion of 

the study and summary, conclusion and recommendations make up the last chapter of the study. 
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CHAPTER TWO 

2. Review of the Related Literature 

This chapter of the study deals and gives emphasis on relevant literature related to the factors 

that affect females teachers participation to secondary school leadership and an attempt will also 

made to define educational leader ship. 

2.1. Concepts of Educational leadership 

According to Tarnue ( 2000) educational leadership is the continues work of mobilizing people 

to believe and behave in regard to shared vision that results to in high achievement for every 

child. it is the ability to support  people  in doing  inquiry about the result of their work honestly 

without any fear of blame  and judgment. In other word educational  leadership  is primary 

concerned with educational outcomes for all students Lioyd(2009), Besides educational 

leadership  influences  and manages  pedagogical goals and vision  under mining instructional 

program  promote teachers learning and development for students improvement 

(LindSay.B,1999).  

Trance in Esayas(2012) further argues educational leadership that enhances students‟ outcomes 

through the creation of an environment where learning permits the organizational culture besides 

the state as; 

“I believe that the core work of teacher in seeking to promote qualities learning for all children 

that all management tasks serve the core work.”  

In the 1940 in the United States (and the result are similar for canoed) approximately 41% 

elementary principles were women in the 1950, 38% in the 1960s, 22% by 1980s the figure 

dropped to less than 20% (Paddock as cited Grady, 1992) 

While representation by women in educational administration has made some gains since the low 

point in the 1980‟s statics developed a decade later reveal that Ella Flagg Young‟s „prediction is 

far from reality .As one example ,women constituted 64.2% of the teaching force in Alberta in 

1995 . 
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2.1.1. Females and Leadership 

Good school administration is more attuned to feminine than masculine model of leadership 

behavior, (Abebayew Amero, 1995). Female attribute of  nurturing  being sensitive empathetic, 

intuitive,  associated with  effective administration  while these characterizes  are innate and 

valuable women possessing  the qualities  of a good leader still face  higher attrition and slower 

career  mobility particularly in  educational administration (Raynolds,2008). Data on quality of 

opportunity in educational administration   reveals that gender more than age experience, 

background or coherence determines the role an individual will be assigned in education 

(Williams A, 1990) and (Elwha B, 1986).In general women are stereotyped as being more 

concerned with others, warmer and more expensive. By contrast, men are perceived to be more 

independent and focused on achievements. It is interesting to note that the dimensions that have 

received the most attention are closely aligned with gender stereotypes. An emphasis on 

achievement and organizational goals, known as a “task oriented” styles, in most culture is 

linked to stereotypes of masculinity. Similarly, an emphasis on people and relationships, known 

as an „interpersonal‟ style is most closely aligned with stereotypes of femininity. The other 

dominant leadership style dimension, autocratic versus democratic, also mimics gender 

stereotypes (that is, the autocratic, powerful man and the democratic, inclusive, caring woman). 

Until recently, and despite a large body of the study, many writers argued that the findings were 

not sufficiently clear to conclude that women and men do actually use different leadership 

behaviors. Consequently, American researchers Eagly and Johson (1989) carried out a 

comprehensive analysis of studies to try to answer this question. Essentially they were trying to 

test for a stereotype where women leaders were more people oriented and democratic, and male 

leaders were more task oriented and autocratic. 

Eagly and Johnson conclude that there was a small trend towards women emphasizing both 

people and task accomplishment more than man. With respect to democratic versus autocratic 

style, they found a „stereotypic difference‟ with 92% of the comparisons indicating that women 

were more democratic than men. From this they concluded that there was some demonstrated 

support for the notion that women lead in a stereotypically feminine manner. They also reported 

an interesting incidental finding of a correlation between leadership styles and the gender ratios 

of the organization in which the leaders worked. They found that women‟s orientation towards a 
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people-focused style weakened when men leaders dominated numerically. That is, in 

organizations with more menthe women‟s behavior appeared more like that of the men. Women 

in general, are underrepresented at the secondary school leadership. The number of females in 

leadership becomes dismal. When considering both gender and ethnicity. The scarcity of women 

in the role of secondary principals are a phenomenon worldwide Coleman (2001) and they were 

in the minority of secondary level administrative position Coleman(2004), and low participation 

and underrepresentation of females in leadership (Kagoda & Speradio, 2009). 

2.1.2. Women Leadership Behavior 

The behavior of females clustered in six control patterns were identified as behaviors that 

empower restructure, teach, provides, role models, encourage openness, stimulate questioning, 

(Gill,1997).  On the other hand, some behaviors and females attitudes towards their 

performances, (Addis Tesema, 2001). 

A. A vision behavior - in this category women leadership would take appropriate risk to 

bring about change 

B.  People behavior: - Omen leader provide care and respect for individuals differences  

C. .Influence behavior in which women leaders spend their time, building truest and 

openness (Gaytonand Slick, 1996). No Matter the leadership and behavior of women are 

delimited the fact is that women do posses the capability and skill to be excellent 

educational administration Gross and SperandioJ (2000) listed capability of women in 

leadership. Women principals have a greater knowledge and concern for instructional 

supervision. 

 Top managers and teachers prepared women over man 

 Student‟s academic performance and teachers‟ processional performance rated higher 

under women principals 

 Women ever more effective administrators  

 Supervisors and teacher preferred the decision making and problem solving behaviors of 

women. 

 Women leader were more conserved with helping different pupils  
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 Women leader placed more importance on technical skills and organization 

responsibilities of teacher are a criterion for evacuation. The curriculum for girls was 

described as three Bs; this is baby, bath and broom Onsongo(2010) which represented 

females‟ underrepresentation.  

2.2. Conceptual models on womens’ participation in school leadership 

Over the past two decades, several interrelated conceptual models have been adapted from the 

social science and used to explain the underrepresentation of women in educational leadership. 

These models are: - The social, organization, individual and international    models could be 

revealed one after the other.  

2.2.1. Social Models 

This model look for explanation neither in women as individual nor in educational system, but in 

a society as a whole Schmuck (1980) refers to this as the social perspective and Shake shaft 

(1989) as three “school structure of society of the root cause of inequalities. This model assumes 

women and men have been taught to identify their roles and separate and those institutional and 

societal practices reinforcing these differences account for the lack of the women in leadership 

position (Estler, 1975).In this model there were different socialization patterns for young boys 

and girls that are institutionally reinforced well in to adulthood. 

2.2.2. Organizational Model 

The organizational model or to use Schmuck`s P.A (1980) terminology the “organizational 

perspective” explains men and women differential career aspiration   and achievements not as 

functions of different psychological priori ties positions but as an effect of the limited 

opportunities for women that accompany system gender bias (CRDA, 1997).It turns attention 

away from the individual to the educational system itself. With its complex of institutional, 

structural, Polices and practices. According to this argument, women do not participate, because 

men were given special treatments in both promotional and administrative hiring practices that 

there are structural and systemic barriers that work against the participation of all candidates who 

are not white males, it shows females are not aspires leadership as a result of limited 

opportunities. However, the median number of years in teaching before appointing to the 
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primary principal was 5 years for male and 15 years for females (Estler, 1975).This shows that 

there was a gender variation in leadership position in organizational perception or model. 

2.2.3. Individual Models 

This model implies that men are more competent than women .Because men are chosen for 

administrative position so often. In the literature this model is also compared to Schemuck PA 

(1980)“individual perspective” Shake shafts internal barriers person centered explanation. Men 

are chosen for administrative position; because they hold for the best qualification. These beliefs 

are often reflected in statement as such; they are not assertive, they want a power, they lack self –

confidence, they don‟t apply for the job, they are dependent, or parasite, they never do anything 

accept males; Although these statement may be valid for some female teachers. 

2.2.4. International Models 

House hold children‟s care support in gender equality in educational leadership was low if the 

variables form integrations to personal level could not encourage women`s aspirations to school 

and women a causes to educational leadership. Therefore, based on the strength and weakness of 

the model the researcher`s analytical from work for the study is organization model and the 

international(Ground theory) models that consider females teachers underrepresentation in 

school leadership as a result of limited opportunity Estler (1975) and multiple factors as the root 

cause for women underrepresentation in educational leadership.  

These four ways of conceptualizing the underrepresentation of women in educational leadership 

reflect to tending debate of over the causes and meaning of in equalities in the educational 

profession. An assumption underlying each model is that continued gender asymmetries must be 

more thoroughly under to be more thoroughly understood to be remedied (Tallerico&Burstyn, 

1996).What follow in this study was be briefly examination of some of the factors that effects 

females teachers participation in  educational leadership(Donald A,1990).Gender role 

stereotyping was also raised as a concern to be addressed as it was often reinforced by school 

curricula that hindered women from taking on leadership roles(United Nation High Commission 

for Refugees UNHCR(2007) and (Joasi(2008) women ability to leadership and male teachers 

leadership behavior and also women‟s lack of self-confidence , feminine and underrepresentation 

in leadership (Mitchell,2004). 
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Summary of the four major conceptual models four women under representation in school 

leadership  

 

Models, Emphasis and Causes 

No Models  Emphases Cause 

1 The social model  Cultural and social norms Different socialization patterns for 

women and man 

2 Organizational 

model  

Educational system  The organizational structures and  

practices of education which 

discriminate against women  

3 Individuals  Psychological orientation Women are looked to as the cause 

4 International 

model 

International agreement 

about gender equality 

Influences women  aspiration  and 

access to education  leadership 

                      (Estler, 1975) 

2.3. Factors that affect female teachers’ participation to educational leadership 

As Kyriakos, (2006) and Blackman, (2000) stated females administrators in educational 

leadership are underrepresented as gender given that they make up the whole teaching 

profession. For this under representation there are some factors those are related to their low 

participation. And the conceptual frame work postulated that factors such as gender stereotyping, 

family responsibility, affirmative action and personal interest in management position may 

influences  the participation of women in educational management. 
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Conceptual framework on female teachers’ participation in leadership. 

Independent                                Intervening                       Dependent                    

Variables                                     Variables Variables 

Gender Stereotype 

.Family 

responsibility 

.Personal interest in 

management 

position 

.Level of 

implementation in 

affirmative action. 

 Politics 

.Sponsor 

School 

practices 

 

 Active participation 

of women in 2
ndary

 

school management 

.policy &decision 

making. 

.manage personnel 

and student. 

.planning teaching 

&learning activities. 

.manage finance and 

other resource. 

Monitoring and 

evaluating projects 

and programs. 

 

  

 

Fig.1.Factors that influences active participation of women in management of education at 

secondary school. 

A gender stereotype make female teacher to feel inferior as males dominates management 

position. This result shows low participation of women in educational management. Family 

responsibilities like marriage, parenting, domestic work among other leave women with less time 

to participate actively as secondary school managers or principals. Husbands do not allow their 

spouses to go on transfer making women for feint such promotions to management position 

(Shahabudin, 2000). 
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2.3.1. Organizational Factors as Barriers for Females Teacher Participation to 

Educational Leadership. 

According to McKay.M. and Brown M (2000)stated  many school  board members, research 

consultants, research committee members practicing administrators  and revealed citizens 

members practicing administers  and private citizens continuous  to believed old myth that have 

prevented women from becoming educational leader in the past. Shephered .S(2000) also found 

that females were still perceived  as lacking ability to handle discipline at school Karle .et .al 

(2000) reported that school board and other initiatives believed that females are malleable. 

2.3.2. Factors Related to Working Conditions and Sex Discriminations 

The perception that females hold of what leaders Elwha B(1986) challenges of women which  

found that the job stress of females was higher than of male when working in a predominately  or 

traditionally male environment stress. Reyes and Cherish (2000) describes organizational context 

in which males used intimidation and silence to discourage females. GobuSeyoWoreda 

Education Office Head Ato Belay Mamo(2010), on annual report and Educational conference 

reported that there is less participation of female teachers on educational leadership. When they 

are compared to male teachers on leadership, they are only (3%) in our woreda. In addition, W/ro 

Aberash Workineh (2010) said that there was a plan on promoting female teachers participation 

on educational leadership on the coming year, and increasing female teachers‟ participation was 

a current issue on our plan. 

2.3.3. The impact of Socialization and Sex Role Stereotyping on Female Participation in 

Educational Leadership 

The processes of socialization and sex role stereotyping have been discussed by several 

researchers. Nussbaum and Glovers .J (1995) Adler L(1991), Jordan (1991), it shows people do 

not related women to leadership and women the salve under value their potential to be 

leadership. As Powel et,al (2002), sex stereotyping depicts men as superior in leadership pursuits 

because they are considered to possess the masculine, agnatic, qualities and effectiveness of men 

in leadership. 
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2.3.3.1. What is Socialization? 

From the beginning of his/her birth each person confronted with expectation for his/her behavior 

as defined by the society in which he/she expected to confirm to those behaviors that designed 

appropriately to their gender (Adler, 1991,Jordan, 1991).Some studies reveals there was a gender 

differentiated treatment and socialization process from the beginning of the birth in the society. 

The socialization process starts at early stage by parents. Surprisingly, the interesting observation 

process starts is that parents tend to view their female new born as being small, delicate and 

fragile at birth. The male by birth when it compared described as being more alert stringer, and 

better coordinated. Thomson (1993), children provided at their early stage different messages 

experiences based solely up on their gender when parents‟ alert magical words like “It is a boy, it 

is a girl”. Not only this but also at the bearing stage there were societal sayings „a boy or a girl‟  

2.3.3.2. Cultural Norms and Practices. 

Culturally, Ethiopian society is patriarchal. It portrays women as inferior to men and the division 

of labor is stereotypical. Women who do not perform domestic roles viewed as deviants making 

it difficult to assert themselves when it comes to seeking position outside the home. In addition 

women carry outside the reproductive of house holder. The average Ethiopian women put in 15-

18 hours of work per days, which has never valued in economic terms, (UNICEF, 1998). 

In addition to socialization, societies seem to use a double standard in describing female 

characteristics. Men as planners, leader, and sensitive, managerial, intellectual but women are as 

passive, emotional, schemers, nosy, manipulator. According to the study conducted in South 

Africa, the majority of the country believes that the person who can lead the school better is a 

male.They do not believe that a female do not lead school. Power in an organization is associated 

mainly with men. Based on general cultural attitudes that men made better decision making 

leadership roles (Agenda, 2005). Negative attitude of societies including that of women 

themselves and competencies hamper female teachers‟ participation in school leadership 

position. Females are not equally participate in administrative position (Black More &kane way, 

1993).In societies there have been different saying that affect the perception of female teachers 

and other sectors in administrative position (Wallace, 1991); 
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- The boy that holds milk cannot hold intelligences. 

- A woman‟s work is to be pretty, not to think about serious matters. 

-You are so stupid you can even be misled by women. Women responds as; Even the son we 

suffered for him grows up to look down on as; our problem will continue as our sons follow their 

fathers. When we have seen here there were a word which said follows their father…but their 

mother. 

Also there was Afan Oromo saying which made females undermine from being administrative 

position in Ethiopia; 

Dubartiindheertuumaleebeektuuhinqabdu. This is directly translated; Rather than having of 

tallness women’s’ have no intelligences. This shows the discouraging of females. 

In addition;motummaandubartiikarraacufaattiioolcha. This is also directly translated to; the 

judges of the women closed the gets whole days. And again, Dubartiingorroonolitti; itmeansthat: 

Women were above the gets. In addition; dubartiinutubaamanaati. Means Women’s were the 

wall of the house.There is also Amharic sayings which under present females from being 

appointed for administrative. Like; Setina sponge andinachew;sichemekuyilekalu. Translated to; 

Women’s’ and sponge are similar; while squeeze themthey fed.Then also; ye mot mot set danya 

be honech let; this translated to; the death of death becomes when women’s becomes a judge. So, 

these all shows that Ethiopian sayings that hinder females from being a leader at any sector. Not 

only this but also some sayings under represent females to be school leadership---like 

dubartiinhammaabeektuudhirsasoortii,means females have no special skill to upgrade their 

attitudes. ----Nitiindhirsaisheemaleekan biro gootahinseetuu, means, she is not heroes by herself 

but she aggravates her husband…Niitiindhirsiikoorseemucaamucaa of gooti.means females have 

no permanent judgments in their life. 

 Source; BATO (2007), MAMMAAKSA OROMOO HIIKA WALIIN (Jildii-3).Finfinnee 

Hart(1995) and Shake Shaft,1985). 
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2.3.4. Hiring Practices and Recruitment 

Organizational hiring practices of the bottom entry level jobs are critical in establishing career 

tropic tries in organizational, because promotional ladders where they exist are connected to 

specific point of country in to the organization (Stevenson, 1977). 

Job recruitments and hiring practices in it have short nonexistent job ladders. This choices is not 

the barriers to create opportunities; instead employers acceptance. And indeed their exploration, 

uninformed choices is the barriers to future upward mobility. This decision   determines the ways 

that complex organization structure works, creating barriers for females. Employers use 

administrative rules and procedures to regulate hiring, promotion, and wage system in the 

„Internal Labor Market‟ of organization (Oysterman, 1984).The external barriers to career 

participation for females are pervasive Grady (1992) as maintaining that sex discrimination is 

practiced through „‟filtering methods‟ that filter out qualified females. This shows top managers 

were male and down managers were females; there was a sexual discrimination to females as 

cited by Grady. And the exclusion of females were self-perpetuation, despite active effort to 

change institutional practice (Coleman, 1994).Under this; male principals tend to sponsor male 

teachers .Additionally ,many school boards and selection teams are male dominated to 

differential rates of promotion on gender-typed job ladders ,as well as difficulties. Regarding to 

the affirmative action and the directive was intended to create equity in employment of men and 

women promotion to senior position in the public sector (Gender and Government 

Program(GGP), 2010).Wanjama(2002) who found out these women do not show interest in 

management position in management of education and Coleman (2002), ---the expectation of 

family responsibility as strong influence in their professional lives. 

2.3.5. Barriers to Promotion 

Women experiences barriers to participation that are reflected in “ crossing over” to male – 

dominated ladders, or pipeline that provides more promotional opportunities –Empirical analysis 

of private companies and government agencies have revealed a number of important 

characteristics of job ladder ( Fisher 1991),(Diprete and Soule1988),(Biebly 1986) (Harlan and 

O. Farrell, 1982)(Pterson and  Perlman 1979). Promotion rates and access to the means of 

acquiring new skills systematically differ according to where one is located in the organization. 
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Unfortunately, women who try to move internally through transfer or promotion to 

nontraditional jobs face a number of significant structural jobs barriers. We have seen three 

examples of barriers involving restrictive eligibility requirements, seniority rights and the lack of 

training and career development opportunities for women in traditional jobs. 

Eligibility requirements for jobs at higher level of organizational hierarchies systematically 

exclude from promotion consideration lower-level jobs in which women and minorities are 

concentrated. This barrier is of a different magnitude than bias in decision about which 

individuals will be promoted because gender, race, and class become structural parameters of the 

promotion process, excluding whole categories of individuals. Seniority system, designed a 

decades ago, often protect high-paying, non-management jobs for while male incumbent (Kelley, 

1982).Companies that defined seniority –unit classification narrowly (perhaps by department or 

by job ladder), rather than company-wide ladder bias, drastically reduce the potential for women 

and minorities to move on to job ladders traditionally occupied by working-class while males.  

2.4. Individual and Societal Factors as Barriers for Female Participation in Educational 

Leadership. 

According to Shake Shaft, (1989) point ousted that   internal or psychological barrow as those 

that can be overcome by individual change where asexternal barriers require social and 

institutional change. Some of the internal barriers described to women include the following: 

lack of confidence, motivation and aspiration, deficiencies in credential and experience, and 

socialization and gender stereotype. 

2.4.1. Lack of Confidence 

As the result socialization process and sex role stereotype majority of women lack self-

confidence to be school leader ship (Thomson, 1993). Self-confidence affects the way female are 

perceived as well as the ways they perceive themselves. On the other hand Shake Shaft(1989) 

argues that lack confidence, aspiration and lack of personal antonym are something which   

measured by male lenses of definitions. Thomson,(1993) states that the reason why females do 

not succeed in ladder of leadership is that efficiency in self-confidence, fear of success , lack of 

personal autonomy, lack of clear professional goal setting, fear of rejection and competition and 

lack of aspiration. Yalew (1991) cited the underrepresentation e and lack of self-confidence of 
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female teachers. As Rothbard (2001)…women were expected as the primary caregivers than 

outside work than men. 

Women may be aspiring to leadership   positions, but systematic barriers can prevent them from 

acting upon these aspirations and women who aspire to become administrators are more likely to 

report lowered aspirations or lack of confidence than women who have become administrators, 

Brown G and Irby. B. J, (2005) found a marked lack of self-confidence. 

On the other hand, Shake Shaft (1989) argues that self-confidence, aspiration and lack of 

personal autonomy are something measured by definition. She pointed out that lack of 

opportunities and lack of conductive work environment for them. In addition, she elaborates 

females lack of confidence as product of lack of confidence as product of lack of experience in 

the sphere of administration and it should also viewed then, as product of a system that keeps 

women separated from experience that would help to develop confidence in the public sphere. 

So, self-confidence was the accurate problem which has seen in the society.  

2.4.2. Family and Home Responsibilities 

It was frequently observed that extensive family responsibilities especially those involving 

marriage, Childcare and house hold activities can affect female career achievements (Fagenson, 

U, 1993). The traditional expectation of women‟s majority role in life is/ are those quite mother 

and home makers. Women Workers still tend more than men bear the main burden of family 

responsibilities as well as paid and unpaid work, these double work burdens hampers their 

upward movements to management‟s position (Almaz Hagos, 1997). Adler and Iseraeli, (1988) 

states societal expectations of women are greater in terms of family responsibilities such as care 

for elderly of children. And husbands are exclusively that of she has to participate fully in 

funeral / mourning no one raises eyebrow it a male /who was also a manage just stays an hour 

and leaves the mourning house or does not attend a funeral ceremony – because of “ meeting”  

In relation to this family role, involvement can have  a negative impact on achievement even 

when the women themselves may not choose to their career involvement based on long held 

stereotype often assume that married women especially those with in  them familiar  ( Fagenson, 

U, 1993). And females their value systems and priorities and the degree of support by their 

husband their self-steam to their careers. Wife hood and mother hood computed for resource 
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(time and energy). Which must be allocated b/n both the occupational and domestic roles. In 

light of this Nussbaum Gloven (1995) female suffer from sever time since they are caring double 

burden of domestic and winning responsibilities. Accordingly, many women managers no longer 

want to have to choose between careers and family responsibilities, aspiration, the unequal 

sharing of family responsibilities continued to determine their carrier advancement (Almaz, 

1997). 

Family and home responsibilities place bound circumstances moves with spouse or misalignment 

of personal and organizational goals were early contributors to women‟s lack of administrative 

success or women‟s were hindered by family commitments ;which shows there were a family 

factors on administrative position to attain female teachers(Shake Shaft,1989). 

2.5. Overcoming Factors that Affect Females Participation to Educational Leadership 

On both external and internal barriers that influence the representation of women in educational 

administrations. Some of these barriers, while not completely removed, are beginning to 

crumble. A number of ways to overcome those barriers have beer noted and one of these ways is 

for female aspirants to have a mentors. 

As Holt, 1981 and Gibson, S.K, (2004) suggested that mentor, both male and female may be the 

single most important factors in administers career development, Mentors can suggest strategies 

for career mobility. Open doors, Mitigate contact and make recommend decision  Despite the 

benefits of mentoring research indicated that there seems to be  lack of available male or female 

mentors for women when  do act as mentors , they tend to sponsors male, or someone who is 

most like them Erich, as cited by (Coleman, 2004).  

One reason why mentoring may not be readily accessible to women may be that women don‟t 

“fit” in to the contort zone of male mentors (Fleming, 1991). 

Women need to actively seek out network with men and other women to gain visibility, 

information, advice and receive moral support as they pursue their careers. Various American 

network such as; Sex Equity in Educational Leadership (SEEL) and Women in School 

Administration (WiSA) have been established. The Federation of Women Teachers Association 

(FWTA) provides different types of networking opportunities ranging from courses to prepare 
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for the different leadership position, to conference, resource booklets, and a regular newsletter in 

Canada. Gaining academic credentials is another way for women to overcome barriers to moving 

up the administrative ladder of women (Holt, 1981).Amore formal to decrease the barriers facing 

women‟s seeking advancement in educational administrative is through employment equity 

programs or affirmative action (AA) initiatives. 

It is important to note that although hiring can be mandated by institution, acceptances cannot 

promoting gender equity in the class room was another way to help remove barriers for women. 

Girls were under-represented in compensatory educational programs and extracurricular 

programs. They were underrepresented in co-curricular activities such as school club heads, 

department heads, unite leader, vice principal and school principals. 

Moreover, educators must be organizing of the hidden curriculum” and the devastating effects 

that gender   inequality in school can have on girls. Flynn and Chambers (1996) outline various 

steps to a bias – free classroom- some of them includes: set and enforce rules so by boys do not 

monopolize attention and dominate all- co- curricular activities.  

2.6. Techniques Useful for Women Participation to School Leadership 

In enhancing female in leadership the techniques including avail themselves to mentor. Utilizing 

sponsors, role models, and networking, which allows a women a means for getting advice moral 

support and contact for information and providing  constructive ways of dealing with frustration, 

sharing feelings about their work, and providing encouragements Curry B .K. and  Mishra (2000 

and Merson M. et al (1992) suggested the following four” core components of success”. 

Be able: women should make sure that they know what position entails. They should develop 

good speaking and writings skills- plus any skill that will help compete against everyone else at 

particular level. Never stop learning, whether it is formally in a classroom or informally, on the 

job. Put it extra time and effort on every job.  

Be seen as able: No one should ever allow his/her abilities to be discouraged or ignored. Display 

competence in job that is visible and valued, especially for jobs that form stepping – stones to the 

job.       
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Adopt positive attitudes to words difference: - Realize that men and women do communicate 

differently and use this knowledge when communicating with men. 

Acknowledge difference: When this is done when women will be in the right female of mind to 

communication with three opposite sex. 

Asses‟ differences without judging: - determine if these differentials are content states or 

structure before processing someone is being in articulate. 

Content=Men and women prepare to talk about different things men favor sport money and 

business women refuel to talk about people feeling and relationships. There are however, 

exceptions. 

Steps for adapting gender differences in educational leadership. 

Step 1- Adopt a positive attitudes to words difference. 

Step -2- Acknowledge differences. 

Step -3- Choose techniques for lotions or responses. 

Step -4- Renew positive attitudes towards differences. 

Step-5- Generalize from the specific. 

Step-6- Assess differences. 

Style: Men want to resolve a problem, they review conversational competitions- women seek 

understanding they went to support a conversation and use it to connect with another individual. 

Structure: - Mentored to get to the point without using descriptive details women often are 

detailed apologetic and vague renew positive attitudes   words differences women need to 

reinforce the willingness to communicate differently. 

.Chose techniques for action or response: after listening carefully and assessing difference make 

adaptation to improve communication ( Merson, 1992 and Mishra,2000). 
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Generalize from the specific .If one gets a positive respond after adopting assesses the techniques 

chose. 

A leader with emerging inclusive styles of leadership could provide community with new values 

grounded in cooperative, community and relationship with the community (CRDA, 

1997).Women leadership posse‟s inclusive styles that was to improve the institution.  

The educational system to be structured as a traditional home; men manages the school, and the 

women nurture the learners.  

The educational system contrives to best structure as a traditional home men manage the school 

and women nurture the learners Wallace and March(1991) if this is the perception that women 

continue to encounter, then the lack of equal representation in leadership was in evitable. Even 

today female leaders are still being tested in ways that men aren‟t. Men do not have to answer 

basic questions about their abilities or deal with much closer scrutiny as women‟s (Women 

Gaining Ground in Academic, 1994). 

According to Sefuna (2006) a new tradition was established for transmitting values of humility, 

low ambition, and systematic underrepresentation of girls and women‟s ability in cognitive 

achievements. 

The MoE (2006) and technology should promote more female teachers who will act as role 

model and mentors for other women in the realm of academia. The government and church 

should work together and ensures that member of society are enlighten and encouraged to 

discard traditional beliefs that women are inferior to men and that domestic work and taking care 

of children are women‟s role.  

Finally, there were natural and manmade factors that affect female teachers‟ participation in 

secondary school leadership position. In addition there were external and internal factors that 

hinder female teachers‟ participation in administrative position. 
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CHAPTER THREE 

3. Research Design and Methodology 

3.1. The Research Design 

Research design is a plan showing how the problem of investigation was solved (Kombo & 

Tromp, 2006).The purpose of this study was to assess the factors that affect female teachers‟ 

participation in secondary school leadership of East Wollega Zone. The descriptive survey 

design was employed in the study. This design has been selected because it is helpful to show 

situations as they currently exist (Cress well, 2009) and (Kumar.2005).It was also assumed that 

this method was economical since it enables to describe prevailing situations both qualitatively 

as well as quantitatively which eventually helps to draw valid general conclusion (Gay, 

2000).So, to apply this method, both quantitative and qualitative approach were employed in the 

study. 

3.2. Sources of Data 

The source of data included both primary and secondary source. With respect to primary sources, 

the researcher collected information from female teachers, Woreda Educational Office Officials 

and woreda Women and Children Affairs Office. On the other hand, the secondary sources were  

reports and documents in school and in east Wollega zone education office at the selected 

districts. 

3.3. The study area 

This study was conducted in Western Oromia Regional state, East Wollega zone. The 

administrative center is Nekemte which is 318 km away from Addis Ababa the capital city of 

Ethiopia. East Wollega zone has seventeen (17) woredas and 52 secondary schools at this time. 

The zone was well known by education and educating their generations for a long time ago. 

Geographically it was located at the central part of east, west, Kellem and Horro Guduru 

Wollegas. It has comfortable weather conditions that have been weinna dagaand comfortable for 

life and most of the populations have been farmers. 
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 So, farming and livestock has been the main resource of the population. The zone was poor in 

the case of infrastructures and no expansion of roads. 

3.4. Populations 

There were 687 female teachers were found in East Wollega zone. From these female teachers 

261(37%) of them were found in five selected districts (29%) of that zone and they were made 

the targeted population of the study.  

3.5. Sample 

A sample is a smaller collection of units from population used to determine   about that 

population (Field, 2005), (Gay, 2006).It is a means of selecting a given number of subject from a 

defined population as  a representative of the population (Kombo& Tromp, 2006).The minimum 

sample size of 10%.Then,in order to make the study more relevant and reliable from five 

selected districts, ten(10) secondary schools has been  selected and the total number of female 

teachers were 261 in selected districts and the targeted population of the study, from this  

131(50%)  female teachers were  selected as a sample  by using simple random sampling method 

particularly the lottery methods. 

As Ary (2010) explained, the basic characteristics of simple random sampling method were that 

all members of the population have equal and independent chance of being included in the 

sample. So the following table shows the samples of female teachers, Educational Office 

Officials and Women and Children Affairs Office who were included in the study. The simple 

random sampling informants were 131 (50%) female teachers, 15(51%) out of 29 Educational 

Office Officers and 10(48%) out of 21Women and Children Affairs. All of the sampling 

populations were taken by simple random sampling method. 
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Table 1: Sample and population of respondents 

The total population and sample female teachers from the selected five districts were shown in 

the table below. 

No Name of districts  Name of 

School 

/Office 

Population in 

selected 

Schools 

Sample Size  % Sampling 

Techniques 

Instruments of 

data collection 

1 Sibu Sire Sire 29 15 52 Simple  

Random 

Sampling 

Questionnaire 

Bujura 19 9 47 Simple  

Random 

Sampling 

Questionnaire 

2 WamaHagalo Moxe 34 17 50 Simple  

Random 

Sampling 

Questionnaire 

Bata 17 9 52 Simple  

Random 

Sampling 

Questionnaire 

3 GobuSayo Anno 31 16 50 Simple  

Random 

Sampling 

Questionnaire 

Sayo 25 12 48 Simple  

Random 

Sampling 

Questionnaire 

4 GudayaBila Bila 26 13 50 Simple  

Random 

Sampling 

Questionnaire 

Jare 21 11 52 Simple  

Random 

Sampling 

Questionnaire 

5 BiloBoshe Bilo 34 17 50 Simple  

Random 

Sampling 

Questionnaire 

Boshe 24 12 50 Simple  

Random 

Sampling 

Questionnaire 

 Total 10 261 131    

1 Educational  

officials 

Education 

office 

29 15 52 Simple Random Interview 

2 Women and 

children Affairs 

Women 

officials 

21 10 48 Simple Random Interview 
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The mathematical formula for determining sample size for female teachers as stated by (Yemane, 

1967) has been; Where; ni= (N2/N) n 

Then; sampling for each school=No of female teachers from each school total sample. 

 Total No of female teachers.(50.19x261/100=131)                                                                                                            

To find percentage of total sample =total sample x100=(131x100/261=50.19) 

 Total number of female teachers 

To find percentage of each school =The no of female teachers sample x100.(131x100/ E. school. 

 No of female teachers of each school. 

N=total size of population (female teachers) 

N2=population size (female teachers in each school) 

n=total sample 

ni=sample size from each school. 

So, the total sample of female teachers=131 and the percentage=50.19 

3.6. Instruments of data collection 

The researcher used data collection tools like questionnaires, Interviews and documents from 

educational office. Questionnaire containing both open ended and close ended; it was distributed 

for female teachers. Interview was conducted for both Educational Office Officials (WEO) and 

Women and Children Affairs Office (WCA) at the study area for each selected districts and 

document analysis from educational office. 

3.6.1. Questionnaires 

 To conduct the study primary data were collected by using questionnaires. This was collected 

for female teachers. Questionnaires were very important data collection tools to get a lot of 

information quickly (Kombo & Tromp, 2006).It has played a vital role and looks at the basic 
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attitudes /opinions of groups of people relating to a particular issues and time saving (Orodho, 

2005) .The researcher used both open ended and close ended questions. 

Accordingly, the five (1-5) point likert scale items has been distributed for the respondents to 

answer. To measure the results that they were free from error, reliability was implemented and 

measured by data gathering instruments from the respondents. In addition, its validity was 

measured to know the extent to which a questionnaire measures and what it supposed to 

measure. And questionnaires were contained both close ended and open ended questions to get 

further information. Responses that were collected through close ended question has been ranked 

based on the nature of questions in five point likert scales which range from: strongly agree” to 

strongly disagree.” Close ended questions were used to collect data from the population, that 

they can choose answers from a given alternatives. Furthermore, closed ended questions were 

easier to analyze. 

According to Solomon (2005), in close ended questions respondents were asked to select his/ her 

answer among list provided by the researcher (yes, no, I don‟t). Close–ended questions were 

very popular in descriptive survey research since they provide great uniformity response and it 

was easy to process and they answer/ respond by their mind. According to Solomon (2005), in 

Open ended question the respondents are required to provide their own answer to the questions. 

Open ended questions can also be useful if the researcher doesn‟t know the possible answer to 

questions or for gathering insightful or the expended information. Similarly in this study a 

questionnaire was prepared and distributed to all respondents. (23 close ended and 5 open ended 

questions).The questions have been written in English language and directly translated to Afan 

Oromo as the researcher believed that they could understand the questions. 

3.6.2. Interview 

The researcher also used interview for both Woreda Educational Office Officers (WEOO) and 

Women and Children Affairs (WCA) as an instrument of data collection tools. This ensured that 

answers can be reliably aggregated and that comparisons can be made with confidence between 

sample subgroups or between different survey periods.    

The interview had taken place in face to face situation. The interview contained 12 questions and 

the entire   interview was in note taking in order to minimize loss of information.  
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The process of the interview was conducted in English language and translated to Afan Oromo 

according to (Best and Kahn, 1993) the purpose of interviewing people was to found out what 

was in their mind, or what they think and felt about.  

3.6.3. Document Analysis from the Woreda Education Office 

Document from the selected district educational office were analyzed by the researcher to 

understand and has been compared and contrasting the participation of female teachers in school 

leadership and any leading position at school level (department heads, club, unit leader Co-

curricular) at school level out of the selected district, those for the best four years (2007-2010). 

3.7. Validity and Reliability Checks 

Checking the reliability and validity of the data gathering tools/instruments before providing the 

actual study subject were the core to assure the quality of the data and to avoid ambiguity and 

unclear statements (Yalew Endaweke, 1998, Kombo &  Tromp, 2006). So, the researcher 

selected Godahara secondary school as a pilot school for pre- test. The test has been given for 19 

female teachers those have been teaching there.  And the drafts of the questionnaire were first 

examined with teachers those were MA holders and other educational officials. Based on the 

comments given by the respondents of the piloted schools, some modifications were made on the 

questionnaire to make it clear and precise for the main respondents so as to obtain the most 

reliable information. After the dispatched questionnaire returned, some items and questions 

should be conducted depending on the research questions, and they examined the question. 

Example, “How do you evaluate female teacher’s participation in school leadership at 

school level.” This was modified to “Women teachers don’t participate in decision making” 

and the like questions and some items were modified (Part 2-item 12, Part 4-item-2). 

 Then the researcher made some modifications on questionnaire and questions. Additionally, the 

reliability of the instruments were measured by using Cronbach alpha methods with help of 

Statical Package for Social Science (SPSS) version 20.Based on the pilot reliability coefficient 

(alpha) the average of the reliability results were found to be (0.74) and hence, reliable and valid. 

That means the instrument was found to be reliable as Statical literature recommended a test 

result of (0.67) to( 0.90) is reliable (Tavokol, 2011).So, the researcher calculate the reliability 

and validity of the tools by using the Cronbach‟s alpha formula, 
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α=
     

  (   )  
  

Cronbach alpha No of items 

0.978 23 

Then the reliability and validity of the tools result were (0.978).  

3.8. Procedures of Data Collection 

To answer the basic research questions rose, the researcher come across serious of data gathering 

procedures. The expected and relevant data was gathered by using questionnaire, interviews and 

document analysis. To do this; having the letter from the woreda educational office for 

permission. The researcher has gone directly to ten secondary schools after making an agreement 

with the concerning participants and Women and Children Affairs Officers. The researcher has 

introduced objective and purposes of the study. The questionnaires were distributed to sampled 

female teaches. And the interview item was conducted for both Educational Office Officers and 

women and children affairs office. The respondents were allowed to give their own opinions to 

each item independently as much as possible. They were closely assisted and supervised by the 

researcher himself. The document analysis was done by the researcher, and by the help of notice 

board of WEO of the selected Woredas. Finally the questionnaire has been being collected back 

at the right appointment to analyze the data by the researcher on time.  

3.9. Data Analysis 

Both of quantitative and qualitative methods of data analysis has been systematically employed 

to analyze data collected through questionnaires, interview and document analysis. The data that 

were collected using close ended items were analyzed quantitatively. However data collected 

through open–ended question, interviews and documents were qualitatively analyzed to 

supplement additional information and validate the data collected though questionnaire. 

The researcher has also used narrative qualitative data analysis methods for the study to analyze 

and present information obtained from the informants through interview questions for 
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investigations. The qualitative data was organized and summarized in to descriptive form in the 

analysis of the data. 

3.10. Ethical Considerations 

With regard to the confidentiality of the informants these was nothing that the respondents 

suspect. That means confidentiality of the informants was being assured and privacy was 

mentioned before and often collecting data on the factors that affects female teachers‟ 

participations in school leadership at the specified study area. 

To make this valid, the questionnaire has been designed in such a way that name of the 

respondents were not included. Furthermore, the researcher has been, given freedom for total 

participants to forward their answer freely. How, respect to their culture of the informants of the 

study and take data while data collection time was suitable for the informants of the study. Not 

only this, but also the researcher got institutional board approval when conducting the study to 

get any data regarding the problem and have got the permission of the people before collecting 

data to get relevant information. 
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CHAPTER FOUR 

4. Presentation, Analysis and Interpretation of Data 

This chapter deals with the presentation, analysis and interpretation of data that was gathered 

from the sample population which includes female teachers, WEO and WCA. 

The data that were obtained through questionnaires and interview were analyzed and interpreted 

in line with basic research questions raised so far. Then the questionnaires were distributed to 

131 female teachers and then properly filled. 

Moreover, 15 WEO and 10 WCA were interviewed. Depending on the responses obtained from 

the respondents, the analysis and interpretations of data was made. Thus, the respective 

quantitative data was analyzed quantitatively using percentage, mean score, standard deviation. 

On the other hand, the data which was collected through interview and open -ended questions 

were analyzed qualitatively. And Triangulation was made to check the consistencies and 

variations of the results obtained. 

The analyzed data were compiled and organized in a way that suits interpretations of the results 

in addressing the research questions. In this regard tables were constructed in categorizing the 

objectives of the study in thematic groups which in details deals with the responses of 

participants on the factor that affect female teachers‟ participation, strategies to promote their 

participation, male teachers discourage/encourages and the concern of WCA to increase female 

teachers‟ participations in secondary school leadership.    

4.1. Demographic Characteristics of Respondents 

Attempts were made to describe the background of respondents which directly or indirectly 

related to the objectives of the study. Accordingly, the general demographic characteristics of the 

respondents in sex, marital status and number of children, field of the study, educational 

qualification and work experiences were analyzed and discussed interns of frequencies and 

percentages.            
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Table 2. Demographic Characteristics of the Respondents 

 

NB. F= Frequencies      %= Percentage  

With respect to the marital status,   131(84%) of the respondents were married. So, marriage 

being a husband/ a wife has its own impact on school leadership. 

While having children and family responsibilities could have a significant impact on their 

interest and aspiration to become school leaders which was indicated in above table; 7(4.48) of 

them have no child, 138(88.46%) of them were having 1-2 children and 11(7.05) of them have 

more than two (2) children. So, having more number of children have its own impact on female 

teachers to became a school leadership because family responsibility and taking a care for them. 

 

No 

 

Variables 

 

Category 

 Total Respondents 

Teachers WEO WCA Total 

   Fr. % Fr. % Fr. % Fr. % 

1 Marital 

status 
Married 112 85.4 11 73.3 8 80 131 84 

Unmarried 19 14.5 4 26.6 2 20 25 61 

Total 131 99.9 15 99.96 10 100 156 100 

2 No of 

children 

No child 6 4.5 - - 1 10 7 4.48 

1-2 children 119 91 12 80 7 70 138 88.46 

Above-2 6 4.5 3 20 2 20 11 7.05 

3 Qualificatio

n 

Dip. 7 5.3 4 26.6 6 60 17 10.89 

Degree 120 91.6 9 60 3 30 132 84.6 

Others 4 3.05 2 13.3 1 10 7 4.48 

4 Field of 

Study 

Social 46 35.1 4 26.66 2 20 52 33.33 

Natural 44 33.58 7 46.66 3 30 54 34.6 

Others 41 31.29 4 26.66 5 50 50 32.05 

Total 131 99.98 15 99.98 10 100 156 99.98 

5 Experience 2-5 yrs. 31 23.66 2 13.3 1 10 34 21.79 

6-10 yrs. 74 56.48 6 40 2 20 82 52.56 

Above10 yrs. 26 19.84 7 46.66 7 70 40 25.64 

Total 131 99.98 15 99.96 10 100 156 99.99 
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Regarding the qualification of respondents, 17(10.89) of them were Dipp.132 (84.6) of them 

were BA/BSc and the rest 7(4.48) of the respondents were having other qualifications. Then, 

according to MoE(2002) , the necessary qualification for assigning a secondary school leader 

were at list those having BA/BSC holder and a two years work experience and services and also 

appropriate skill.    

As it can be seen under item 5, that shown field of the study have its own impact on female 

teachers‟ participation, then 46(35.12) of the female teachers were social science, 44(33.58) of 

them were natural science and 41(31.29) of the respondents were having other field of study. So, 

the 46(35.11) of the respondents were social science those have more chance in school 

leadership position the others. 

At last, work experience was also the main issue in leadership position. So, 34(21.79%) have 2-5 

years experiences, 82(52.56%) of the respondents were those have 6-10 years experiences, and 

those were more experienced and have more skills in school leadership than the others. While 

those were above 10 years experienced were not allowed themselves for school leadership. 

Because, they have been earning more salary than that of leadership salary. 
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Table 3.Mojor factors that affect female teacher’s participation in secondary school 

leadership 

No                                    Items SD(1) DA(2) UN(3) AG(4) SA(5) M SD 

Fr % Fr % Fr % Fr % Fr % 

1 School leadership styles 

attract females at school. 

- - 96 73.2 35 26.7 - - - - 2.3 .44 

2 Wored Educational Office 

motivates female teachers to 

participate in school 

leadership.   

- - 86 65.6 - - 45 34.3 - - 2.6 .95 

3 Delegation of power doesn‟t 

encourage female teachers at 

school level.  

  - - 34 25.9 97 74 - - 3.7 .44 

4 Women Children Affairs at 

woreda level encourage 

female teachers to participate 

in school leadership. 

- - - - 84 64 47 35.8 - - 2.7 .96 

5 Societies determine on female 

teachers participation in 

secondary school leader. 

- - 88 67 43 32.8 - - - - 2.3 .47 

6 Families of female teachers 

(husband &children) 

encourage their decision 

making at school level.   

- - 87 66.4 44 33.58 - - - - 2.3 .47 

7 Societies can‟t accept when 

female teachers can be a 

school leader. 

- - - - - - 72 54.9 59 45 4.4 .49 

8 There is no division of job at 

family level male/female ‟job‟ 

so females are encouraged to 

come to leadership. 

- - 89 68 - - 42 32.1 - - 2.6 .93 

9 Female teachers have a desire 

to be a secondary school 

leader. 

- - 91 69.4 40 30.5 - - - - 2.3 .46 

10 Female teachers can take a 

responsibility in decision 

making at school level. 

- - 84 64.1 - - 47 36 - - 2.3 .46 

11 Female teachers are reluctant 

to accept responsibility in 

secondary school. 

- - - - 35 26.7 96 73.3 - - 2.7 .96 

12 Women don‟t participate in 

decision making spiritually 

47 35.8 - - 84 64 - - - - 3.7 .44 

NB.StronglyDisagree(SD),Disagree(DA),Undecided(UD),Agree(AG),Strongly 

Agree(SA),Mean(M).Standard Deviation(SD). 
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As indicated in item 1, of table 3, the majority 96(73.20 of the respondents respond disagree. 

This reveals that the school leadership style doesn‟t attract female teachers to become a 

secondary school leadership.  And the mean average of (M=2.3) and (SD=0.44) shows the same 

result. Thus, the school principal should use different leadership styles and approaches in order 

to attract the staffs to leadership position. “LEADERSHIP IS NOT ABOUT  POWER, BUT IT 

IS ABOUT CARRYING A RESPONSIBILITY mean that a leader is not just like a boss but it 

like sharing a responsibility and delegation of power and also the  one who carries a 

responsibility, the school leaders should be the one who attracts other stockholders.  

”The WEO and WCA responded that---good school leadership is more attuned to feminine than 

masculine model of leadership behavior .And female attributes of nurturing being sensitive, 

emphatic, intuitive, compromising, carrying, cooperative, and accommodative are increasingly 

associated with effective administration. Growe and Motgomery (2000). Women who are 

already at a leader use their power properly to improve an organization. Conner(1992), strengths 

the quality of female teachers‟ in leadership and the method they use in showing their potential 

and democratic leadership styles; but the reverse is true that they are dominated and 

underrepresented by male teachers‟ at school and any organization; even at home. 

As item 2 of table 3, 86(65.6) of the respondents give their response WEO doesn‟t motivate 

female teachers to be came a secondary school leadership. And the mean average (M= 2.6) and 

(SD=0.95) reveals that there was lack of motivation.          

 And also the responses from the open ended, 93(71) of the respondents responded that there was 

no taking measurement in motivating and special capacity building only for female teachers at 

any level of the government before… But now days there were changes in capacity building and 

special training from the government in assigning females for leadership position.  Not only this 

but also female teachers themselves tries to accept when they were proposed for leadership 

position. 

Similarly, as item 3, of table 3 the majority 97(74) of the respondents agree on delegation of 

power doesn‟t encourage female teachers at school level, this reveals that female teachers were 

discouraged than encouraged. And the mean average (M=3.7) and (SD=0.44) shows the same 

results.                                                                                                       
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Again as item 4, of table 3, the majority 84(64) of the respondents gave their response undecided 

on the WCA at woreda level encourage female teachers to be came school leadership. The mean 

average (M=2.7) as well as (SD=0.96) reveals the some result of the respondents. And the 

responses 83(63,350 of the respondent from the open ended; there is no encouragement which 

motivate them to school leadership. This reveals that WCA at woreda and zonal level could be 

encourage female teachers in order to inspire them to say “we can” 

In their reaction as item 5 of table 3, the greatest number 88(67) of the respondents gave their 

response disagree. This reveals that societies undermine female participation in secondary school 

leadership. Similarly the mean average (M=2.3) and also (SD=0.47) shows the some validity and 

reliability responses of the respondents. Thus, societies should motivate, support and accept 

female teachers in leadership position and encourage them in decision making. Moreover, raising 

various factors which could influence female teachers‟ participation is crucial; like creating 

conducive working environment and conditions, setting applicable school rules and regulations 

to handle students who misbehaved badly which could avoid the conviction of masculine 

leadership. 

The same is true under item 6 of the some table number 87(66.4) of the respondents gave their 

response disagree. This indicated that families of female teachers; both husband and children 

doesn‟t encourage them to lead secondary school. 

So, the mean average (M=2.3) and (SD=0.47) shown that families; both husband and children 

discourage female teachers at home.  

And the response from the interviewee (WEO), “To minimize the notion of masculine, families 

and all school community and other stack holders (NGO’s) must take over their responsibility to 

participate women equality with their counterparties.” This could be attained by using the 

necessary social Medias and other social affairs association. Shake Shaft guarantee this problem” 

women‟s responsibility for family life weather current or anticipated slow women‟s progress 

because of both external expectation and internal accommodation” Jacobish(2012). 

The problem and the gaps between work and home responsibility have an impact on women who 

becomes a leader. Coloman‟s survey (2003). 
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A man without women is a bachelor, but a woman without a man is genius. This means women 

can‟t survive without men but men can. 

 Although, families especially both husband and children should motivate and encourage them 

than discourage them. 

As indicated in item 7 of table 3, majority 72(54.9) of the respondents gave their responses 

yes/agree societies doesn‟t accept if female teachers to be came a secondary school leadership 

and their decision making. This shown that there was a societal stereotype as (Hart, 1995) coined 

on. And the mean average (M=4.4) again (SD=0.49) shows the same result. Thus societies don‟t 

accept when female teachers lead school and undermine them. But females should have to be 

accepted and encouraged in leadership position by the society.                                                                                   

 In addition, the interviewee (FCA) said...the patriarchal society views men to be superior to 

women in terms of leadership member of society felt that male better leader than women. 

Therefore, where a leader is to be assigned people will prefer electing a man rather than women. 

And also there were traditional sayings which undermine the women in societies.          

Moreover, the interview WCA and WEO also expressed,…from an early age, daughters are 

groomed for their marriage roles of wife, mother and food provider, --- and they are conditioned 

from an early age to believed that a women is inferior to a man and that her place was in home 

and the cultural belief that men was better leader make them reluctant.                                               

The concern of item 8 of table 3, 89(68) of the respondents responded disagree. This reveals that 

there was a division of job; male/female job at home. Especially female were participate on 

domestic jobs at home and males were participate on decision making and responsibility taking 

jobs. And the mean average (M= 2.6) plus (SD=0.93) of the respondents checked the reliability 

and validity of the responses. 

As the response given in item 9 of table 3, there was also a self under representation of female 

teachers. The 91(69.4) of the respondents gave their response disagree. This means that female 

teachers have no desire to be a secondary school leadership. The mean average (M=2.3) and 

(SD=0.46) of the respondents shows female teachers weren‟t willing to be a secondary school 

leadership/roMuna Ahimed, (2010), at Adama, Women‟s forum stated that female teachers have 
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lack of self-confidence, underrepresented and hidden themselves because there were social and 

personal factors and outlooks that hinder them. And, W/roTeybaHasen, at Adama Women‟s‟ 

forum, (2010) said“There were personal, social, organizational and personal (self-

underrepresentation) factors that made them reluctant and discourage them to accept leadership 

(responsibility) at school level. Then, this should needs a radical change on females/women 

leadership at school level. 

Similarly, the qualitative response of the respondents, all respondents reflected similar view. 

However, the interviewees from WEO portray the reason why female teachers were reluctant to 

pursue school leadership is a problem that lack of self-confidence, fear of making decision, but 

they spend their too much time were on home responsibilities and family as well as domestic 

jobs. 

The result of in item 10 of the some table 84(64) of the respondents gave their response disagree. 

This reveals that female teachers have no full confidence in decision making and they are not 

willing in decision making.                                                

This means they feared decision making; means fearing of errors. Thus, the mean average 

(M=2.3) of thus response were shown the some response and cheeked by it, the (SD=0.46) too. 

Thus, the concerned bodies should give more attention in capacity building of female teachers in 

order to have self-confidence. Female leaders were experienced less work schedules autonomy 

and flexible if they continue to work in the typical retails and personal services industries which 

have either inflexible hours or demanding client (Bates, 2002, Ling, 2001). 

Again item 11 of the some table shown the majority 96(73.3) of the respondents agree /yes 

female teachers were reluctant to accept responsibility at school level. And the mean average 

(M=2.7) and (SD=0.96) of the respondents shows the some result of female teachers were feared 

responsibility taking.  

Not only this but also the open-ended responses of the respondents shows; female teachers were 

reluctant in decision making; but they were actively taking a responsibility in domestic jobs at 

home and take a care in family than that of at an organization.                                                 
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In addition the interviewee said the following about women reluctant to accept school leadership. 

Most women do not want to apply for the post saying perhaps women give priority to their family 

than school leadership because it needs too much time which is a burden for women to balance 

home responsibility and school leadership. They are not eager to take the posts because of the 

traditional beliefs which give home responsibilities for women. 

 English sayings “Please ladies stop wasting your time looking for Mr. Right just find the Mr. 

Left and drag the idiot to the right.” 

And the last table 3, item 12, the majority 84(64) of the respondents responded agree. This 

indicated that sprit have its own effect on female teachers making decision. This reveals that 

female teachers weren‟t have ability to make decision and always they were thanked as wrong 

doers. So, spiritually females were not advised to take decision and making decision at any time 

but they worked under the shoulder of male and males were the only the corner stone of change 

as well as the country. And the mean average (M=3.7) again (SD=044) of the respondents shown 

the some result and cheeks the reliability and validity of the response of the respondents. 

Generally, there were several factors that hinder female teachers‟ participation in secondary 

school leadership in East Wollega Zone. 

Table 4. Respondents perception regarding Female Teachers Participation in leadership in 

general 

No                            Items SD(1) DA(2) UN(3) AG(4) SA(5) M SD  

Fr % Fr % Fr % Fr % Fr % 

1 Female teachers have an interest to be 

participating in secondary school 

leadership. 

- - 91 69.4 40 31 - - - - 2.3 .40 

2 Both male and female teachers equally 

participate in any leadership at your 

school level. 

- - 83 63.3 48 36.6 - - - - 2.3 .48 

3 Female are reserved in taking part to 

be a leader at school level. 

- - 92 70 39 29.7 - - - - 2.3 .45 

4 Male teachers encourage female 

teachers than discourage to be a 

school leader. 

- - 94 71.7 37 28 - - - - 2.3 .45 

NB: Strongly Disagree (SD), Disagree (DA), Undecided (UD), Agree (AG), Strongly Agree 

(SA), Mean (M), Standard Deviation (SD) 
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As indicated in item 1 of table 4 the majority 91(69.4) of the respondents responded that 

disagree. Thus, that reveals that female teachers haven‟t interest to participate in secondary 

school leadership. The mean average (M=2.3) and (SD=0.40) of the respondents checked the 

result. They give more responsibility to their family than leading school and an organization.                                   

As item 2 of table 4 the 83(65.30 of the respondents disagree. This shows that both male and 

female teachers were not equally participate in leadership. This reveals that male teachers were 

more participate in leadership position than female teachers and female teachers were not 

allowed to participate in leading position. Whereas, female teachers were allowed to house 

holder than leading school. And the mean value (M=2.3) again (SD=48) of the respondents‟ 

response checks the output. 

Moreover, Supporting this findings by different literature have also described that women were 

more than man concerning to seven (7) leadership approaches  like ;interactive Rosenner(1990), 

caring Grogan (2000), Relationship Reagen& Brooks(1995), power shared Brunner(1999), 

learning focus (Beck&Murphy,1996), authentic, moral, servant, or value, added 

(Sergiovanni,1991,1992,1994) and synergistic leadership(Irby et,al,2002).but they were not have 

willing to lead school and the practical approach of female teachers leadership was vise-verse. 

And this finding was supported by the findings of Gross &Trask(1976) which suggests that 

women have capabilities and qualities of leadership that exhibits better technical skills in 

decision making and problem solving behaviors whereby administration, supervisors and 

teachers preferred their technical skills for leadership. And again, under open- ended responses, 

the majority94 (71.75) of the respondents responded that female teachers were more democratic 

than male teachers, this shows that one and the best ways leadership styles. 

Regarding this, the majority of the interviewee from WEO and WC responded as; ---the 

involvements of female teachers in school leadership is much better in lower level of leadership, 

like leading and coordinating different clubs, departments than acting in higher level of school 

leadership as that of vice and principals” In most cases they were reluctant and feared 

responsibility and decision making. Also according to Ennomoto (2000), since men have 

traditionally dominated leadership position in all spheres, it follows, that male generated. 

Regarding this, Holtkam (2002) and Gidensa (2005) suggested that women have been reluctant 
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to accept and pursue educational administration because of the fact that women have been 

playing traditional role of home makers; while male remaining a leader in every spheres of life. 

Again as item 3 of table 4, the greater number 92(70) of the respondents disagree. It reveals that 

female teachers were not reserved in taking part to be a leader at school level.              

And the mean value (M=2.3) in addition to this the (SD=0.45) of the respondents shows female 

teachers were feared to reserved.   

The responses from the respondents of open ended, responded that…87(63.40 of the 

respondents; female teachers were more democratic than male teachers in leadership but they 

were not allowed themselves in leadership position. 

And almost all females were free from corruption, and still there was less/no female could 

dominates/discriminates male in staff or working place.                                                                                            

Similarly, in item 4 of table 4, the majority 94(71.7) of the respondents disagree. This shows that 

male teachers discourage female teachers than encouraging them at school level. As a result, 

female teachers lack their confidence and underrepresented themselves to be allowed school 

leader. 

 And the mean value (M=2.3) and the (SD=0.45) of the response of the respondents checked the 

output. Under open ended, item 2 the majority 93(71) of them responded that female teachers 

were discouraged by male teachers than encouraged, so, female teachers were demoralized to 

become and accept a leading position. This all were lack of awareness and understanding for 

male teachers, if they have got a view/lesson they didn‟t discourage their staff and their 

sister/wife/mothers at home and at school. Because females were mothers, sisters, and 

wives.”Every pain gives a lesson and, every lesson changes a person” and” ignore me once, ---

and I will ignore you forever” from the literature. Men are better able to maintain their family 

and work demands at the same time than women (Mc.Dangald, 2007).And according to Suda 

(2002 and Makura( 2000), the percentage of African women in school leadership has been barely 

risen.  
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Table 5.Views of Respondents on Female teacher’s leadership condition. 

No                                          Items SD(1) DA(2) UN(3) AG(4

) 

SA(5) M SD  

Fr % Fr % Fr % Fr % Fr % 

1 Female teachers can equally lead any 

organization 

- - 90 69 41 31 - - - - 2.3 .46 

2 Female teachers have got awareness 

about the importance of their 

participation in secondary school 

leadership. 

- - 92 70 39 30 - - - - 2.3 .45 

NB:Stronglydisagree(SD),Disagree(DA),Undecided(UN),Agree(AG),strongly 

Agree(SA),Mean(M),Standard Deviation (SD). 

As indicated in item 1of table 5, the greater number 90(69) of the respondents were disagree. It 

means that female teachers can‟t lead an organization as male teachers; male teachers can lead an 

organization more than female teachers.                     

The mean value (M=2.3) and (SD=0.46) of the respondents shows female teachers were disabled 

/were not equally lead school and checks the result. 

As item 2 of table 5, the majority 96(70) of the respondents disagree. This reveals that female 

teachers haven‟t got awareness about the importance of their participation in school leadership.                                                                                                                                         

If they got awareness about the importance leadership; they may be participate in school 

leadership. Whereas, lack of giving awareness protect them from become a school leader.  And 

the mean value (M=2.3) again (SD=0.45) of the respondents shows that there was true that there 

was lack of giving an awareness for female teachers about the importance of leadership. 

However ,Educational Training Policy (ETP,2010) states capacity building training policy 

should be designed for female teachers in order to capable them in leadership and made them 

confidence in decision making and taking responsibility. 
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Table 6.Extent to which strategies are used to promote Female teachers participation in 

school leadership 

NO                                                                 Items                      Responses  

 

 

 

YES % NO 

 

% I don’t 

know 

1 Capacity building has taken place for female teachers to 

participate in secondary school leadership. 

39 29 92 70 - 

2 Women and children affairs have given more attention for 

female teachers to participate in leadership. 

34 26 97 74 - 

3 Woreda Educational office gives a chance for female in a 

quota to compute with male teachers.  

37 28 94 71.7 -  

 

4 There is allocation of financial resource in capacity building 

training to promote females participations at school and 

woreda level.  

42 32 89 67.9 - 

5 There is a clear guideline in increments and clear affirmative 

action for female teachers at woreda education office.   

38 29 93 70.9 -  

 

In table 6 of item 1, the majority 92(70) of the respondents gave their responses there was NO 

capacity building for female teachers and the concern of WCA and WEO was low in promoting 

females and there was lack of training and motivation in promoting female teachers participation, 

so to promote their participation in secondary school leadership female teachers necessarily 

needs training and additional motivation in order to generate their performance in school 

leadership position.  Finally, there were lack of motivation, capacity building and training to 

promote female teachers participation in secondary school leadership position.  

In their reaction in table 6 of item 2, more number 97(74) of the respondents responded there was 

no any attention that was given for female teachers by WCA. 

 If attentions were given before for them they were participated in leadership position. 

Government should give a great emphasis to work on women‟s leadership, since the country half 

of the population is women wastage of   natural resource (Human Resource) should be 

minimized by involving them at different leadership position.  

Obviously, it is unimaginable to avoid the country‟s attitudes towards women‟s skill and ability, 

with a short period of time, but policy makers, implementers, and professionals should be front 

leaders for its practical implementation mechanisms should be in place to avoid incentives and 

give recognition for best performing female teachers and educational leaders .The office of 
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gender at MoE to WEO and all concerned bodies should take a measurements and responsibility 

to bring about change on the female teachers themselves and society outlook.                                             

  So, all the concerned bodies needed to give more attention for female teachers in promoting 

their participation in secondary school leadership and any leadership position at all. And under 

the open ended responses, 91(69.4) of the respondents responded that capacity building training 

could be given by WCA for female teachers in order to build and made them confidence. On the 

other hand the gender issues have not been well integrated and addressed in strategies , rules, and 

regulations, programs, plans and activities to the expected level in the country of Ethiopia. In 

female advancement in school leadership there were both external and internal factors that hinder 

or that is a barrier for female teachers to be school leader. 

The result of item 3, 94(71.7) of the respondents gave their responses there was No quota and 

AA was given for female teachers by WEO in recruitment time. This shows that quota and AA 

would be given for female teachers in recruitment time and more chances would be allowed for 

females to promote and increase their participation .However, Educational Training Policy (ETP, 

2010) states that training policy made females capability for their future plan and goals (Shake 

Shaft, 1985), financial resource and material resource has its own value on capability of leaders; 

or to capable female teachers performance…the screening for leadership posts in educational 

system creates fertile grounds for bias, corruption, unaccountability, and other undesired 

conditions female teachers complained that there is no public advertisement for the vacant posts 

at this stage. Usually it is individuals who are very close to or favored by the woreda education 

officials and political leaders that are most likely to be nominated for the post. We females do 

not know how and when people from our own staff are assigned as school directors/supervisors.” 

The interviewee from WEO, states the society‟s uses female teachers undermining phrases like 

in Amharic “diros set” females‟ mind is not” well ok” yet to lead and made a change on the 

countries that hampers women‟s participation and involvement.                     

In addition under the some table item 4, the majority 89(67.9) of the respondents gave their 

response, there was No/ lack of allocating resource, like financial, material to promote and gave 

more chance for female teachers in capacity building This reveals that concerned bodies should 
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be allocate a capacity building resources in order to promote and gain females ability and give 

clear attention to them. 

As indicated in the some table item 5, 93(71) of the respondents gave their responses, there was 

no a clear guidelines and affirmative action was gives by WEO for female teaches in recruitment 

time. 

And again the woreda WCA gave more attention and assign them in any leading position and a 

practical decision should be made in incrementing females‟ participation in school leadership 

position.         

Table 7.The past four years (2007-2010) quantitative data on female teachers’ involvement 

in various schools in the sample schools 

Yrs Fr Principal Vice 

principal 

Dpt. Heads Unit leader Club leader Total 

  M F T M F T M F T M F T M F T M % F % T % 

2007 N 10 - 10 16 2 18 57 6 63 16 2 18 11

1 

12 123 110 83 22 17 132 100 

% 100 - 50 89 1

1 

100 78 22 100 89 11 100 90 10 100 83 83 17 17 100 100 

2008 N 10 - 10 17 1 18 54 9 63 14 5 19 94 14 108 189 86 29 13 218 100 

% 100 - 50 94 6 100 74 26 100 74 26 100 87 13 100 86 86 13 13 100 100 

2009 N 8 2 10 19 1 20 52 11 63 17 3 20 96 7 103 192 88 24 11 216 100 

% 80 2

0 

100 95 5 100 71 29 100 85 15 100 88 12 100 88 88 11 11 100 100 

2010 N 7 3 10 15 5 20 49 16 65 13 7 20 79 25 104 163 74 56 26 219 100 

% 

 

 

70 3

0 

100 75 2

5 

100 68 32 100 65 35 100 75 24 100 74 74 26 26 100 100 

Source. From the study area and sample school document analysis 

Depending on table 7, the quantitative data was analyzed from the study area and sampled 

schools participation of female teachers were lower than/no the male on higher leadership like 

principal/vice principal position.  This reveals that the participation of male teachers were higher 

than that of female teachers‟ participation in higher leadership position at school level. So, this 

reveals that female teachers were feared taking responsibility/decision making and their attention 

was on family maintenance and their more attention was on taking family responsibilities. 

Especially, on domestic jobs at home and take a care for their children and family than leading 

school.  
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This finding was similar with Brown, (2003) and Oplatka, (2006) study, which describes that 

women do not apply to be principal, vice principal, even when they were as well qualified as the 

male applicants, at least in part, because they have negative self perception and lack of self 

confidence in their capability, qualification, experience, making decision and taking 

responsibility. Moreover, as the result of their socialization process and sex stereotyping, 

majority of women lacks self confidence to be a secondary school leadership (Pigford&Tomson, 

1993).            
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CHAPTER FIVE 

5. Summary, Conclusions and Recommendations 

This chapter deals about the summary, conclusions drawn from the key findings and  

Recommendations made based on the findings. So, the researcher made the summary, conclusion 

and recommendation depending on interpretation of the data drown from the responses of the 

respondents. 

5.1. Summary of Findings 

The aim of this study was to asses factors that affect female teachers‟ participation in secondary 

school leadership. To this end, the study basic questions were addressing the issues related to; 

major factors that affect female teachers‟ participation and the current status of female teachers‟ 

participation in school leadership in secondary school of East wollega Zone were raised.  

To seek answers to these questions: What is the current status of female teachers 

participation in school leadership in secondary school of East Wollega Zone and What are 

the major factors affects female teachers participation in school leadership in East Wollega 

Zone secondary school and to achieve the study objectives descriptive survey method was used. 

With the intention to address the questions, the researcher reviewed relevant literatures and 

prepared questionnaires and interview guides for the participants of the study. Accordingly, open 

and close-ended questionnaire were prepared for female teachers.  This questionnaire was 

commented by the research advisor and colleagues and also pilot tested to check validity and 

reliability. After the necessary correction and modification, the questionnaire was duplicated and 

distributed to 131 female teachers.  

Besides, to gather more detailed information and to substantiate the information acquired 

through questionnaire and interview were conducted with selected WEO and WCA at the 

selected district.                                                       

Moreover, document   analysis was made; such statistical tools as percentage, frequency rate, 

standard deviation (SD) and mean score (M) were used to analyze the quantitative data, whereas; 

the descriptive and narrative analyses were used for the qualitative part. 
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Based on the analysis of the data, the study came up with the following basic findings and 

results.    

As analysis in the background information disclosed the number of male teacher was greater than 

that of female teachers in teaching staff. This revels that female teachers were less participate in 

teaching profession; in leading position too. And this shows that there were the disproportionate 

with male teachers.  

As shown in demographic characteristics, 112(85.4) of them were married, this have also its own 

impact on leadership. Because family responsibility and care of domestic job; like bearing 

children and care of them. 

 The finding showed the majority 120(91.6) of female teachers were graduated with BA/BSC 

degree, thus they do have the appropriate educational level to participate in secondary school 

leadership as set by MoE (2002/2006 E.C) but they were not participated as male teachers in 

leadership position. 

And the result of the study reveals that female teachers participation decreases in higher 

leadership position than lower leadership position (club, Dpt heads, co-curricular than Vice and 

principals). 

Since having children and family responsibility could have a significant impact on their 

aspiration to become school leadership the result indicates as majority (84%) of female teachers 

had more than two children. These have its own great impact on female teachers to become 

school leader. Because, family responsibility and child care. 

With regard to organizational and personal factors the findings of the study revealed that, 

females teachers have lack of self confidence, aspiration, interest and willing in school 

leadership (M= 2.6) and (SD=2.6). 

Females are reluctant to accept responsibility (M= 2.7) and (SD=0.96) at job recruitment at 

WEO and WCA level and the ways of hiring do not attract female teachers to become candidate 

for leadership (M= 2.3) and (SD=0.44). 

Concerning female teachers encouragement and discouragement of the findings revealed that the 

major factor that stands along the way to female teachers to pursue in school leadership; both 

male and female teachers do not want to work under female (M= 2.3) and (SD=0.45) so male 
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teachers discourage them than encouraging them in leadership position even in co curricular 

activities at school level, and at home too. 

On the other hand, the factor that hinder female teachers participation in secondary school 

leadership were the improper implementation of the provision of strategies which in turn was not 

successfully in bringing more female teachers in school leadership. This could be manifested by 

the strategies to do so. Thus, the in effectiveness of recruitment guidelines to make clear those 

among other female applicants are guaranteed to affirmative action and be given the priority for 

recruitment  and the ineffective of institution/schools to involve the gender unit established for 

the recruitment, training and development of individuals for leader. 

5.2. Conclusions  

From the findings and results it was possible to conclude that female teachers‟ participation tends 

to be comparatively more successful in holding lower leadership position than top leadership 

position. Factors that affect female teachers‟ participation in secondary school leadership in east 

wollega zone were manifested in organizational, personal, and societal factors as job recruitment 

and hiring practice do not attract female teachers. Female teachers were minority as both heads 

and vice heads, and they are reluctant to accept responsibility, making decision and they have 

lack of self confidence in their capability, qualification and experience; female have less 

involvement in socio-economic, political development than males.  

This result agrees with the findings of (Gayventain,1996) Teyba  (2009),,who supported that a 

woman‟s place were assumed to be restricted to the home where she is a wife ,child bearer, and 

home maker, secretetory, tailors  whereas  men were taken to be beard winner and provided for 

family units. This shows that men act as a boss in home, at work area and position but women 

were low worker at any level. 

When we come to aspiration which is related to the breeding ground for the very existence and 

determinations, female teachers do not have plan and set their promotion goals to be school 

leader, both male and female do not want to work under female teachers; Although, males 

discourage female teachers than encourage   them, and as recognized as highly generalized to be 

educational leader. Women do not show interest in management position in education. And lack 

of support from spouses makes them to lost interest in educational management (Wajama, 2002). 
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At the implementation level, the target of the document and guidelines appear to be less critically 

understood or shortly interpreted by implementers, so, some female teachers applicants are failed 

the competition for leadership posts because the guidelines and affirmative action made by the 

MoE (2002,2008,2009) for them were discriminated and ignored by the recruitment committee. 

They have seen as a disabled society. 

Both of WEO and WCA should conduct training, giving induction and mentoring program for 

female teachers and give the more attention at their work place, made for them conducive and 

health environment. And again give for them more chance and affirmative action (AA) in 

recruitment. 

From the MoE to Woreda Education Office (WEO) use different strategies to promote female 

teachers participation by assigning them in higher education in every programs; in service 

training program, in bridge course, regular, in summer and workshops, sharing experience, 

intensives, motivation, and in awarding model female teachers at any level.  

At school level, school principals should assign them in school Management committees and in 

leading co-curricular activities. As well as, female students should be assigned in class monitor, 

QEC and class room heads in order to practice carrying of responsibility and decision making at 

school level by home room teachers. 
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5.3. Recommendations 

Based on the major findings of the study and conclusion drown, the following recommendations 

were forwarded. 

 The major factors for the underrepresentation of female teachers in leadership of 

secondary school in East Wollega Zone was their personal, social and organizational 

factors or how they perceive themselves in decision making and taking responsibility. To 

tackle these problems and improve their aspiration and interest to become educational 

leader awareness creation, raising and bringing attitudinal change should be undertaken 

by Zone and Woreda education offices through training, experience share and workshops. 

Because empowering women/female was empowering humanity. 

 It was evident that male teachers were discouraging female teachers than encourage them 

at school level. It is recommended that male teachers could encourage, mentor, support 

and adjust their concept of the value of women teachers, discard the traditional concept 

that “the male takes charge of things outside the household, while female was in charge 

of things within the household”, and change the gender concepts formed over thousands 

of years. Because, strong minds discuss ideas, average minds discuss events, weak minds 

discuss people. 

 As evidenced in the study, women's underrepresentation from educational leadership 

begins at home level. Therefore, it was recommendable that all family members‟ should 

change their understanding on this issue and truly give equal treatment and motivation for 

female teachers and allow fair chances. They should accurately share family 

responsibility, domestic work at home and create equal competitive conditions at work 

and living environments so as to relieve women teachers‟ pressures and burdens in work 

and on their minds.  

 More specifically, policies designed to bring equal participation and representation of 

female teachers in school leadership could center on institutional practices and policies of 

the Oromia education Bureau. This may involve the following: 

      It is recommended that training programs should introduced to improve the skills, 

potential of female teachers in the belief that if training was coupled with equal opportunity 

initiatives, there would be no reason for women to fail to gain access to leadership within the 
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school. As a result of training programs, females‟ career opportunities in school leadership 

were enhanced. 

        The members of the selection and promotion committee in most educational offices at 

Zonal and Woreda level were men homogenous leadership group. Such combination gives the 

room for possible male bias in the selection and promotion process. Therefore, the representation 

of both sexes in the promotion committee at all levels of the educational system was one 

important step. And also an affirmative action should be given for female teachers on posts for 

leadership competition at woreda level. 

       WEO and WCA should encourage women teachers in  leadership by providing technical 

support like training, motivating, mentoring, updating, promoting, networking, upgrading and  

develop follow up mechanisms in which women‟s will practice their leadership roles. This can 

be done by empowering women and allowing them to take part in leadership, decision making 

and taking responsibility. 

        Different organizational officials NGOs, WCA,WEO and school principals need to give 

greater recognitions for female teachers and assign them in functional areas or job assignments 

that lead  to accomplishment critical school tasks and aware them to be a secondary school 

leader. 
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Appendix-A 

ADDIS ABABA UNIVERSITY 

 College of Education and Behavioral Studies 

-Department of Educational planning and management 

Questionnaire to be filled by female teachers 

 General Direction 

The ultimate purpose of this study is to assess the factors that affect female teachers‟ 

participation in secondary school of East Wollege zone. 

The information collected through this questionnaire will be used only for academic purpose 

your response will be Kept confidentiality and you are kindly requested to complete the 

questionnaire carefully. 

Please, read the instruction in each items in the questionnaire carefully before you give your 

response. If you want to change any of your response, please make sure that you have cancelled 

the undesired ones. 

N.B- .No needs to write your name-and there is no need of consulting others to fill the 

questionnaires Thank you very much for your patience and dedication to respond to entire 

question 
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PART-I-Background information of the Respondents 

Direction: 

Please, put a mark (v) in your choice among the following alternative with respect to back 

ground information in the   space provided in the box for each item below.                

 

1. Sex: Male Female 

 

 2. Marital status: married                      Unmarried                                                                                                 

 

3. ldren: No1. childern                       .2.Children 

 

4. Qualification: Certificate               Diploma                     Degree 

 

 5. Field of study; Natural science                   Social science other       

 

 6. Experience:    2-5 yrs?         6-10 years                11-15yrs 
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PART-II-please put a mark (v) to indicate the possible answers for the following given 

alternatives that represent close ended question regarding to Organizational, personal, social and 

spiritual related factors for female teachers‟ participations in secondary school leadership areas 

No                              Items Response of respondents 

 1.Organizational factors 1 2 3 4 5 

1 School leadership styles attracts female teachers to be school leader      

2 WEO motivates female teachers to participate in school leadership      

3 Delegation of power doesn‟t encourage female teachers at school 

level 

     

4 WCA at woreda level can encourage female teachers to participate 

in school leadership 

     

 2.Societal Factors      

5 Societies determine on female teachers participation in secondary 

school leadership 

     

6 Families of female teachers(husband and children) can encourage 

their decision making at any level 

     

7 Societies can‟t accept when female teachers  can be school leader      

8 There is no division of job at family level “male/female job” and 

females are encouraged to become a leader. 

     

 3.Personal factor      

9 Female teachers have a desire  to be a secondary school leader      

10 Female teachers can take a responsibility in decision making at  

school level   

     

11 Female teachers are reluctant to accept responsibility in secondary 

school  

     

12 Women don‟t participate in decision making spiritually       

 

Key: - 1. Strongly Disagree, 2. Dis agrees, 3. Undecided,   4. Agree, 5. Strongly agree 
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PART III. Please put a mark (v) to indicate Respondents perception Regarding Female teachers‟ 

participation in leadership in general. 

No                                 Item Response of Respondents  

1 Female teachers have an interest to be part in 

secondary school leadership 

1 2 3 4 5  5 

      

2 Both male and female teacher equally participate in 

any Leadership at your school level 

      

3 Female are reserved in taking part to be a leader at 

school level. 

      

4 Male teachers encourage female teachers than  

discourage to be a school leader 

      

 

Key: - 1. Strongly Disagree, 2. Dis agrees, 3. Undecided,   4. Agree, 5. Strongly agree 

 

 

PART IV–Please put a mark (v) to indicate Views of Respondents on Female teachers‟ 

leadership condition. 

No                       Items Response of Respondents 

1 2 3 4 5 

1  Female  teachers  can equally lead any  Organization      

2 Female teachers have  got an awareness about the 

importance of their participation in  secondary  school 

Leadership 

     

 

Key: - 1. Strongly Dis agree, 2.Dis agree, 3. Undecided, 4.  Agree,    5.  Strongly Agree. 
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PART V-please put a mark (v) to indicate the possible answer for the following “yes , No/I 

don‟t” alternative questions regarding  to Extents to which strategies are used to promote 

Female teachers participation in school leadership .   

 

No Items yes No Idon‟t 

1 Capacity building has taken place for female teachers to participate 

in secondary  school Leadership 

   

2 Women and Children Affairs has give more attention for female 

teachers to  participate in Leadership 

   

3 Woreda Educational Office  give a chance for  female in quota to 

compute with male teachers 

   

4 There is allocation financial resource in capacity building training 

to promote females participation at school and woreda level. 

   

5 There is a clear  guideline increment  and  clear affirmative action 

for female teachers at woreda Education Office 
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PART_VI- Write your Opinion (suggestions) for the following Open Ended question. 

1. What is the concern of women and children affairs to promote female teachers   

participation in secondary school leadership? --------------------------------------------------------

---------------------------------------------------------------------------------------------------------------

---------------------------------------------------------------------------------------------------------------

------------------ 

2. Do male teachers encourage female teachers in any leadership position at school? If yes 

how----------------------------------------------------------------------------------------------------------

---------------------------------------------------------------------------------------------------------------

--------------------------------------------------------------------------------------------------- 

3. Do you think that female teachers are more democratic than  male teachers in leadership?---

---------------------------------------------------------------------------------------------------------------

---------------------------------------------------------------------------------------------------------------

---------------------------------------------------------------------------------------------------------------

------------------------------ 

4. What will be the measurements of the government to promote female teachers participation 

in school leadership?-------------------------------------------------------------------------------------

---------------------------------------------------------------------------------------------------------------

---------------------------------------------------------------------------------------------------------------

-------------------------------------------------------------------------------- 

5. What strategies would be taken place in order to promote females to be a leader at any 

organization? 

5.1. Schoollevel-------------------------------------------------------------------------------------------

----------------------------------------------------------------------------------------------- 

5.2. At Woreda Educational office level--------------------------------------------------------------

---------------------------------------------------------------------------------------------------------

---------------------------------------------------------------------  

5.3. At Woreda  women and children affairs office-------------------------------------------------

---------------------------------------------------------------------------------------------------------

---------- 
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Appendix-B 

ADDIS ABABA UNIVERSITY 

College of Education and Behavioral Studies. 

Department of Educational Planning and Management. 

Part VII.Interview Question for Woreda Education Office (WEO) and Women and Children 

Affairs Officials (WCA). 

 Dear Participants;   

The ultimate Purpose of this study is to assess the factors that affect female teachers‟ 

participation in secondary school leadership in east wollegazone. I am studying Masters of 

Educational Leadership at the University of Addis Abeba Ethiopia, and this research is parts of 

the degree and I hope that you will be willing to help me. 

 The information collected through this interview will be used purely for academic purpose 

carefully. 

1. Please tell me about your background information in terms of educational leadership 

position. 

2. What major organizational, personal, societal, spiritual factors those hinder female 

teachers participating in secondary school leadership? 

3. It is said female teachers underrepresented themselves to accept responsibilities and 

decision making. What is your point of view on this idea? 

4. How do you evaluate female teachers‟ involvement in school leadership with male 

teachers‟ involvement? 

5. What strategies are in place to promote female teachers‟ participation in secondary school 

leadership? 

6. As Women and   children affairs office, what would you plan in the future to increase 

females‟ participation in school leadership?  

7. It is said that women‟s were reluctant to accept school administration. What is your point 

of view on this? 

8. At your woreda how many female teachers were appointed in school leadership position? 

9. In recruitment for school principal, would you give a quota for female teachers? 
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10. What types of Affirmative Actions would you take to assign female teachers in school 

leadership position?  

11. From the base, why do you think female teachers have lack of self confidence in order to 

lead school?  

12. Would you think that male teachers encourage female teacher rather than discouraging 

them at school level in any leader (dpt heads, unit leader, club, and co-curricular 

leaders)? 
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Appendix-C 

ADDIS ABABA UNIVERSITY 

College Education and Behavioral Studies 

Department of Educational planning and Management 

Part VIII.The past four (2007-2010) year‟s qualitative data on female teacher‟s involvement 

in any leadership by document analysis at woreda Education office. 

Years Fr. Club 

leader 

DPT 

heads 

Unit leader Vice 

principal 

Principal Total   

  M F T M F T M F T M F T M F T M F T 

2007 N                   

%                   

2008 N                   

%                   

2009 

 

N                   

%                   

2010 

 

 

 

N                   

%                   

 

Source: From the sampled schools and the study area. 


