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ABSTRACT 

The purpose of this study was to identifY factors that affect women:S participation in primary school 

principals hip .and suggest remedial solution so as to reduce the magnitude of the problem. To achieve 

these stated objectives, basic questions were asked. These questions are related to the extent of women's 

participation in principalship positions; society 's perception towards warnell principals, the all going 

selection and placement criteria used; problems and constraints that hinder women's participation in 

principalship and possible solution to improve and enhance their participation. The research method 

employed was descriptive survey and the sampling techniques were purposive and simple random 

sampling. Questionnaire was distributed to 35 WEO experts, J 2 principals as well as 129 teachers in 

primary schools of which a total of 173 usabl!!. questionnaires were returned. Interview and document 

analysis were also conducted. The data obtained were analyzed using suitable statistical tools such as 

percentage, mean, weighted mean, t-test, one-way ANOVA, and 'muliiple regressions. Accordingly, the 

study has revealed that society's negative perception concerning women's ability and competence to hold 

the position of principalship was comparatively changed that women are perceived to be highly 

competent in most skills. However, despite their competence, they are still non- prevalent and 

underrepresented at administrative levels. It was further identified that the major causes that hinder 

women's participation in primary school principalship were: fear of harmonizing professional and[amily 

lives; society's perception regarding women's role and gender role socialization, lack of monilOring and 

evaluation of the policy during implementation. Thus, to improve the situation, it is recommended that 

some measures have to be taken. Among other things, women themselves have to change their outlook by 

doing the following: believing in their potentials, pursuing higher education and developing a strong 

women's net work and mentoring systems within the organization, understanding and .fighting in 

horizontal violence and eliminating the notion of the "Queen Bee" syndrome. Organizations on the other 

hand, should provide women with professional development and broaden educational opportunities for 

career advancement, and have well-organized transparent selection criteria . Furthermore, government 

organizations and non-governmental organizations should create massive gender-synthesizing training to 

all school communities and society. Finally, for easy implementation of the women's policy, the 

government needs to address these obstacles through advocacy and training, ensure clarity and 

transparency of policy, instill effective monitoring and evaluation systems and communicate effectively 

wah implementers at the grass root level . 
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CHAPTER ONE 

INTRODUCTION 

This chapter consists of the background of the study, statements of the problem, objective of the 

study, significance of the problem, delimitation of the study, limitations of the study, operational 

definition of terms and organization of the study. 

1.1. Background of the Study 

Historically, assummg leadership positions has been conceived of as a sole provmce of 

masculine concept. Until very recently, women were not given opportunities to become leaders, 

such conceptualiz~n of leadership as a masculine province has been concretized because of the 

nature of the workplaces and organizational atmospheres that reflect traditionally masculine 

values of competi tion, aggression, and achievement(Zellman,1976). As a result men a~d women 

value traits and activities of leadership traditionally associated with masculinity (Welsh, 1979). In 

this regard, women's possibility of assuming leadership and managerial positions seemed to be 

confounded by sex role stereotypes. 

Education is the basic indicator showing the status of a society. The rate of enrolment and 

success determine income level , status, influence rate of mobility and confidence. In addition to 

the personal gains, education is considered to be the deriving force behind economic, social, 

cultural development of a country ( Emebet ,2003:20) . It was emphasized both in Dakar and 

Beijing plat forms for action as a key to women's empowerment. It expands women's 

opportunities, enhances their capacity and develops their full potential , contributes to more equal 

gender relations and ultimately enables women to benefit from development 

intervention(UNESCO,2000,& UN in Gelila,2007:7). 

The education of women improves their living standard, reduces population growth and child 

mortality fmlher morc it enables them to usc thcir voice more effectively in decision making at 

home in particular and public arena in general. The more educated a person is, it would be 

legible for acquiring leadership positions. As women are educated, they would be capable of 



making decision influencing others, create ide.as, and managing situations. While this lay, 

traditionally management has been dominated by men. 

According to survey of female managers across the USA, approximately half of the higher leve l 

managers and one fourth of middle managers today are women but upper management is still 

almost exclusively male (Kinard, 1988:531-532). As it is also stated in Yalew (1997:6), 

development of a country will not be successfully achieved focusing only on half the population 

(males) and leaving aside the other half (females). Considering women as incapable, 

incompetent, and inferior to men and denying them of opportunities to take part in socio­

economic endeavors especially in high status positions such as leadership will undoubtedly have 

a detrimental effect on a country striving for development. 

In the case of Ethiopia tight from the out set the system of modern education had never been 

encouraging for women. Policies of education were highly affected by the religious, cultural and 

other values which consider the education of girls low priority. The type of lesson given to males 

and females were different, limiting women's education to reading only not writing (Emebet, 

2003:28). 

The logic behind this is that, there was no need for women to acquire the skill of writing as the 

art of writing was means to be used in the management of administrative affairs of the state and 

ecclesiastical duties as area which was not viewed as the proper place for women to indulge. 

Therefore it either excluded women from public activities or relegated them to subordinate 

position. This practice shows the traditional system played an active role in the socialization 

processes of gender stratification in Ethiopia (Alemtsehay, in IER,1995). Many even believe 

that home management is the skill usually required by women, which is best acquired through 

apprenticeship and training at home. Currently progress has been made and Ethiopia has ratified 

a number of international conventions and also has national policies and legal instrument that 

have provisions to women education and also that will remove attitudes and practices that 

negatively affect women are supposed to participate in order to bring the development process to 

effect is education that constituted opportunities such as teaching and educational administration, 

though Ethiopia has a very good legal and policy provisions as well as various guidelines that 

promote the education of women compared to men, women are at disadvantageous position in 
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access ing and succeeding . in their education which may have an effect for their 10" l1umber 111 

higher educational institutions and also to administrative positions (Emebet, 2003:40) . 

• Women's educat ion attainment paves the way fo r acquiring administrative pos iti ons and also for 

their participation in decision making, which is a necessary condition for women 's interests to be 

taken into account UN (cited in Ge lila,2007: 14).One of the major areas that women could 

contribute a lot but has not yet seen widely because of different barriers is school admin istration . 

The barriers today are not much different than the barriers that kept women fi'om becoming 

educational leaders previously. But it is clearly observed that women have been consigned to 

teaching and men are clustered in administration. Researches have used different models and 

frameworks to identify the origin of these barriers . Some classified them as external and internal 

which are explained as those that can be overcome by individual change (Shakeshaft, 1989:23). 

There is a deeply rooted belief that women are not competent to lead. That is because there is a 

believe in people minds between the qualities that we associate with muscularity, decisiveness, 

aggressiveness, and competence. There is much overlap between leadersh ip qualiti es and those 

we associate with being feminine-an inclination toward consensus building, to be commands, 

expressive and nurturing (Hughes, GilU1ett and Curphy,2007: 11 ). Much of the language of 

leadership strongly linked with the current dominating image of masculini ty tough competitive 

confidence, logical, rational, and decisive, with the emphasis on contro l rather than negotiation 

and collaboration. 

The Eth iopian women are subject to gender discrimination in every aspect of their li fe like other 

women in any part of the world in economic, social, cultural and legal aspects. Gender 

discrimination affect not only women but also the over all growth of the country. They do have 

less access to education and emp loyment, th is significantly hampers any effort of women in 

pursuing their li fe ( Turufat, in IER,1993). According to Berouk (2004:8 1 ),in many parts of the 

world, women are ei ther excluded or marginalized from higher level political, social, economic 

and cultural arrangements. In deed, the proportion of men elected and appo inted as leaders and 

decision makers compared to women in the same positi ons is highl y skewed with men over 

whelming dominating the political fie ld across the board. Prior researches suggest that the 

situation in Ethiopia is not different, women were undoubted ly under represented with in 
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different organizations and institutions. 111 general, despite the continuing effort that is being 

done by the government of Ethiopia to increase the participation of women in differen t decision 

making positions, educational management is an area which did not have much atten ti on . 

1.2. Statement of the Problem 

The sexual division of labor is one have the most ending and universal characteri stics of work. 

This division has been found to hold true in the home, in paid employment, in education as well 

as other fields. In Ethiopia, girls and women make up larger illiterate population, thi s shows the 

inequitable di stribution of education. In light of this, the FDRE has strongly emphasized the 
, 

importance of education of women in its policy (MOE, 1994). The MOE (2002), quotes, the 

saying "Educating a mother is educating a whole family," therefore, the education of women and 

their involvement in all aspect of development is imperative. 

The role of women in development particularly in developing countries is usuall y ignored, 

underestimated and over looked. They are often in a di sadvantaged position in terms of 

participation, prestige, promotion, pay level etc. They are constrained by certain dominant 

attitudes that prevail in their societies, which regard them as inferior and being sui ted only to 

house keeping, ch ild caring, cooking, sewing and serving their husbands. 

If given any employment opportunity, women face a narrow choice of occupations compared to 

men. Women are usually engaged in low-ski lled, low productive and low-status occupations. 

With respect to these, Newman (1995) stressed that despite the entrance of women in the paid 

force in un-precedent numbers, they tend to occupy low-status jobs that are typicall y considered 

"female" . Men tend to hold occupational positions that confer more wealth and power than those 

typically held by women. 

Women have been victims of tradition and culture for many centuries and sex biases have 

prevented them from fully parti cip~ting in the fi eld of leadership and decision making. It is 

believed that to ignore female participation in all aspects of social, po litical , and econom ic 

activities are to loose half of the potential of the world population. Chabaud (cited In 

Berouk,2004:85) state that to maintain women in a state or ~ultural inferiority is to keep 

dominant half the brain of humanity. A country will not successfull y achieve its development 
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focusing only on half the population (males) and leaving aside the other half (females). 

Considering women incapable, incompetent, and inferior to men and denying them of 

opportunities to take part in socioeconomic endeavors, especially in high status positions such as 

leadership or school principalship, will undoubtedly have a detrimental effect on a country 

striving for development. 

In 1995, a research was conducted on problems of the under representation of Ethiopian women 

in the educational administration by Abebayehu ( cited in IER,1995 ),the study showed effects 

of stereotypes on women men's aspiration for leadership positions, which indicate that women 

had a low level of aspiration to these positions. Another study conducted by Yalew (1997) 

attempted to investigate sex role stereotype attitude of the society as a major contributing factors 

that could make the number of female leaders minimal. Findings indicate that the attitude of 

society toward female as a leaders are traditional. Society viewed females as "incapable to lead, 

intolerant, fearfu l, suspicious and ineffective leader" and irrespective of differences in age, 

educational level, sex and religion; the society had traditional stereotypic attitudes to women 

leading and their decision making abilities. The researchers felt further research was warranted in 

order to inform the current statues of the extent to which women are participating in school ./ 

principal ship ,to investigate whether the policy of women set out by FDRE is indeed being 

practiced in the work place; to see if the attitude towards women principals by the society, such 

as WEO experts, principals, teachers and WEO heads with in the educational institutions have 

changed, finally to come up with different measures that have to take place in order to improve 

the involvement and participation of women in education leadership/school principalship. 

Accord ing to the data obtained from zonal educational department and Educational Statistics 

Annual Abstract of SNNPR (2006/07) in Gedeo zone, there are 163 primary schools, among 

these only 12(7%) schools have female principals, this show that though females are half or more 

than half of the population of the country their participation is very limited as it is shown in the 

statistics. This can indicate that the government policy and the global proclamation signed by the 

country so as to empower women face a big challenge. 
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1.3. Objectives of the Study 

The overall objecti ves of this study were to answers the extent of women's participation and 

identify factors that affect their participation in principalship in the primary schools of Gedeo 

zone, and come up with remedial so lutions in order to improve their involvement and 

participation. 

The study specifically attempted to: 

I. Assess the attitudes of WEO experts, principals and teachers towards women's 

principal ship competence. 

2. Explore the problems and constraints that prevent women from participating in 

school principalship. 

3. Evaluate the current selection and placement criteria for school principal post. 

4. Suggest the mechanisms for enhancing the participation of women in the primary school 

principalship in Gedeo zone. -

To attain the objectives of the study, the following basic research questions were designed: 

I. What are the attitudes of WEO experts, principals and teachers towards women's ability, 
, I 

skill and competence as a school principal in Gedeo zone? 

2. What are the major factors that prevent women's participation in school principalship in 

Gedeo zone? 

3. What are the selection criteria for the position of school principalship? 

4. How will women's participation in primary school principalship be improved? 

1.4. Significance of the Study 

Problems that hindered women from participating in school principalship post were investigated 

and examined in the study, possible opportunities for the solution of the detected horizontal 

and/or vertical barriers. To this end the study wi ll have the following significances: 

• It could help Gedeo zone education depaliment and Woreda educational offices to get 

valuable information on existing practice of school principal.-ship and the major 

problems inhibiting the execution of the solutions. It also helps them to take corrective 

measures. 

• Point out factors and help provide insights to promote women's participation in the role 

of principal ship. 
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• It may come up with practical alternative solutions for the problems iden tl fied. 

• Women's participation in primary school leadership is not yet studied locall y. So this 

study may serve as starting point for other researchers who want to undertake fu rther and 

in depth study. 

• It wi ll provide the opportunity of widening knowledge about fe male teachers 

participation in primary school leadership, and the problem that hinder thcm fro m thc 

post by supplementing existing literature on the issue. 

1.5. Delimitation of the Study 

This study is delimited to primary schools of the Gedeo Zone only. The first reason for limiting 

the study to this zone is that the researcher has much experience related to school operation in 

the zone, in addition, due to financial and time constraints the research will not be more 

manageable and concise if other zones from different areas of SNNPR are included in the study. 

Secondly ,the primary schools were chosen as they are the schools for which large number of 

female teachers was avai lab le as compared to other levels such as secondary and teltiary. 

Finally, among several factors of educational sector the study was delimited only to school 

principalship. 

1.6. Limitations of the Study 

Admittedly, this study has a number of limitations ,one of the problems during the stud y was the 

reluctance of some WEO experts, WEO heads, principals and teachers to fil l out the 

questionnaires and to conduct interview. Very few refused to return the questiorU1aires while 

some filled the questionnaire improperly and careless ly. Another facto r was di fficulty in getting 

the necessary information in time from WEO heads (experts) because some were reassigned to 

other organizations whi le some were not vo lunteer enough to provide the information genuinely. 

Another problem the researcher encountered was shortage of reference materi als related to the 

stud y in Gedeo zone, as well as acquiring recently published books. Third factors were time and 

financial constraints, where by the draft questionnaire distrib uted was not as big as it ought to 

have been. This would have helped the study to get more opinions, suggestions and make the 

necessary corrections to rectify ambiguity. 
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Therefore, because of these limitations, the study by no means claims to be conclusive. It would 

rather serve as a spring board to study the problems of the under representations of women in 

school principalship in particular and educational leadership in general and provide valuable 

recommendations. 

1.7. Operational Definition of Terms 

Administration/Managemcnt/leadcrship/principalship: refers directing, controlling, planning, 

organizing and coordinating all matters pertaining to school affairs with in the 

limits of delegated responsibilities and authorities. They are used inter 

changeably. 

Egalitarian : holding a belief that one can perform an action or show a particular behavior 

regardless of sex difference. 

Glass Ceiling: describe the invisible created by attitudinal and organizational prejudices that 

block women from senior leadership position (Shakeshaft, 1989:44). 

Glass Escalator/Glass E levator: raid promotion of men over women, especially in female 

dominated fie lds. 

Good ol'boy Network: a stereotype of a man who is part of peer group and conforms to the 

behavior characteristics of the group (Pigford and Tonnsen, 1993). 

Horizontal Violence: it is a harmful behavior via attitudes, words and other behaviors that are 

directed by another colleague as well as indicates a lack of mutual 

respect.(Shakeshaft, 1989:51). 

Institutional factor - the way the institution organized and structured, how the tasks in the 

institution were scheduled and how the jobs were arranged might not favor all the 

employees of the institute uniformly in terms of gender issues. 

Occupational segregation - is a gender based work place segregation, where women's work can 

be clearly distinguished fi·om men's and when concentration of men and women 

appear at different levels in the work place hierarchies 

Primary school - schools who teach frol11 grade (1 -4) or (1-8) in Fthiopia. 
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Queen Bee Syndrome: is a woman in a position of power and authority who works at 

keeping other women out of leadership in order to protect her 

queenly status. 

School leaders- reference to principals of primary schools. 

Sex Role: a set of behaviors characteristic of or expected of members of one sex or 

the other . 

Sex Role Stereotypes: the generalized beliefs the society holds that particular behaviors 

are characteri stics of one sex groups opposed to the other . 

Stereotypic proverbs: saying that are told by the society regarding men's and women's 

sex roles. 

Woreda: refers to lower government administrative structure that accountable to the 

zone and consist of many peasant associations and urban dwellers. 

Zone: refers to the governmement administrative unit next to region, and consists 

of many woredas and facilitate various activities for woredas which under it. 

1.8. Organization of the Study 

Th is study is composed of the following five chapters. Chapter one deals with the background of 

the study, the statement of the problem, objectives of the study, scope and limitations of the 

study, definition of terms and the organization of the study. Chapter two is brief account of the 

review of related literature. Chapter three deals with the research design and methodology. 

Chapter four reports interpretation, analysis of data and discussion of the findings and the last 

chapter contains summary of major findings, conclusion and recommendation respectively. 
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CHAPTER TWO 

REVIEW OF THE RELATED LITERATURE 

This chapter presents some important points, which are related to fac tors affecting women's 

participation in educational leadership. Books, journals, and other sources were used to rev iew 

the topic. The topic discussed ; overview of leadership, women and educat ion leadership, 

barriers that prevent women's participation in educational, the strategies and actions that 

promote thei r participation in principalship are also presented in this chapter. 

2.1. The Concept of Leadership 

People have been interested in leadership since the beginning of recorded history as a scientific 

di sc ipline for over half a century. The study of leadership has moved from an analysis of the so 

called "Great man" to the exploration of traits, styles, behavior, situations, and variety of other 

related concerns (Mbua , 2003). Leadership is a complex concept and an age less topic. There 

have been numerous writings on the topics, studies conducted and yet there is no a single 

universally accepted definition of leadership. 

The survey of leadership theories and researches point out that, there are almost as many 

different definitions of leadership as there are persons who have attempted to define the concept. 

Leadership has been defined in terms of behavior, influence over other people, in teraction 

patterns, role relationships, individual traits, perception of others regarding legi timacy of 

influence and occupation of an administration position (YukI, 198 1) . 

2.1.1. What is Leadership? 

People who do research on leadership actually disagree more about what leadersh ip rea ll y is 

most of this disagreement stems from the fact that leadership is a complex phenomena involving 

the leader, the followers and the situation. Some leadership researchers have foc used on the 

personality, physical traits, or behav iors of the leaders ; others have studied the relationshi ps 

between leaders and fo llowers; still others have how aspects of the situation arfect the ways 
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leaders act. Some have extended the latter viewpoint so far as to suggest there is no sLich thll1g as 

a leadership; they argue that organizational success and failures often get falsely attributed to the 

leader, but the situation may have a much greater impact on how the organization functions that 

does any individual, including the leader (Hughes, Ginnett, and Curphy 2007:6). 

Perhaps the best way to understand the complexities of leadership is to see some of the ways 

leadership has been defined. Leadership researchers have defined leadership in many different 

ways. 

• The process by which an agent induces a subordinate to behave in a desired manner ( 

Bennis, 1959). 

• Directing and coordinating the work of group members (Fiedler, 1967). 

• An interpersonal relation in which others comply because they want to , not because they 

have with (Merton, 1969). 

• Transforming followers, creating VISIOns of the goals that may be attained and 

articulating for the followers the ways to attain those goals (Tichy,and Davanna, 1986). 

• The process of influencing an organized group toward accomplishing its goals( 

Rosener,1988). 

• Actions that focus resources to create desirable opportunities( Campbell, 1991) 

• The leader's job is to create conditions for the team to be effective (Ginnett, 1996). 

• The end of leadership involves getting results through others, and the means of leadership 

involve the ability to build cohesive, goal-oriented teams. Good leaders are those who 

build teams to get results across a variety of situations (Hogan, Curphy, and Hogan, 

1994). 

These definitions differ in many ways, and these differences have resulted in various researchers 

exploring very different aspects of leadership. Although such a large number of leadership 

definitions may seem confusing, it is important to understand that there is no single correct 

definition. The various definitions can help us appreciate the multitude of factors that affect 

leadership , as well as different perspectives from which to view it. 
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2.1.2. Leadership and Management 

In trying to answer, "what is leadership?" it is natural to look at the relationship between 

leadership and management. To many, the word management suggests words like efficiency, 

planning, paper work, procedures, regulations, control, and consistency. Leadership is often 

more associated with the words like risk taking, dynamic, change, creativity, and vision. Some 

say leadership is fundamentally a value choosing, and thus a value-laden, activity, where as 

management is not. Leaders are thought to do the right things, where as managers are thought to 

do things right. Here are some other distinctions between managers and leaders( Bennis, 1989): 

• Managers administer; leaders innovate. 

• Managers maintain; leaders develop. 

• Managers control; leaders inspire. 

• Managers have a short-term view; leaders, a long-tenn view. 

• Managers ask how and when; leaders ask what and why. 

• Managers imitate; leaders originate. 

• Managers acceptable the status quo, leaders challenge it. 

This is not at all to say one is better than the other, only that they are different. Their differences, 

in fact, can be quite useful, since organizations typically need both functions perf o Jll1 ed well in 

order to be successful. They complement each other, and both are vital to organizational success. 

2.1.3. Styles of Leadership 

All managers develop a style of leading or motivating subordinates. A leadership style can be 

defined as a pattern of behavior designed to integrate organizational and personnel interests in 

pursuit of some objective. As suggested in role analysis, the specific exclus ion of that 

responsibility can take many fonns. As a consequence, there have been developed variolls frame 

works or schemes that depict the types of leadership styles from which a manager may select 

organizational needs. One of the commonly cited frameworks consists of a simple continuum 

from total autocracy to almost total democracy (Fl ippo, 1980). 
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2.1.4. Women and Men Leadership Styles 

Since men and women have different leadership styles, the variances do not mean that one has 

dominance over the other. The difference may be also in part to men seeing leadership as leading 

and women seeing leadership as facilitating. Although male and female administrators perfonn 

many of the same tasks in can'ying out their work, different aspects of the job are emphasized. 

Women embrace relationships, Sharing, and process, but men focus on completing tasks, 

achieving goals, hoarding of information, and winning. Women educational administrators focus 

on instructional leadership in supervisory practices and are concerned with students' indi vidual 

differences, knowledge of curriculum teaching methods, and the objectives of teaching (Conner 

,1992). 

Men in leadership positions tend to lead from the front, attempting to have all the answers for 

their subordinates. Women lead toward facilitative leadership, enabl ing others to make their 

contributions through delegation, encouragement, and nudging from behind. Because women's 

main focus is a relationship, they interact more frequently than men with teachers, students, 

parents, non-parent community members, professional colleagues, and super ordinates (COlmer, 

1992). Men, on the other hand, stress task accomplishment and they tend to lead through a series 

of concrete exchanges that involved rewarding employees for a job well done and punishing 

them for an inadequate job performance. Many women support contributi ve, consensual 

decision-making and emphasize the process, but men tend to lean toward majority ru le and tend 

to emphasize the product and the goal. Men utilize the traditional top-down admi nistrative style, 

women are more interested in transfonning people's self-interest into organizational goals by 

encouraging feelings of se lf-worth, active participation, and sharing of power and information 

. Women spend more time in unscheduled meetings, visible on school campus, and observing 

teachers considerably more than male principals. Women -principals are more likely to interact 

with their staff and spend more time in the classroom or with teachers discussing the academic 

and curricular areas of instruction. Women principals are were likely to inf1uence teachers to lise 

more desirable teaching methods. 
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2.1.5. Females and Leadership 

Good school administration is more attuned to feminine those masculine modes of leadership 

behavior. Female attributes of nurturing, being sensitive, empathetic, initiative, compromising, 

caring, cooperative, and accumulative are increasingly associated with effecti ve administration. 

While these characteri stics are innate and valuable, women possessing the qualiti es of a good 

leader still face higher attrition and slower career mobility(Porat,199l).Data on equality of 

opportunity in educational leadership or administration reveals that gender, more than age, 

experience, background, or competence determines the role an individual will be assigned in 

education (Whitaker and Lane,1990). Since gender in a hindrance to women leaders, some 

believe compelled to lead to the manner that is considered the norm ; that is, the way that men 

lead. Utilizing men's method of leadership is the easiest way for a woman to be hired for 

administrative positions or any position of leadership, especially since thi s approach to 

leadership has repeatedly been established as acceptable to the public and successfu l in attracting 

promotion and recognition. Those women who had a desire to become administrators have found 

their institutions and districts do not select or recruit them for training programs in the 

administration field, making it harder to break into the system ( Allen and others, 1995 ; r .illclsay, 

1990). 

2.1.6. Gender Differences in Managing upward 

As Hughett, Ginnett and Curphy(2007:13) reported that both male and femal e managers in 

fortune 100 companies were interviewed and completed surveys about how they influence 

upward-how they influence their own bosses. The results generally suppo11ed the idea that 

female manager's influence attempts showed greater concern for others, while male managers;' 

influence attempts showed greater concern for self. Female managers were more likely to act 

with the organization's broad interests in mind, consider how others fe lt about the influence 

attempt, involve others in planning, and focus on both the tasks and interpersonal aspects of the 

situation. Male managers, on other hand, were more likely to act out of self-interest, show less 

consideration for how others might feel about the influence attempt; work alone ill developing 

their strategies, and focus primarily on task alone. 
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One of the most surpri sing fi ndings of the study was that , contrary to pred iction, fe male 

managers were less likely than male managers to compromise or negotiate du ring their infl uence 

attempts. At first thi s may seem inconsistent wi th the idea that the female managers' in fl uence 

style invo lved greater concem for their relatedness to others. However, it does seem consistent 

with the higher value placed by the women managers on involvement. Perhaps female managers 

demonstrate more commitment to their issue, and greater self-confidence that thcy arc doing the 

"right thing", precisely because they have interacted with others in the organization more already 

and know they have others support. 

Whi le male and female managers emphasized different influence techniques, it is important to 

note neither group overall was more effective than the other. Nonetheless, there may be 

significant implications of the various techniques for a manager's career advancement. At 

increasingly higher management levels in an organization, effectiveness may be defined 

primarily by its fit with the organization'S own nonns and values . 

Managers whose style matches most closely that of their superior's may have an advantage in 

evaluations and promotion decisions. This may be a significant factor fo r women, given the 

highly skewed representation of males in the most senior executive ranks. 

2.1.7. Educational Leadership as a Distributed Concept _____ 

Leadership was thought as in tenns of the head teachers or principal. This is not so nowa day, 

with the prevailing view that leadership is a penneable process that is widely di stributed 

throughout in educational institutions. It is also di stributi ve concept in that it helps others 

(followers)to empower and/or to exercise leadership (Brundent, Burton and Smith , 2003). They 

further noted that the rationale behind it is that, in order for any high perfo rming organi zations or 

institutions to attain their obj ecti ves and goals, all sections and departments within the 

organizations should be 'full on' and eradicate any under perfonnance or slack with in the job it 

self. 
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2.1.8. Leadership in Education 

Leadership has a particular importance in educational admin istration because of fa r reaching 

effo rts on the accomplishment of school programs, objectives and the attainments o f educational 

goa ls(Mbua,2003). Morphet, Johns, and Rell er (cited in Takele ,2007) emphasizes that the 

examining of the leadership phenomena of educational organization and administration is with 

concepts and theories of leadership that the applicable to those who hold dec ision mak ing 

positions such as principal's, school inspectors, department heads in the various hierarchies of the 

educational organizations . Weber and Weber ( 1955) defined educational leadership as: 

The process in a school which yields control of pupils, teachers, parents, 
administrators and other upon prinCiples which should govern adll!in istrating. 
operation and management of schools, which yield agreement among these sallie 
group concerning policies, which should be adopted by the school member and 
brings about plan of action for dealing with school problems. 

Educational leadership helps to aspire change, to indicate and involve in ac ti vities, which lead to 

change and innovation. In addition to thi s, Thurston and Lotto ( in Porat , 199 1) pointed out that, 

"educational leadership is pivotal for the accomplishment of some highl y important issues in the 

school setting. " The prime motive of the educational leader is achieving a high level of student 

progress in knowledge and skill, which is the ultimate goal of a school and that of a community 

in general. 

2.2. Problems Women Encountered in Leadership Position 

Women in educational leadership position confront barriers or obstac les that men do no t rea lize 

ex ist. Some myths suggest women calmot di scipline older students, particu larly male students; 

females are too emotional; too weak physically; and males resent working with females ( 

Whitaker and Lane, 1990) . After the myths are dispelled, the" glass cei ling barrier" that li mits 

women from achieving high-ranking position must be overcome. Society's atti tude to ward 

ap propriate male and female ro les is another obstacle that identified women as not task-oriented 

enough, too independent on feedback and evaluations of others, and lacking independence. 

Women receive little or no encouragement to seek leadership positi ons, while men were 

encouraged to enter administration to a greater degree than women, despi te the positive 
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perceptions of principals toward fe male capabiliti es. This lack of encouragement eXists even 

though women who earn doctorates are more li ke ly than men to desire an academi c career, but 

are not being hired at equal rates. The cumulati ve disadvantages results in women leav ing the 

profession in greater numbers than men. 

The lack of formal and informal social networks, or not being a member of the "clu bs" as men, 

results in the lack of recognition that often leads to advancement. Administration in volves hard 

work, long hours, and lots of in-house politics which is stress provoking, when child care and 

home responsibilities are added, a women can work 70 or more hours per week that may confl ict 

with family responsibilities. Since some administrative positions are located in another city or 

state, one barrier is the reluctance of women to relocate. The lack of support from the school 

board, the attitude of a few women administrators that, "We don 't hire the competi tion". The 

iso lation associated with minori ty status, sex-typed expectations, and gender bias, the enolmous 

amount of stress that is part of the job, and the lonely at the top fee lings are barriers women face . 

There also ex ists a lack of role models and mentors due to the fact that there is not a large 

amount of women in administrative positions ( Whitaker and Lane, \ 990). The current under­

representation of women in top leadership positions is refl ected in several researches studied 

conducted on women in educational administration, which reveal many critical problems faci ng 

women when they try to enter or advance in administrative careers Shakeshaft , ( 1989) . The 

problems which women face in educational leadership are many and they range from the area of 

getting into jobs to getti ng on in jobs. The sources of these prob lems are many and vari ed. 

2.2.1. Attitude ofthe Society towards Women Leadership 

Assuming that all other external obstacles have been removed and that all the diffi culties in the 

past by the pioneers of the women liberation movement have been solved, there will still be 

women can not dare or do not want take advantages of the opportuniti es open to them due to 

soc ial condi tioning. Women are excluded from decision-making and leadership since their 

childhood in di fferent ways (Corner, 1997). The newborn baby girl in the cot is the center of 

attention of her parents and famil y. Through the year as time progresses, through playing games 

with her friends , through the example of her parents and later since learn ing at school, the 

childhood have learned all the appropriate behavior expected of her, other girls as we ll as wo men 
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in the society in general and wi ll begin to regarded this behavior as perfectly natural(Lllldsay, 

1990) . 

2.2.2. Women's Self Image and Leadership 

One of the barriers women face in attaining leadership position is influenced by the women 

themselves, their perception of socia li zation process, women acknowledge the wo rl d as 

masculine and perceive themselves as compliant, passive, submissive, less sk illful than their 

male counter parts. 

As Ouston cited III Sahra( 2007) women prefer to evade competitions and appreciate 

collaboration in li es of their perception that they are not suited to the educational leadership 

positions. Furthermore Horer (1 989) pointed out that females fear that success in competitive 

achievement situation will lead to negative consequences such as loss of femininity and 

unpopulali ty. This 'failure or success dilemma' is the self-image women have regarding this lack 

of acceptance by male or/and female peers, superiors and subordinates. Every woman li ve with a 

li st of 'should ' ,'ought' and ' must' in her head, these internal voices represent what one thinks 

one must or should do . 

Women themselves exhibit fomls of behavior that prevents them from attain ing leadership 

positions or getting appointed to management positions in the educational system. This statement 

was confirmed strongl y by Ndongko (1999), who stressed several factors attributi ng to their 

disadvantage: 

Women tend turn down opportunities if they feel they are not absolutely certain 
of the outcome: they tend to exhibit poor risk taking skills; their careers are 
focused on small fu nction specializations that are close ended; f ear of success 
and failure on their performance of their job; luck of prior planning 
strategically to accommodate the problems of combining work and family 
commitments and obligations; involving in activities that do not promote or 
increase their visibility; lack of awareness and knowledge of the organizational 
culture. 

The mult iples role women play may/might causes role conflict, wh ich poses difficulties 

especially for female leaders. This confl ict occurs when a woman who occupies a position of 

leadership is enacting both a sex ro le women and an organizational ro le leader. Bidd le and 
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Thomas c ited in Sahra (2007:29) one type of role conflict is the attitudes hold by the leader 

herself. This is a women in a position of leadership has one set of expectations for herse lf as a 

women and as a leader. 

Comer (1997) emphasi zes that, in the work place, women are often judged by two quite 

different and conflicting standards, as women and as workers, placing them in a c lass ic no-win 

situation. In most cultures, women as women are expected to be submissive, passive and demure. 

Thus, a women who displays the characteristics of a good manager as being decis ive, articulate, 

assertive and clear about goals and objectives may find that superiors are not appreciate because 

they are consciously and unconsciously judging her as a women and not as an effec ti ve omen 

leaders. 

Psychological stress is also created by the need to conform to socially induced images of 

feminist to be the perfect wife, mother and homemaker, thi s produces many burdens of guilt that 

inhibit career ambitions and performance (Cooper and Davidson, 1984). Women commonly feel 

a constant pressure to perform and prove themselves at the workplace and simultaneously a 

persistent feeling of gui lt in coping up with the expectations of the family at home. 

However women are successful in maintaining the balance between home and work. Not only 

have managed to assume leadership positions that are sti ll considered a man's domain 

(Parikh,2009). Similarly, stati stics show that it is easier for men to have both famil y and a career. 

Indeed, many women forgo marriage and children to devote themselves to a career. Studies 

indicate also that although it is possible for women to assume managerial roles, it is di ffi cult for 

them to 'shed' family role (Heller cited in Takele ,2007). 

In summary, for women with fami ly responsibilities, upward mobility may be further hampered 

as they struggle to satisfy the women are confronted, like the exhausting demands of part icularl y 

supporting a home, a pal1ner, the caring of children and resi sting the worry for not giving the 

best of them all , will women begin to develop their fu ll potential in the work place. 

Collins ( 1983) point out that women can be destructi ve to each other in the same organization 

even in the same di vision and end up sabotaging their own chance of success. Not every one 

likes women at the top and there can be strong feelings of jealously and resentment. Women are 
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concerned with their owe survival; often their excuse of not helping or mentoring women due to 

insecurity is that they do not want their servers to think that they give preference to females. Hoy 

& Miskel ( 1996 ) also fou nd that female administrators, new to their jobs, expected varyi ng 

types of resistance to thei r leadership from male, but appeased blind sided by the an tagonistic 

behavior of the other women towards them. 

Many females in educational leadership positions experience a spectmm type of negative 

treatment from female teachers to female superintendents that can be defined as horizontal 

vio lence. The concept of the term ' horizontal violence ' was created by Freire(l972), who 

explored the effects of oppression/violence on minorities andlor women. The casual factor for 

th is behavior is the power lessons and importance of the oppressed that would be severely 

punished if they attacked the powerful individuals who actually control their li ves. 

Therefore the hori zontal violence used here will be applied to instances of fema le schoo l leaders 

who lash out at other females rather than vent their internal anger towards the men who in effect 

have been their oppressors. Supporting the relationship of the queen bee to the concept of 

hori zontal Violence, Ginn (1989) concluded that the queen bee phenomenon was abou t power 

and nuted that there was not enough of this precious commodity to go ground. She ind icates that 

the concept of shared power seemed difficult to group for those not usually included in the power 

loop, resulting in this counter productive attitudes among money under represented female 

administrators. Her conclusion is parallel to those posed by Freire (1972) c;onceming the lack of 

power as an underlying cause for horizontal violence. 

Similarly, Shakashaft (cited in Takele,2007) when she travels around the country and speaks 

with female administrative groups, a common theme that has emerged from her audiences are the 

belief that 'women are their own worst enemies' she further noted that there is considerable and 

strong evidence shows other women who keep women from advancing. 

2.2.3. Lack of Role Models and Mentors 

If women want to succeed, they need to be mentored into these posi tions trad iti ona ll y held by 

men and with a suitable mentor; they would have a much greater chance of understand ing the 

game call ed 'working'. Collins ( 1983) strengths thi s idea by stating that mentors are very 
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important to women since they give lots of encouragement; share their aspirations; have abso lute 

faith in women's abi li ty; boost self-esteem give vision to think big so as to see th e bi g picture ; 

shape personal philosophy and form ulate one's support ; teach by ex ample, import valuable 

information; introduce themselves to the organizational structure and give feed back on one's 

progress. Lacking a mentor meant that women leaders experienced limited career advancement. 

To help a women's career, it' s frequently mentioned to have a sponsor, support system or mcntor 

in the context of succeeding as managers. As Finn (1 980) says: 

Progress in a career requires access to inner circle of association that is different 
to attain. Elite positions in organizations have traditionally been reserved for 
men. If women want to function effectively and efficiently as organizational 
members, they need access to inner circle support. Women who are serious about 
a career are beginning to discover that it is possible to enhance credibil fly 
through mentoring. 

2.2.4. Lack of Professional Networks 

As like mentor lack of professional networks was perceived as more of a banier to their career 

advancement. Due to that perception, more fe male administrators also felt that they were 

excl uded from the informal socialization process in to the profession known as the 'good old 

boy' network (Allen et aI. , 1995). Net working is a means of making long tenn contract which 

serves as an insurance for one's profession. 

Cooper and Davidson (1982) stressed the importance of support system as the encouragement of 

women to form their own networks at different levels of the hierarchy out side the organi zation is 

likely to be useful way of building confidence and experts. Discussion w ith other women can 

help decrease feelings of powerlessness, obtain insights into organizational poli tics and enable 

team to identify common problems faced by woman leaders, which are not necessarily their own 

'faults'; or 'weakness', but an aspect of the situation to be dealt wi th. Women's networks can 

powern.lll y impact the cul ture and policy of organizations and professions. They prov ide women 

avenues to develop talents build relationships and suppoli job equity. Women leaders need 

support, encomagement, and a sense of connection with others who understand the lVorld in 

which they Ii ve. 
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2.3 . Institutional Barriers to Women's Principalship 

While it appears easy fo r women to gain employment at the lower leve ls of the organization it is 

proving very difficult for them to reach management positions. Competent, comm itted, ta lented 

and qualified women look up through the glass ceiling and can see what they are capable of 

achieving, bu t invisible barriers prevent them from breaking though . This is instituti onal 

resistance to women that it presents in all areas of the work word, which is a refl ection of social 

and economic gender inequality. 

2.3.1. Stereotypes of Women in the Workforce 

The workfo rce is experiencing a slow evolution, not a revolution towards gender bl indness that 

will take a long time to overcome because previously males designed the workplace to fit their 

own needs, which has worked for a long time. Over and over again women's talent, comm itment 

and ambitions have run into barriers that are apparently invisible to many male. Whitaker, and 

Lane (1 990) argued persuasively that organizations rely on male standards and experience from 

earli er decades, these masculine norms inhibit experi ences and contributio ns of women. 

Like men, women managers' work in an environment that emphasizes achievement and goal 

accomplishment, however, organizations send di fferent massages to men and women, givi ng 

men much more latitude. Men can use variety of command and contro l, persuasive and risk 

taking techniques where as gender stereotypes ho ld women to more li mi ted range. Many 

behaviors admired in men evoked criticism too aggressive, too strong and too much in women. 

But if women act too feminine ,they are seen as too" soft" fo r the job. In breaki ng the glass 

ceiling, Morrison et al. ( 1992) describe thi s phenomenon's a narrow band of acceptable behav ior 

that hamper women abil ity to lead effectively. 

2.3.2. Occupational Segregation and Discrimination 

Occupational segregati on by gender constitutes a major social problem for worki ng women. It 

sets the stage fo r in-built gender bias in prospecti ng recruiting and hiring pattel11 s even if 

di scrimination is fOlmally prohibited. While men and women may have similar qua lifica tions 

and the possibilities to apply for all jobs, the selection process often fa vo rs men or women for 
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certain jobs . Interestingly, Goldin (1990) stressed that even pa11icipat ion in the work place by 

women has steadily increased a long with a history of political and legislative action designed to 

eliminate (or at least ease) inequalities and di scrimination, paradoxically gender differences in 

occupations remain constant. Today, half of the labor force is made up of women, yet on ly one 

tenth of all women workers are in management. Many of them are in middle- level positions from 

which there is little chance of promotion. 

Similarly, Wi11h (2001) aggress that although the percentage of women participating in the labor 

force has increased dramatically. Women have remained concentrated in a narrow range of 

occupations. Even in occupations dominated by women, men usually occupy the 'more skilled', 

responsible, and better paid positions. Likewise, it is easily apparent that the education job 

market seen as a whole shows that the rate of participation of women diminishes the higher up 

the occupational hierarchy. 

One outcome of occupational segregation is significant pay difference between men and women 

worker. Even though the principle of equal remuneration for work of equal va lue has been 

incorporated into the labor legislation in many countries, salary differences continue to be one of 

the most persistent forms of gender inequalities Writh (2001). 

In this regard, Smith (1979) confirmed that women are rarely paid in positions of authority. The 

assignment of male supervisors to be predominantly female workforce limits women's upward 

mobility, even in female dominated occupations. For example in primary schools., large number 

of female teachers found there, but among those female teachers very few are present in the 

principal position. 

2.3.3. Lack ofEquaJ Opportunity of Education 

Equal access for young women to education, vocational training and on the job tra ining is an 

essential pre-requisite for women to obtain more highly skilled and better paying jobs. Until a 

sufficient number of women have the qualifications and skills required for moving into "men's" 

jobs, they can not constitute the cri tical mass organizations needed to insure thaI all women, not 

just the exceptional few, have the chance to advance (Wirth, 2001). 

Mungai (2002) suggested female teachers find themselves taking longer to become a heads of 

departments than their men's counter palis due to gender oppressions in the promotion system, as 
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wel l as experience di srespect from boy students in communities low social status compared to 
• 

men's. The reason for lack of promoti on argued by Well and Catalyst (2001) was the fact that 

managers don ' t li ke repol1ing to women where male has a di ffi cul t time being superv ised by 

women. Like wise in most organ izations, managers deciding who gets an assignment naturall y 

choose some one they know and trust. If they hang out at lunch or after work w ith the guys, who 

work for them, it is these faces they will think of when oppol1uniti es arise . The informal methods 

many organizations use for giving out assignments or promotion leave a lot o f room for 

ingrained bias. 

Even when women succeed in gaining education and enter the deci sion making main stream, 

they are often marginalized by an institutional setting that reflect men 's needs and situations and 

ignores women's differen t needs and experiences. Accordingly, some organi zations are 

restricting into smaller units tending to become more narrow, autocratic and fonmtli zed as they 

concentrate in the cost cutting necessary for survival. This meant shorten management 

hi erarchies, which reduces opportunities for promotion for women who have nan·ow specialist 

experti se (Coopers and Davidson, 1984). 

2.3.4. Appointment without Consideration 

The appointment of women to such management positions is often not guided by an y objective 

criteria. This implies that in such appointments, due consideration is often given to personal 

relationships and recommendations made by we ll-placed personalities. Due to these selection 

procedures, it is however, imp0l1ant to point out that appointments in some countries in general 

are usually politicized. It was obvious that these women appointed were neither competent, 

experienced nor did their backgro und meet requirements for the positions. Thus man y of the 

qualified, competent, profess ionall y better trained and equipped w ith necessary ski lls and with 

more experiences, women may never have the opportunity of being appointed to decision 

making positions. They are consequentl y, discouraged and can't contribute effec tive ly to the 

developm ent of the country. 

Another po int to consider is that, women who were appointed without any considerati on o f their 

qualifications and professional experti se, may realize that among their staff, wo men who are 

better qualified may develop resistance may lead to a feeling of insecurity. The insecurity will 
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certainl y lead them to make many mistakes and perhaps develo p dictato ri al tendenci es which 

will most likely prevent them from functioning effectively (Ndongko, 1999). 

2.4. Strategies that Promote Women's Participation in Principalship 

The current under representation of women in top leadership positi on is reOected in several 

research studies conducted in educational administration, which reveal many cri tica l problems 

facing women when they try to enter in administrative careers. In spite of these difficu lties 

regarding entry into leadersh ip in education, the continuing di scrimination in hiring, promotion, 

and other external or/and internal barriers, these women persistentl y pursue ro les in leadership 

(Shakeshaft, I 'JZ9). In order to increase women's participation, organizations have to take good 

usage of appropriate selection and promotion criteria. O 'Toole (1995), furt her stressed that, these 

decisions are influenced by the visibility of various candidates, where the visibi li ty leads to 

greater opportunity which in tum leads to her rewards. 

Will and Catalyst (2001) , also suggested that visibility is very important for advancement and 

leads to advancement. Women need to show case their talent and accompli shment that people 

with power to make decisions, know about tht:m ami think o[ them [or opportuniti es however, 

women can be valuable and be subjected to jealously causing a serious loss of support from 

co lleagues. Therefore, women need to set strategies for advancement that require technique and 

savvy. 

,/ 2.4.1. Survival in the Working World of Men 

In a male dominated society, men head most institutions and the workf~rces are des igned by --
them in order to fit their needs. Women leaders, to survive in the face of the loea liti es of the 

working world of men, have to learn the organizations culture that is, how it is set up and how it 

fu nct ions. This does not mean that women must assume the behaviors defi ned that culture, but 

they must be aware of the organizational envirorunent in order to wo rk in or around it and 

maximize their effectiveness (Smith, 1979). 

Effective communication is a must for all leaders at all organizational leve ls. COl11l11 unication is 

at the core of each interpersonal experi ence at the same time, it is oft en the major stul11bling 
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block to meaningful interactions. Working effectively with others needs fundamental ski ll s 

women leaders should possess. The fact that the individual is a focal point of human re lations 

each indi vidual is unique in his/her beliefs, values and attitudes women leaders shou ld there fore 

learn as much as possible about their followers positive feelings abou t the work and members of 

the work group to accomplish the organizational task (Hart, 1980). 

Similarly Lindsay (1999) suggested, to be effective and to survive, women need to deve lop and 

app ly their relationship skills appropriate to their positions in the organizations. They need to 

cope with the problems that arise as they reach higher levels in the organizations, where they will 

be increasingly prevalent in the numerical minority, this requires hard work, carful planning as 

well as time to themselves. 

/ 2.4.2. Develop Support Systems 

Some women leaders, they work in a men dominated field are reluctant to join networks of 

women and consequently have few means to develop a strong identity of leadership. Women 

need to build multiple support net works, that will help women's progress towards their goals. 

Net works can manage their personal and family responsihiliti es and provides emotional support 

to enable them to balance their daily lives (Hadary, 2003). In summary, for advancemen t, women 

need to connect with and help each other on a one to one basis. By networking it crea tes power 

that leads to achieve full personality and professional life. A power in this sense is the sprit of 

giving and sharing. 

/ 2.4.3. Awareness and Attitudinal Change 

Attitudes are formed at any early age and are reinforced by prevailing traditions and soc ieta l 

process. Influencing attitudes are the most important activity that can be undertaken. Many 

research finding tell number of policy statements, directions to management and monito ring of 

statistics will afford any benefit for women if the attitudes of both men and women are changed. 

Lougheed (2000), po inted out in her study, women and men need to be ware of the attitudes held 

towards women leaders and the extent to which gender bias, that set attitudes which crea tes a set 

of expectations of another's ability by sex and occupations influence attitudes probl ems of gender 

bias ex ist in the classroom in the curriculum and th.roughout various leve ls of the education 
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system. in addi tion Coopers and Dav idson (1982), stated that changing of att itudes applies to senior management and the organization climate as a whole-openness and recepti vity to change is what organizational development and career development is reall y about. In order, to accomplish thi s, it needs the power, resources and commitment of those at the lOp 10 make it happen. They conclude by saying " if there is a will , the ways are not di fficu lt to fi nd ." 
/ 2.4.4. Strategy for Female Schooling and Professional Development of Women 

Recent research shows that education yields far-reaching benefits for girls and women themselves, their fami lies and the society in which they li ve. Once the benefits are recognized, investment in the education of girls might be the highest retum investment availab le in the developing world (King and Hall, 1993). 10 order to attai n that, some strategies where proposed which include, increasing access of education to girls, raise educational levels of mothers, increase female teachers for raising achievement and/or attainment, improve the quality of education, provide culturally appropriate facilities, reduce direct cost by offering scholar ships, provision for counseling and guidance to allow students to make the best career and increase the awareness of teachers by eliminating the negative attitudes of teachers towards the ab ility of girl s. 

There is a general consensus that since women are under represented at administrati ve leve l. Professional development can be one of the strategies used to help promote women in leadership roles by giving them added ski lls fo r understanding the complexities and di ffi culties they may face as leaders. Similarly Cooper and Davidson (1984) argued that the use of train ing and giv ing courses whether internal or ex ternal is still seen as a maj or techniques fo r change both the individual and organization. Women's access to such training is cri tical fo r thei r own advancement and for the organization to maximize women's contributions. For women mov in g up the ladder in manageri al jobs, access to fOlm al management train ing programs offered by employer is criti cal. 
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/ 2.4.5. Policy Intel'ventions 

Policy makers and deve lopment specialists are faced with the cha ll enge as to ident i [y, which 

baniers are the prime ones in specific setting and which policy measures are appropri ate. Usually 

policy and programs choice are not always rational or based on cost-benefit ca lcu lations by 

government. Choices are often made in the ground of social and community pressures. In order 

for policy interventions to be successful, there has to be a c lear and transparent policy along with 

a strong central leadership needed. King and Hall (1993) suggested broader guide for the policy 

to be a sustainab le program must be administratively feasib le, cost effective and be consistent 

with other development objectives in the educational sectors. Sound research and infonnation 

to underpin policy prescriptions are solely needed and raising women's education should be the 

concern of national educational policy, not just of special projects and must be influenced or 

supported by other policies as wel l. 

In summary, to stri ve and to advance women's education often means proceeding with best 

guesses, guided by what has worked well under similar circumstances or what theoretica lly 

important and essential; however, as king and Hall ( 1993) concluded no simple or unifonll 

prescriptions are possible. 

/ 2.4.6. Women and School Leadership in Ethiopia 

Ethiopian women have demonstrated considerable leadership III community and infOimal 

organizations, as well as in public offices; however, sociali zation and negative stereotyping 

women have reinforced the tendency for leadership and decision making to remain the domain of 

men. Sey6um (1986) noted that, in Ethiopia there are many sayings / stereotypical proverbs that 

reflect the inability of women to play leadersh ip ro les below some of them are mentioned 

• «(lA' 11 ;:1'01':" flO1'}j';' 1t1~'» translated as 

However knowledgeable a woman may be the fina l deci sion rests on a man 

• «(1,:/" tI!!: IlCTTJ!d ' O1'}J'; tI!':· 1l1' 1l~'}' » translated as 

Woman place is in the kitchen while that ofa man is the court of law. 
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These and other cu lture-based stereotypes might have compelled women to evade hi gh status 

career, particularl y that of leadership and their number is very small compared to their male 

counter part (Yalew, 1997). 

2.4.7. Endorsement of the New Constitution 

Many govenunents have realized that without the acti ve participation of women and the 

incorporation of them at all levels of decision-making, the goals of equa li ty, development and 

peace cannot be achieved. It is with thi s light, to address the issue of achiev ing the goals of equal 

participation of women and men, the FDRE ( 1995) in Article 25 of the new constitution 

guarantees all persons equality before the law and prohibits any di scri mination on the grounds of 

gender. Promulgation of the new constitution in 1995, the FDRE declared its unequ ivocal 

comm itment to the equitable socio-economic development of women. Women's social po licy 

ai ms to insti tutionali ze the political, economic and soc ial ri ghts of women by creating 

appropriate structure in government offices and insti tutions so that pub lic polices and 

interventions are gender sensiti ve and can ensure equitable development for all Eth iopians. 

Article 35 on the other hand address the issues of the "Right of Women", the sub artic le 3 read 

as: 

The historical legacy of inequality and discrimination suffered by women in Ethiopia is 
taken into account, women, in order to remedy this legacy, are entitled to affirmative 
measures. The pwpose of such measures shall be to provide special allention to women 
so as to enable them to compete and participate on the basis of equality with men in 
political, social and economic life as well as public and private institutions. 

The above constitutional lights of women are a refl ection of internationa l and national e fforts to 

narrow the gap of gender di scrimination in different sectors of development. These impressive 

centra l levels of pronouncements however generated high expectations, but implementation of 

the women's poli cy are proving to be more challenging and a formidable task . The power, duties 

and responsibili ties to entities were not adequately prepared fo r the tasks which meant that the 

poli cy of women were implemented slowly and the vari ation of the regional contexts increased 

the complex ity of design ing and implementing gender sensitive development intervent ions. 
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CHAPTER THREE 

RESEARCH DESIGN AND METHODOLOGY 

This chapter deals with methodology, source of data, sample and sampling techniques, data 

gathering instmments, pilot testing, procedure of questionnaire administration as well as 

methods of data analysis. To carry out the study the following methodology and procedures were 

used. 

3.1. Method 

A descriptive survey study with mixed method procedure in other words, both qualitative and 

quantitative approaches were employed in this study. This method was chosen for its 

appropriateness to the nature of the topic, which needed wider description, investigation of facts 

and opinions related to the current status of the problem as well as to co llect and ana l yze data so 

as to find poss ible solutions to forward recommendations. The appropriateness of this method to 

such kind of study has been stated by Seyoum and Ayalew (1989) ,Yale (2006) and John(2007). 

3.2. Sources of Data 

This study used both pnmary and secondary data sources to gather information on the , 

participation of women in primary school principalship in Gedeo zone. The major sources of 

primary data were WEO heads, WEO expelis, school principals , and teachers. The secondary 

data was gathered from publications, journals, books, documents, and reports written on 

women's paliicipation in primary school principalship, related literature and previous research 

findings were also reviewed to meet the objective of the study. 

3.3. Sample Population and Sampling Techniques 

The determination of the population and sampling schools bases the 2006/2007 ecluc,ational 

Statistics AlUlUal Abstract of SNNPR Educational Bureau. Table I shows data or al l government 
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primary schools. There are six woredas and two town admi ni strations ancl l63 primary schools 

in Gecleo zone. 

Table I. Number of Primary Schools in each Woreda in 2006/07 

Name of School Level 
Total NQ of 

Woredas 
primary 

primary 
First cycle Second 

schools 
schools (1-4) cycle (1-8) 

selected 

Bule 29 Sukko X -

Dama - X 
Dilla 12 

Dawit - X 

Chittu X -

Dilla Zuria 19 Golla - X 

Hidcle X -

Gecleb 19 Gecleb - X 

Kochorre 24 Sigiga X -

Wonago 21 Jamjamo - X 

Yirga Cheefe 5 - - -

Adame - X 

Yirga cheefe Zuria 33 Archa X -

Chelba X -

Total 163 - - -

Source- EclucatlOnal stati stics annual abstract of SNNPR 2006/07 

Table 2 - below shows the target population of the stucly were 8 WEO heacl s(all are male),56 

WEO experts(6 femal e & 50 male) ,2071 teachers(570 femal e & 150 I male) teachers, 163 

schools and their principals . Total population size were 2298 in number of which 588(25.6% ) 

were female and the remaining171 0(74.4 %)were male. 

32 



Tab le 2. Population and Samp le Size on tbe Basis of Respondents 

Types of Population Sample % 
Sa mpling 

respondents 
techniqu e used 

M F Total M F Total -- -

WEO Heads 8 - 8 7 - 7 87 Purposive 

WEO experts 50 6 56 29 6 35 70 Random 

Principals 151 12 163 - 12 12 7.9 Snowball and 

purposive 

Teachers 167 130 297 52 77 129 43 R"Qldom 

Total 376 148 524 88 94 182 - -

The size of the respondent for each group was to have reliable data for analysis. Many research 

literatures describe that sample size of 30% generally ensures representat ive ness of the data. 

There are 8 woredas in the zone, out of these female principals were fo und in seven woredas. 

Twelve schools run by female principals and their respective principals were se lected using 

purposive sampling due to the reason for obtaining first hand information about the problem they 

face or encounter in their day to day activities when they were at principa lship post, a lso among 

8 WEO heads seven were chosen purposefu ll y. The sampling technique used to select 129 

teachers and 35 WEO experts was simple random sampling. This was because of the facl that the 

they were live in some what similar geographical location, cu ltural and socio-economical 

condition. In addition both groups of respondents were sufficiently available. 

3.4. Data Gathering Instruments 

There are different data gathering instruments that were employed for thi s study. It was fe lt 

essential to adopt both a quanti tati ve and qualitati ve data co ll ection approach which is survey 

instru ments that help reveal the nature and strength of women school principals as we ll as 

pinpoint problems that hamper women's participation in principalship. The quantitative data 
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were obtained from questionnaires whil st the qualitati ve data took in the 101111 of Ill-depth 

interviews, and document analysis used to acquire relevant data. According to .Iohn (2007) 

employing multiple methods of data co llection he lps the researcher to combine the strength and 

amend some of the inadequacies when onl y one method used independentl y. 

Questionnaire 

The first instrument employed was the questionnaire, which is convenient to receive reli able and 

adequate information from a large number of respondents with in a short period of time. 

Questionnaire was prepared originally in English, which was latter translated into Amhari c to 

prevent misunderstanding and misinterpretations on the parts of the respondents. The 

questionnaire contained nine parts. 

Part one was des igned to co llect data on the background characteri stics of the target groups that 

pertain to the demographic features. The second part was prepared in the fo rm of a Likert sca le 

and the leve l of agreement was indicated on five-point scale ranging fro m very good to very 

poor. This helped to get information concerning the attitudes towards women schoo l principals 

ab ility, skill and principalship competence. Further more thi s section exam ined the competence 

of women's in the school principalship post. Various points on women's leadership style were 

listed and a fi ve-point sca le ranging from very high to very low was prepared and used so th-at it 

could help measure the level of conformity of the respondents. Part three and four were des igned 

to collect information about women's competences on conflict resolution and decision making 

respectively. Part five was designed to obtain data about the selection criteri a and placement of 

school principals. Lists of different selection criteria were presented and respondents were asked 

to respond from the five alternatives given that is, from fully considered to not considered. 

Part six, seven, and eight were li sted of some factors socio-cultural, institutional and po li cy 

issues that are believed to hinder women's participation in school principalship . These parts were 

also prepared and designed in the form of a Likert-scale and the level of arran gement was 

indicated on a fi ve-point scale ranging from very high to very low. This helped to get 

information on the leve l of all the male and female WEO experts, pr incipals and teachers 

agreement and di sagreement on major factors that prevent wo men's participation in schoo l 
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principalship. Last pali of the questionnaire was containing suggested items, its purpose was to 

get supplementary information regarding female and school leadership. 

Interviews 

In addition to the questiormaire, the study employed both structured and unstructured interv iew 

questions as instrument for data collection to complement and obtain relevant data that were not 

handled by the questionnaire. It is also essential to counter-check the information already 

obtained by using different techniques structured questions were designed and administered for 

WEO heads. The interview was aimed at eliciting information on the critical factors that affect 

women's participation in school principalship. Moreover, unstructured interview were made with 

WEO heads. These groups addressed unique problems that they encountered as educational 

leader. In order to handle the discussions, a tape recorder (Walk man) was utilized for voluntary 

respondents and field notes were used for others. 

3.5. Pilot Testing 

In order to undertake some necessary corrections and modifications on the questionnaires, pilot 

testing was conducted prior to the final data collection. Out of the zone, one woreda ( Dilla 

town) was selected and non sampled schools ( Harroresa, Koffe and Sisota ) were taken, then 

draft questionnaires were dispatched to the school principals and 20 teachers. After the 

questionnaires had been filled and returned, the {eliability and validity of the items were 

measured by using Cronbach ICoefficient alpha method. The obtained test result were 0.87and 

0.93 for two group of respondent respectively. The observed correlation coeffic ien t was, a good 

indicator of the internal consistency of the items, and each of the items in the questionnaires was 

thoroughly examined. Ambiguous and unclear statements were corrected (for instance in the 

suggested items a question stated as"Whom do you prefer for school principal? " changed to" If 

you are given a chance to choose principal for your respective school, whom do you prefer? "l, 

and few additional items were included and very few items were excluded so as to obtain reliable 

and valid mformation about the Issues raised in the study. 
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3.6. Procedure of Questionnaire Administration 

The questionnaires were admi nistered to the subjects in a school compound. The first step in the 

administration process was to get wil li ngness of the subjects to fill the questionnaires. Once the 

subjects were willing to fill the questionnaire and were able to retulll the papers within a short 

range of time (usually l:30-2:00 hrs or so), the research assistant sta yed there to co ll ect the 

papers. When the subjects requested more time to fill the questiorU1aires, they were given two or 

three days. 

Through repeated experiences, the most convenient days were from Monday to Friday for most 

of teachers, principals, WEO heads and WEO experts would be at school or office on these 

days. Generall y, very few of the subjects were unwilling to participate in the stud y for the fact 

that they were so suspicious that the study dealt with politics and thought nothing to get from the 

study. Finall y 176 questionnaires were dishibuted to each of the entire sample popUlation, of 

which 170( 96 .6%) were correctly filled, 3( 1.7%) were excluded because offi lled wrong ly, the 

remaining 3( 1.7%) were not returned back at all. 

3.7. Methods of Data Analysis 

Quantitative Data 

After collection of questionnaires, the raw data was tallied, structured, and tabulated under their 

respective categories so as to make it manageable, readable and understandable. The items were 

classified into different tables according to simi larities of issues rai sed in the questionnaires. 

After being classified, each of the issue was analyzed and interpreted. Depending on the basic 

questions and the data gathered analyzed by using different stati stica l too ls with the aid of 

computer assisted( SPSS-lS) program. 

The appropri ate statistical procedures were identified in line with the purpose of the study. 

Accordingly, the following statistical too ls have been put into use to anal yze and interpret the 

data co llected. Percentage and frequency- counts were employed to analyze characteristi cs of 

popu lation . This stati stical tools help to detennine the relative characteri stics such as: sex, age, 

educational leve l (qua lification), work experience, and m'arital statues. Measures of central 

tendency like mean and weighted mean were computed to find out average va lues aga inst each 
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item score by including a ll the number of observations in the categorized items, the mean scores 

were further used for t-test analysis to identify whether or not there were signi fi cant mean 

differences between the two categories of the respondents non certain fac tors. Fina ll y, a one-way 

ANOV A test was employed for the data analysis used to quantify, explore, and describe the 

di fference and similarities between three groups of respondents. 

Qualitative Data 

The data drawn from the open-ended questionnaire, intervi ews and document ana lys is were first 

transcribed into separate topics. Then each expression and view obtained was categorized and 

combined to describe the items both as expressed by the respondents and as understood by the 

researcher. The data was analyzed in the form of narration. Based on qualitative and quan titati ve 

data analysis, interpretations were made to reach on certain findings. Finally a conclusion and 

possible so lutions were recommended. 
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CHAPTER FOUR 

DATA PRESENTATlON,ANALISIS AND INTERPRETATION 

Thi s chapter deals with the presentation and analys is of data that are categori zed in to two major 

parts. Part one presents the characteristics ofrespondents. The second part dea ls with the analys is 

and interpretation of factors that affect women's participation in primary school pri ncipalship in 

Gedeo Zone. 

4.1. Demographic Characteristics of the Study Population 

The data were collected from WEO heads, WEO experts, principals and teachers. The total of 

questionnaire di stributed for the study constituted 176 of which 35 was di stribu ted to the WEO 

experts, 129 to the primary school teachers, and 12 were given to the primary schoo I pri ncipals. 

A total of 170(96.5%) of questionnaires were returned of which 12 (1 00%) were retumed from 

principals, 123 (95.3%) from teachers, and 35 (100%) from WEO experts. Data ob tained from 

interview was also incorporated in the analysis, it \vas administered to 7 WEO heads. 

As presented in Table 3, regarding sex, a large portion of WEO experts were male 29 (97 .1 %) 

,thi s statistical data indicates the low number of females work in the educational institut ion in 

Gedeo zone. Gender imbalance or inequality clearl y shown here were women's partici pation in 

educational leadership is less compared to their male counter parts . In the same table out of the 

total 126 teachers respondents, 74 (60.1%) were females and 49 (39.9%) were males, whi lst in 

case of principals all of them were females due to the reason for mentioned earl ier. 

As indicated in Table 3, the age di stribution of the respondents reveals that WEO expert ise 23 

(65.7%) including both male and female li e between the ages 36 and 45 years, on ly ( 11 .4%) of 

WEO experts were found below 36 years, whilst the remaining 8 (19%) li ve between the ages 45 

and 55 years. Out of the total 123 teacher respondents, 90 (73 .1%) were li e Ie,s tholl ,Ii yeilr, 

age, 24 (20%) were between 36-55 years and 9 (6.9%) were over 55 years of age. Among seven 

WEO heads only 1 ( 14 . 2 O/~) less old than 36 years the rest 6(85.8 %) older than 36 years. 
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With regards to the service years, the majority of the WEO experts and 25 (86.2%) men and 3 

(50%) women have served fo r over 10 years and the remaini ng 4 (1 3.6%) and 3 (50%) 

respectively have served below or ex actly 10 years. When we compare the service years of the 

teachers, it shows that 55 (74.2%) of female teachers and 28 (57.1 %) of male teachers have 

service years less than 11 years and 19 (25.8%) and 21 (41.9%) of female and ma le teachers 

respective ly have served for more than 11 years. 

From these findings, it is possible to suggest that most respondents are we ll experi enced. 

Therefore, taking into consideration their maturity age and their long time work experi ence in the 

education sector, it can be assumed that they have a better understanding about vari ous issues 

and problems related to the topic understudy and any respond obtained from thi s group of 

respondents will assist in getting a more reliable information that would help the stud y to come 

up with rel iab le and concrete conclusion. Respondents regards to their marital 

statl.les,22(62.8%)WEOexperts, 11 (91.6%)of principals and 74( 60.1 % )of teachers and all WEO 

heads were married, from thi s anyone can infer majority of educational personnel were married 

and have an experi ence of dual role responsibilities. 
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Table 3. Demographic Characteristics of the Study 

WEO experts Principals Teachers 

No. Indicators Female Male Female Female Male 

N % N 0/0 N °/0 N 0/0 N 0/0 

I Sex 

6 17.2 29 82.8 12 100 74 60.2 49 89.8 

2 Age (in years) 

Below 26 I 16.6 " 10.2 4 33.3 41 55.4 20 40.8 .J 

26-35 3 49.8 5 17.6 5 4 1.6 12 16.2 17 34.6 

36-45 2 33.2 18 61.8 3 25 8 10.8 6 12.2 

46-55 - - 3 10.3 - - 4 5.4 6 12.2 

Above 55 - - - - - - - - - -

3 Qualification 

12 complete - - - - - - 5 6.7 2 4.1 

12+TTI - - - - 2 16.7 38 51.3 8 16.3 

Diploma 5 83.3 9 31.0 10 83.3 27 35.2 30 60.6 

Above diploma I 16.6 20 68.9 - - 3 3.9 9 19.1 

4 Service year 

Below 6 I 16.6 I 3.4 2 16.6 27 36.4 18 36.7 

6-10 2 33.2 3 10.2 7 58.3 28 37.8 10 38 .7 

11-15 3 50 15 51.7 5 41.6 13 17.5 14 28 .5 

16-20 - - 4 13.7 - - 6 8.1 5 10.2 

Above 20 - - 6 20.6 - - - - 2 4.0 

5 Marital statues 

Marri ed 3 50 19 65.5 II 91.6 44 59.4 30 61.2 

Single 2 33 .3 8 27. 5 I 8.3 21 28.3 II 22.4 

Other I 16.5 2 6.9 - - 9 12.1 8 16.3 
-----
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4.2. Principals hip Ability, Skill and Competence of Women in Primary 

Schools 

Competence plays a great ro le in achieving the desired goal of any organi zation that includes 

both professional and personal skills. People's attitudes are commonly viewed as summary 

evaluation of opinions and beliefs that range from positive to negative or vice versa based on 

personal experi ences. In thi s section the intention of the researcher is to assess the perception of 

teachers, principals, and WEO experts towards the Principalship ability, sk ill and competence of 

women at primary school levels. 

The analysis of perceptual data was split between sex, different factors that could describe the 

ability, skill and competence of women primary school leaders were identified and presented to 

the respondents to be rated on five Likert scales; Very good (5), Good (4) , Undecided (3), Poor 

(2) and Very poor (I). For the purpose of analysis, those five scales were minimized to three. 

The mean values were interpreted as 3.50-5.00 = highly competent, 2.50-3.50 = moderately 
, 

competent, and 0.00-2.50 = poorly competent. Four factors that describe the principalship 

abilities. skills, and competence distilled from literature were grouped in the overa ll 

administrative sk ills, leadership styles conflict management and communicat ion ski li s, and 

decision making skills. 
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4.2.1. Wom e n 's P rincipa ls S k ill, A bility a nd C ompeten ce 

To assess the respondents view on the overa ll women's principalship competence I I ind icators 

were incl uded in the study. Accordingly, the responses by teachers. principa ls and WEO ex perts 

were rated and summary o f the find ing is presented below. 

Table 4. Respondents view 011 Women ' s Principa l Skill ,Ability and C ompetence 

No. 

I 

2 

3 

4 

y 
, 

6 

7 

8 

CV 
10 

, I I 

R espondents Response 

Indicators 
Mean values 

Weighted 
Men Female t-valu e Sig. 
N=78 

SDM n=92 SD. mean 

Success in managing and 4.30 0.847 4.5 1 0.783 4.4 1 2.4 17 .186 
leading their subordinate 
Capability to plan and 4.06 0.940 4.18 0.479 4.13 0.862 .404 
coordinate desired 
acti vities 
Implement rules and 3.99 0.59 1 4.72 0.730 4.44 1.003 3 16 
regulation 
Promote optimum uses of 4.62 0.700 7.74 0.560 4.66 I 1.502 * .000* 
resources 
Ability to take risk in 2.44 0.44 2.24 0.74 1 2.34 16.044* .017' 
daily routine 
Abili ty to delegate duties 2.08 0.302 2.17 0.820 2.13 7.009' .002' 
and responsibi li ties 
Create better working 4.19 0.864 47.51 0.420 4.34 0 500 .140 
atmosphere 
Develop positive atti tude 4.21 0.647 4.17 0.831 4.19 1.351 .071 
towards change 
Abili ty to minimize hear 3.40 1.1 20 3.73 1.050 2.05 1.0 17 .007 
says and gossips 
Providing professional 2.63 0.8 17 3.00 0.743 2.82 2.22 .137 
counseling whenever 
demanded necessary 
Ab ili ty to treat all staff or 2.68 1.461 3.34 0.900 3.01 0.963 .000 
students on equal ground 

N.B. Level of Agreement: "0.00-2.50" = Poorly competent, "2.50-3.50" = Moderately competent 
and "3 .50-5.00" = Highly competent 
*Indicate there was a statistical significant difference between the groups of responden t on 
the issue under di scussion at a = 0.05 and t- criti cal = 4.0.1 
-SO m,,,uSDF are standard deviation of the ma le and female respondents "espec li ve ly 

Items I and 4 on the above tabl e, regarding women's principal s abili ty to success in managing 

and lead ing as well as the abili ty to promote optimum use o f resources had we ighted mean 
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va lues of 4.41 and 4.66 rating their competences as "High". Both group of respondents rated the 

indicators with individual mean scores of 4. 30 (4. 62) for males and 4.51 (4 .74) for fe mal es 

respecti ve ly. Therefore these findin g told both groups of respondents show strong agreement on 

the issues. 

With regards to indicators 2 and 3 on the same table, respondents view on women's to plan and 

coordinate the desired abilities , and in implementing rules and regulation in the wo rk place were 

ranked 6th and 2nd with weighted mean values of 4.13 and 4.44. Both respondents rated the 

indicators as "Highly competent" with individual mean values of 3.99 (4.06) for males and 4 .1 8 

(4.72) for female respectively. From the result obtained it is clearly understand that both genders 

have a uniform level of agreement. 

As can be seen on Table 4, items 5 and 6 ranked 9 and 10 with the weighted mean va lues of 2.34 

and 2.13 , rating women's competences in the issues as "poorly competent". Women ability to 

take ri sk in their daily routine and ability to delegate duties and responsibilities according to the 

individual mean values of 2.44 (2.08) for male and 2.24 (2.17) for females. Both sexes 
I 

unanimously agree that women's abi lity to take risk and delegate duties and responsibi lities were 

well below average. According to the interview secured from interviewer was al so found that 

women were very much competent with regards to adhering strictly to the rules and regulations, 

and maintaining definite standards of performance in order to accomplished the organ izational 

goals, instead of breaking/go beyond the statues quo. These might be because women are so lely 

concerned with getting the job done, paying less attention to the infonnal networks as we ll as 

strongly resisting/fighting corruption. One can infer from the above findings that the overall 

leadership/Principalship ski ll of women was found to be highly competent. 

From the same table, items 7 and 8 assess women's ability to create better working atmosphere 

and to develop positive attitude towards change with in the schools. The weighted mean values 

were 4.34 and 4.19 respectively, rating the competence level of women by both respondents as 

"Highly competent". Both male and female respondents had individual mean values also above 

four, rating the presented two indicators as "Highly competent". When l e:tders ,·h ~\'e good 

relations with co-workers and community at large, they will have the power, which in turn will 

enable the tasks to be simple and clear as well as help the teaching leaming process to be calTied 

out successfull y. 
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As presented in Table 4, the items which states the ability to treat all staff or students on equa l 

grounds and to provide professional counseling whenever deemed necessary had we ighted mean 

va lues of 3.0 1 and 2. 82 ranking the cases as 7 and 8 respective ly. It indi cates thai both 

respondents were fo und to have a "moderate ly competent" level of agreement that women 

exhibited in the two indicators. However, females individual mean va lues 3.34 (3. 00) show a 

s lightly higher mean values than thei r male counterparts who scored 2.68 (2.63) for the two 

indicators. 

Item 9 that ranked last, respondents viewed it with a weighted mean value of 2.05. The 

individual mean value of males and femal es were 2.29 and 2.40 respect ively showing a value 

below average, rating the issue as "poorly competent". Both genders were fo und to have a 

uniform level of agreement in women's ability to avoid/minimize gossips and hearsays which has 

negati ve impact on their career advancement. This may be due to fear of success and lack of 

experience in the leadership position. To check if there was any statistica ll y signi fi cance 

difference between the two respondent groups, tltest was carri ed out. 

A significant di fference in perception was seen between the two genders with respect to items 

4,5 and 6 at t- cri tical value = 4.0 I where as the calculated values fo r the three items were as 

foll ows 11.50, 16.04 and 7.00 respectively. Thi s di fference in perception was probabl y due to 

male stereotypical att itude, that management is still aCknow(ledged as a mascul ine trait. As far as 

delegation is concerned, men argue that women delegate with reservations because they are sti ll 

immature in the field of leadership, they are not quite self-confident o f themselves and are 

always at a position of proving their leadership effectiveness. 

4.2.2. Women's Principals Leadership Styles 

Research fi nding indicate that good leaders use all types of leadershi p style depending on the 

situation and the people involved so as to be able to influence others in order to achieve the 

organizational goals and objecti ves . The most widely practiced leadershi p styl e is the 

participatory approach in the school compound, but this does not mean the perfec t slyle. 
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Table 5. Respondents View on Leadership Sty le of Women School Principals 

Respondents response 

Mean values 

No. Indicators Men Female 
Weightr 

t-va lu e Sig. 
SDM SDr d mean 

n=78 N=92 

I Ability to exec ute honestly 4.63 1.014 4.53 0.857 4.58 26.44* .105* 

2 Make imposition on their 4.36 0.943 4.71 1.316 4.54 2.00 .048 

subordinate 

3 Ability to control their 2.24 0.724 2.39 1.461 2.35 16.03* .01 3* 

emotion in the work place 

4 Understand their subordinate 4.40 1.012 4.52 4.52 4.46 21.45 .001 * 
feeling 

5 Make people work being 3.64 1.003 4.17 1.409 3.92 1.927 .190 

involved in it I 

6 Show greater per severance 2.99 0.81 7 3.26 1.651 3. 13 2.04 .022 

and patience to foll ow up 

things 

7 Women 's principals to solve 4.35 1.004 4.51 0.693 4.43 1.25 .067 

problems systematically 

N.B. Level of Agreemen t "0.00-2 .50" = Poorl y competent, "2 .50-3.50" = Moderately competent, an 

"3.50-5 .00" = Highl y competent 

* Indicate there was a statistical significant di fference between the groups of respondent on the 

issue under discussion at a. = 0.05 and t- critica l = 4.01 

-SDM and SDF are standard deviation of the male and female respondents respectivel y 

As indicated in the items I and 2, on Table 5, the respo ndents were asked to rate thei r views on 

wom en's ability to execute their responsibility honestly, as well as to make impos itio n on their 

subordinate. According ly, both respondents ranked the issues first ancl second with weighted 

mean va lues of 4. 58 and 4 .54 ratin g the cases as "Highly Competent" . Both genders share the 

same perception and rating wi th indi vidual mean va lues of 4 .53 (4.67) and 4. 7 1 (4.36). The last 
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ranked item (3 ) on the above table, regarding the perceptio n of women's abili ty to contro l thei r 

emotion has, a weighted mean value of 2.35, showed a rati ng of sli ght ly "poorl y competent" . 

Individual mean score of 2.39 and 2.25 respectively had simi lar rating with the weighted mean. 

From thi s one confinmed that, both respondents agreed women do exhibi t poor in controlling 

their emotion. 

As can be seen on Table 5, the respondent perception on women's schoo l principals behav ior, if 

it were indeed well understand their subordinate feelings on item 4, and their ability to make 

people work being involved in it on item 5, were third ranked fifth and with weighted mean 

values of 4.46 and 4.02 respectively. The individual mean values also 4.52 (4. 17) fo r female and 

4.40 (3 .64) for male, shows the two indicators under di scussion rated as "Highly competen t". As 

a result both respondents strongly agree on the issues raised. 

Item 6 on Table 5, depicts the respondents view regarding women's ability to show perseverance 

and patience to follow things. This indicator ranked sixth , with weighted mean va lue 3.1 3. 

Despite the fact that both genders rated the indicator as "Moderately competent". 

As depicted on Table 5, item 7, the ability of women principals to solve prob lems systemati call y 

was rated as "Highly competent" with a weighted mean value of 4.43 and the ind ividual mean 

values shows 4.51 and 4.35 respecti vel y. As Pigford and Tonnsen (1 993) stated thi s may be due 

to their women's vast experi ence when they were at home in managing family with child bearing, 

giving care for elders and the like. According to the intervi ew conducted wi th WEO heads 

expressed the fact the women have been socia.Iized to attend to the need fo r others that involve 

caring, understanding, supportive and the like, and have always invo lved people in decision 

making, seeking support and approval from others. 

The above statistical data reveal s that the over all leadership/ Principalship competence of 

women's was rated s lightl y below average (3.33) from respondents wh ile women viewed thei r 

competence s lightl y above average (3.68), t-test was employed to see whether there was 

significant di fference in perception between the two respondent groups. The test revealed that 

there was indeed a signifi cant difference across both genders. The obtained values 26.44 , 16.03 

and 2 1, 45 fo r items 1,3 and 4 respective ly, were much higher than the c riti cal t- value (4.0 1). 
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The resul t is consistent with the existing literature, there is no one definite female or male 

leadership style ( Scein, 1993; Ndongko, 1999; Wellington and Catalyst,200 1; & Wir-th , 200 I) . 

4.2.3. Contlict Management and Communication Skills of Women Principals 

Research finding suggest that the confli ct resolution and communication are managemen t pillars 

of any organization. For any organization , achievement, success and better performance towards 

the desi red obj ect ives are the aggregate result of many acti vities. However the desired 

infonnation need to be communicated through the organized channel. Conflict is unavoidable 

and not necessari ly bad. We do not need to feel guilt just because we are invo lved in confli ct. 

Trouble is an avoidable. Confl ict will come. It come to the of schools orland organizations, to the 

best of leaders, to the best of school boards, and to the best of friendships, so managing thus 

conflict is what will be expected from the managerial personnel. In this regard, six indicators 

were presented to the respondents to be rated by the five point Likert scales below is the 

summary of the findings. 

Table 6. Respondents View on Contlict Management and Communication Skills of 

Women Principals 

Respondents response 

Mean va lues 

No. Indicators Men Female 
W eighted 

I-va lue Sig. 
SD f\1 SD, mea n 

1)=78 n~92 

I Ab il it y to communicate vision 3.99 1.083 4. 14 0.913 4.17 1.007 .000 

2 Read the informal network of 1.98 1.006 2.42 1.109 2.02 8.44 ' .019' 

the organization 

3 Abi li ty to read conflict in 2.18 0.893 2.35 0.740 2.26 5.78' . 127' 

advance . 
4 Ability to so lve confl ict 2.48 1.021 2.86 0.863 2.67 2.0 19 .609 

5 Clarify/instruct stafT on how to 2.87 1343 3.33 0.924 3.10 1. 823 .296 

apply rules and regulat ions 

6 Ability to minimize connicts 3.88 1.007 4.94 0.998 4.41 0.914 .153 

that occur with in the work 

environment I 
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N.B. Level of Agreement "0-00-2.50" = Poorly competent, "2.50-3.50" = Modcrately compctent, and 

"3.50-5.00" = Highly competent 

* lndieate there was a statistica l significant difference between the groups of respondent on the 

issue under di scussion at a = 0.05 and t- critical = 4.01. 

-SDM and SD, are standard deviation of the male and female respondents respective ly 

As depicted on Table 6, items 1 and 6, the ability of women to communicate vision and abi lity to 

minimize conflict were rated as "Highly competent" by both the respondents, with we ighted 

mean va lues of 4.17 and 4.40 respectively. The two respondent groups had an equi valent level of 

agreement rating it simi lar to the weighted mean. The individual mean values show 4.1 7 (4.94) 

for female and 3.99 (3.88) for male for the items respectively. 

Items 2 and 3, on the same table, the respondents asked to rate women's ability to read the 

infonnal network of the organization, and their ability to read conflict in advance. The we ighted 

mean values for both groups of respondents were 2.20, and 2.26 respectively, indicating a 

slightly below average with rating "poorly competent" level of agreement in women's 

competence in solving problems and reading informal network in the organi zation. However the 

individual mean values of men 1.98 (2.17) much lower than the mean va lues of the wo men 2.42 

(2.35) for items 3, and 5, respectively. In add ition, the interview conducted with WEO heads 

confinns that women are hesitant and void confrontation as much as possib le and leam towards 

co llaboration. They possess the ability to calm things down patiently handling situations through 

anal yzing and examining. 

As indicated in items 2 and 4,on Table 5, respondents were asked to point oul their view 

regarding women ability to so lve conflict and clarifylinstruct stuff on how to apply rul es and 

regulation. The weighted mean scores show 2.67 3.10 for items 2 and 4 respective ly ind icat ing a 

rating of " Moderate " level of agreement. By strictl y adhering to rule and regulations, 

communicating effectively to stuff and using participatory approach, women tend to minimize 

and manage/solve conflict as possible. However, men leaders were skepti cal of women 's ab ility 
"-
to solve confl icts amicabl y and timely. They believe that women are more opt to collaboration 

and hesitant 10 decide and Ihey are capable of so lving problems momentarily," pUlling a 
, 

temporary bondage on the infection" as oppose to seeking a pellllanenl so luti on for the 

treatment. They are more on preventi ve than seeking a so lution. From the abo ve findin gs, it is 
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poss ible to understand women's competence in solv ing conflict and c lari fylinst rll cl sta ff on how 

to apply rules and regulations were seen as "Moderately Competent" w ith respondents weighted 

mean values of 2.67 and 3. 10 respectively. 

The t-tes t was conducted to see if there were any signi ficant differences in opinion between the 

two sexes and items 2 and 4 the ability to read conflict in advance and ability to read informal 

net works/system of the organization revealed a significance difference, where by calcul ated 

values 5.78 and 8.44 respectively were greater than the critical t value(4.01). 

4.2.4. Decision Making Competence of Women Principals 

Indicators that could be relevant in the decision making ski ll s, were presented to the respondents. 

Accordingly Table 7, be depicts the summary of the results obtained in the findings. 

Table 7. Respondents View on Women's Principals Decision Making Competence 

Respondents response 
Mean values 

No. Indicators Men 
Femal Weighte 

t-value Sig. 
n=78 

SDM e SDF d mean 
N=92 

1 Articulate and consistent in 3.01 0.981 3.57 1.064 3.29 16.14' .016' 
decision making 

2 Make deci sion that consider 3.03 1.005 3.86 1.201 3.44 2.004 .052 
the situation 

3 View things from different 2.81 0.60 I 3.45 1.230 3.13 8.13* .940 
perspective in advance of 
decision 

4 Take measures under the 2.01 1.304 2.7 1 0.716 2.36 1115 ' .010' 
influence of social norms 

5 Allow subordinate in 3.01 1.000 4.21 0.861 3.62 1.57 .008 
decision making 

6 Making decisions that are 4.70 0.941 4.61 1.041 4.65 0.971 .015 
effected by nepoti sm 

7 Lack confidence in decis ion 1.89 0.563 2.39 1.71 3 2.25 1.682 .041 
making 
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N.B. Level of Agreement "0.001·2.50" Poorly competent, "2.50-3.50" = Mocierately competent and 

"3.50-5.00" = Highly competent 

• Indicate there was a statistica l significant difference between the groups of responcient on the 

issue under discussion at a = 0.05 and t- critical = 4.01. 

-SOM and SOF are standard deviation of the male and female respondents respectively 

item I, shows the respondents view regarding women 's ability to be ab le to articulate and 

consistent in decision making. This indicator ranked 4, with a weighted mean value 3.29 rating 

the ski 11 as "Moderately competent" Despite the fact that both genders rated the indicator as 

moderate, the female individual mean value 3.57 showed a rating of "Highl y competent" as 

compared to the male mean value 3.01. As can be seen on Table 7, the respondents perception on 

women's leaders making decisions that consider situations on item 2, and their abi li ty to view 

things from different perspective in advance of decision on item 3, were ranked 3'd , and 4th , 

with weighted mean values of 3.44 and 3.\3 respectively. The individual mean values 3.03 

(2.8\) for males and 3.86 (3.45) for females . These show the two indicators rated as "Moderately 

competent. " Accordingly, both respondent groups moderately agree on their competence with 

respect to the two indicators under discussion . With regards to item 4, on Table 7, take measures 

because of social norms ranked sixth, with a weighted mean value 2.36, and rating it as "poorly 

competent". The individual mean values for female 2.71 but for male 2.01. From thi s one can be 

concluded females are influenced by the social norm as compared to their male coun ter pal1. 

As indicated in items 5, and 6, on the same table, the respondents were asked to rate thei r views 

on women's abi lity to allow subordinates to participate in decision making and making decisions 

that are not in effected by nepotism. Accordingly, both respondents ranked second and first the 

issues with weighted mean values of 3.62 and 4.65 rating their competence as high. Both sexes 

share the same view/ perception on the issues under discussion. Also they were rating the issues 

with individual mean values of4.21 (3.03) for itemS and 4.51 (4 .70) for item 6, respecti ve ly. As 

confirmed by empirical studies, Mbua(2003) remarked that democratic leadership style and 

decision making were the most popular and successful type in the schoo l sett ing. 

The last ranked item, on the same table, regarding the perception of women's abil it y in making 

decisions for they lack self confidence had a weighted mean value of 2.25 shou ld a rating of 

slightl y "poor competence" on the issue rai sed. Indi vidual mean value of 2.39 and 1. 89 
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respectively [or female and male respondents. In general both group of respondents agreed that 

women do exhib it poor self confidence. In thi s regard literatures con finned that women tend to 

turn down opportunities, uses they are absolutely sure of the outcome Ndongko (1999) . 

According to the interview conducted with WEO heads expressed women have been sociali zed 

to attend need for other that involve caring, understanding, suppOliive and the like and have 

always invo lved people in decision making, seeking support, and approval from others. 

The above statistical data reveals that the over all decision making competence of women leaders 

viewed their competence slightly above average, t- test was employed to see whether there was a 

statistical significance difference in perception between the two respondent groups, the test 

revealed that there was indeed as significant difference across both genders. The obtained va lues 

16.1 ,8 .03, and 11.15 for items 1,3 and 4 respectively were much higher than the critical t value 

(4.01). 
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4.3 . Selection and Placement Criteria for Primary Schools Principalship Post 

Schoo l princ ipals thi s day playa very im portant rol e in the day to day admi nistration activity o f 

the school , since the highest echelon with in the school system is Principalship , where hi s/her 

ro le is regarded as a profess ional educati onal leader, the researcher thought of its utmost 

importance in finding on the current practi ce of the selection criteria . 

Questi onnai re was des igned and presented to the three respondent gro ups to fi nd ou t the 

se lecti on cri teri a used for placement of school principals. Seven possib le variab les are 

considered in the study and respondents were asked to rate their considerat ion level by fi ve point 

Likert scales. 

Table 8. Respondents View on the Criteria used for Placing/ Selecting Principal 

Respondents response 
School Mean values 

No. principals WED Wei g ht ed 
F- r atio 

selected by ... Experts SDw Principals 
SDp 

Teachers 
SDt Mea n 

n=35 
n=12 n= l23 

t Professional 
4.42 1.02 3.77 0.643 3 .02 1.047 335 1720' 

qua li fication 

2 Work 
3 .41 l.l47 3.39 0.970 2.4t 1.602 3 .4 1 2. t44 

Experience 

3 Perfonna nce 
appraisa l 3.8 1 0.9tO 3.77 1. 200 3.54 1. 23 3. 69 0 .942 
results 

4 Relevant 
professional 2.4 t 0.86 1 2.24 0 .7 10 2. 13 0 .96 1 2.28 0.655 
tra ining 

5 Gender 
2.06 1.002 LSI 1. 000 2.26 6.875 1.84 1. 571 

preference 
6 Oral and/or 

3.22 1.072 3.02 0.964 2.56 1.004 2.94 1.002 
written tes t 

7 Poli tica l 
background 2.29 1.34 1 2.39 0.863 3. lt 1.432 2.72 23.4 1 >I< 

principa ls 

N.B. Level of Agreement "0.00-2.50 = Low consideration, "2.50-3 .50" = Moderate consideration 
and "3.50-5.00" = High consideration . 

Sign 

.010* 

.083 

.094 

.025 

.384 

.035 

.00 1* 

* Indicate there was a stati stica l signi ficant difference between the groups of respondent on the 
Issue under diSCUSSIOn at a = 0.05 and F- cri ti cal = 3.00. 
-SDw, SDp and SDT are standard deviation orthe WEO experts, principa ls, and teachers 
respective ly. 
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As can be seen in item I, on Table 8, the perception of the respondents with regard to 

profess ional qualification level. The weighted mean score was 3.35 rating possession of 

professional qualification as "Moderate consideration". However, the individual mean scores of 

4.42 and 3.77 for WEO experts and schools principals respectively rated as "High 

consideration", whilst teachers individual mean score 3.02 had rating the issue as "Moderate 

Consideration". 

A one-way ANOYA test was employed, it revealed that there was a significant difference 

between the groups, showing an obtained F value of 17.20, it was far greater than the F crit ical = 

3.00. 

Regarding item 2, on Table 8, work experience as one of the criteria used in the se lection, 

revealed a weighted mean score of 3.41, rating as Moderate consideration. The finding ind icates 

that the individual mean scores for the three respondent groups were 3.41, 3.39 and 2.42 

respectively. WEO experts and principals rated the issue as moderate consideration where as 

teacher's belief it had low consideration. Teachers low perception as compared to the other two 

groups of respondent could be the fact that they felt it did not favor candidates that have 

leadership experience and served as department heads, unit leaders and head teachers. On the 

contrary, however, the information secured that work experience in the educational sector was 

highly considered as placement criteria. Wirth (200 I) further argues that on the job training, 

qualification and skill as an essential prerequisite for women to obtain more highl y skilled and 

better paying jobs. 

, On Table 8, item 3, respondents were requested to rate the level of consideration of performance 

appraisal as a placement orland selection criteria for school leaders rated it as "High 

consideration" across all the respondents groups, their weighted mean score of 3.69. The 

individual mean scores were 3.81, 3.77, and 3.54 respectively. A one-way ANOYA was 

employed to test, if there was a significant difference, the test showed no statistical s ignificant 

difference amongst the three groups of respondent. According to the interview conducted wi th 

WEO heads, candidates past record and performance appraisals were add itional inputs with the 

required criteria under use as a selection tool. 
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Items 4 and 5, on the same table also depicted the respondents view regard ing relevant 

profess ional training and gender preference as a criteria to be considered for the se lection or 

placement to the post. The result showed weighted mean values of2.28 and 1.84 respectively for 

the two items, rating the views of the respondents as "Low consideration". Aga in , a one-way 

ANOYA was conducted , and the result obtained showed no stati stically significant difference 

among the opinions of all three groups ofrespondent. 

As shown in Table 8, item 6, portray respondents view regarding oral orland written lest, used as 

a selection criteria for placement of school principals had weighted mean value o f 2.94, rate as 

"Moderate consideration". The finding indicates that the individual mean scores for all three 

echelon were 3.22,3.02 and 2.56 for WEO experts, principals and teachers respectively. 

The last item on the same table, all respondent groups were asked to point out their vIew 

regarding political affiliation as being one of the selection criteria used for the placement of 

school principals. The weighted Score 2.72 indicating a rate of "Moderate Considerat ion". The 

response of WEO experts and principals for this item expressed with individual mean scores of 

2.29 and 2.40 respectively indicating a low level of consideration. While the teachers score 

slightly higher than the average 3.10, rating it as Moderate level of consideration. A ·one way 

ANOY A was computed to see if whether there was a significance difference of opi ni on between 

the three respondent groups existed. The test revealed a statistical signifi cance difference 

between the three groups of respondent showing an calculated F value of 23.41 far greater than 

the critical F value (3.00). This difference of perception lies between WEO experts and teachers, 

as well as between principals and teachers even though their difference was insigni [icanl. 

The above find ings indicate that teachers strongly fee l that one of the most widely used se lection 

criteria for placing school principals were through political affiliation with out the teachers being 

involved and consulted. It is also interesting to note that a number of female respondents 

comment on the current method official appointee rather than teachers invo lvement n choosing 

candidates for school Principalship. To the contrary WEO experts and school principals disagree 

of that notion and claim that even though political officials were once appointed in the earlier 

years, currently a document states the minimum requirement for candidates. 
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The point mentioned by WEO experts and school principals was further strengthened by 

interview held with head of WEO, according to their response prior to 2007, most pos itio ns held 

were po litical appointees but hence forth , the document stating that all school princ ipals were 

abide by the new set of selection cri teri a. 

The document obtained from WEO regarding the selection criteria for schoo l principals revea led 

that, even though professional qualification and work experience, perfonnance appraisal were 

mandatory, little was noted to encourage women applicants. This indi cate that, candidates who 

possess the stated criteria were selected regardless of their sex, quota system or reasonable 

affirmative action for women. From the above findings, one can infer that the most frequently 

used selection criteria for the placement of school principals was work experience which ranked 

first whilst gender preference was least considered criteria. Even though the selection criteri a all 

fall into "Moderate consideration" per the interview conducted with WEO heads, emphasized 

that there is consistency with what was required in order to be selected and decisions were left to 

the selectors discretion, without any political intervention. 

Furthennore, the interview confinned that the current trend of selection is WEO in foll11s the 

vacancy and invites interested candidate to apply for the post regardless of the interven tion o f 

any body on the basis of the document used for selecting and placing school principles. This 

document was designed by SNNPR educational bureau. In confimling this idea Frasher (2005) 

stated that, the responsibility for selection is determined in most countries by educational board 

and/o r mini stry of education ,which in tUIl1 is conditioned by the nature of school organ izat ion. 

4.4. Societal Factors Affecting the Participation of Women in 

Principalship 

4.4.1. Attitude of the Society towards Women 

The prevailing assumption in society and in school communities about women and their skill s 

associated with other accessory stereotypical impacts have been evidenced as det rimental to 

women's absence in school principalship roles. Thus to thi s end , in thi s section of the paper, an 

attempt will be made to investi gate whether soc ietal barriers such as assumptions, myths and 
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prejudice ex ist and affect thei r level of participati on in schoo l pri nc ipal ro les.Table Y, presents 

the major soc ietal factors beli eved to have affected wo men's partic ipation in educati onal 

leadership (school principalship) and summary of the findings were di scussed here under. 

Table 9. Respondents View on Issues related to Women's School Pril1cipalship and 

the Society 

Respondents response 

Mean values Weighlc 

No Indicators Male SDM Female SO, d t- valli e 

n= 78 n=92 Mean 

I Girls and Boys are socialized 2.58 1.0 14 2.79 1.441 2.68 1.00 1 

diffe rently in the socicry to assume 

diffe rent roles and expectation 

2 Women were encouraged/supported 3.39 1.0000 2.60 1. 121 3.50 1. 77 

by their family 

3 Misconception of society that 3.43 0.845 3.87 1.327 3.57 9.55" 

women's role in the society 

4 People th ink women do not have 3.4 1 1.042 3.86 0.987 3.63 21.33 • 

abi li ty, ski ll , and competence 

5 The in fl uence ofpatriarchai 3. 79 1.46 1 4.26 0.913 4.02 15.7 1 

ideology 

N.B . Level of Agreement "0.00-2.50" = Minor cause, "2.50-3.50"= Moderate cause, and "3.50 - 5.00" = Major cause 

Sig. 

.01 2 

.31 3 

.00 1* 

.345* 

.376 

* Indi cate there was a stati stical significant difference between the groups of respondent on the issue under discllssi on at 

a ::o 0.05 and t- cr iti cal ::o 4.01. 

-S DI\1 and SDF are standard deviation of the male and fe male respondents respectively 

Regarding the first item on Table 9, which asked respondents to rate their view as to whether 

girls and boys are socialized differently in the society and to assume different roles and 

expectation had weighted mean score was 2.68, with a rating of "Moderate cause". Both sexes 

with individual mean score of 2.58 and 2.73 respectivel y agree that women's in the society to 

assume different rol es and expectation based on their sexes . 

The ways male and female children are treated and brought up in the fa mily constel la tion, and 

the labels they receive from the society, only because they are males and females color their 

conceptions and perceptions of themselves. If we taken the case of our culture, Ihey are many 
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sayings (or proverbs) that reflect the inability of females to play leadership rol es o r to exercise 

deci s ion making situations. 

Item 2, on the same table held the 3'd rank with a weighted mean score ofJ .SO. Both respondents 

agreed that the fact women were encouraged or supported by their famil y to pursue their 

education was seen as being a "Major cause". Males individual mean score 3.40 was seen lower 

than the fema le 3.60. Despite the differences of the mean score, no statistical di fference of 

opinion between the two genders, based on a comparison of the means in t- test. 

Item 3, on Table 9, the misconception of society that, women's role in society was regarded as 

the 5th "Major cause" with a weighted mean score of 3.57. When observed separately, indi vidual 

mean scores form means and females on this issue were 3.43 and 3.87 respectively, which 

revealed a statistical significance difference of opinion when conducting the t- test shows t 

calcu lated (9.55) greater than t critical (4 . .01). Females were found to have a relatively stronger 

agreement than males, stating it as a "Major cause". This ideological thinking reflects the old 

tradition/stereotypical attitude of society, keeping women in the private domain. 

According to the information secured from interview, WEO leaders emphasized that in a male 

dominated society, there is sti ll the notion that male belong in the public sphere whilst women 

should stay in the private sphere. In reality, even though women's participation in the workforce 

has steadily increased, men still occupy in far greater proportions work categories hi stori call y 

c lassified as male's work. 

Another misconception as stated in item 4 of the same table was the facts that people think 

women do not have the abi lity, skill , and competence to be a leader. This issue was rated as the 

fourth "Major cause", thus hindering women's participation in school principalship . Weighted 

mean score of 3.63 understood the fact that it was indeed a major factor, t test revealed that there 

was a statistical significance difference of opinion between the two genders. The calculated t 

value (21.33) was much greater than the t critical (4.01). Female individual mean score of3.86 as 

compared to the male score of 3.41 strong ly suggests that fema les fee l thi s issue to be a major 

barri er to women's advancement. 
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As indicated on Table 9, in item 5, respondents were asked to make their view as to whether the 

influence of patriarchal ideo logy affects women's partic ipation in primary school princ ipalship. 

This factors ranked first with a weighted mean score of 4.02 rating it as a "Major cause". Both 

respondents individual mean scores were 3.79 and 4.26 respective ly re fl ecting the same rating as 

the weighted mean. Although thi s is true and accepted by mean values, t test also confirmed 

females strongly feel that the influence of patriarchal ideo logy indirect ly affects them from 

seeking senior positions because male are always behind scene t ca lculated (15.71) grea ter than t 

critical (4 .0 I ). Shakashaft (1989) stated a male world view that elevates masculine pursuits to an 

idea l, enforcing male supremacy and undemlining female' s experi ence, ski ll , know ledge and 

value as inferior. 

4.4.2. Women's Self Image and their Participation in Principalship 

Women self image is believed to prevent them from getting appointed to leadershi p position in 

education system and others sectors. In addition, the women themselves exhibit forms of 

behavior that further strengthens their di sadvantages some major ones were included in this 

study and the summary of the data on a table 10 will be presented here. 
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Table 10. Respondents View on Women's Self Image and School Principalship 

Respondents response 
Mean values 

No. Indicators Male Fema le 
Weighted 

I-valu e Sig. 
SD., SD,.· mean 

n=78 11=92 

I Women's still recogn ize/ 3.34 1.146 2.56 1003 2.95 11 .03* .101 * 
acknowledge the world as 
masculine 

2 Women 's perceive 3.50 lAO I 3.89 1.003 3.63 6.93 * .0 11 ' 
themselves as less skillful 

3 Women having less 3.05 1.347 2.91 1.63 1 3.01 231 7 .131 
aspiration to become school 
principals 

4 Women forgo investing in 3.12 0.931 3A5 1.020 3.23 5.04* .212* 
education inferior of not 
getting their desired career 
choice 

5 Women exhibiting risk 3.64 3.16 3.93 I. II I 3.84 4.56* .067* 
taking .. . 

6 Women's fear of awareness 4.oi 1.123 3.77 lAO 3.66 0.98 .143 
of the organizational 

7 Women 's fear of success 3.16 OA5 3AO 1.214 3.28 6.17 .00 1 
in achievement 

8 Women's fear of ba lancing 432 IAI 7 4.5 1 1.076 4.38 2.16 AI 3 
professional work and 
family responsibility 

9 Women 's attitude toward 3AI 1.341 3.89 1.706 3.56 12.22 ' . 101 * 
encountering jealously, 
completion and lack of 
support .. . 

10 Lack of mentors and role 3.52 0.914 3.78 1.016 3.60 2.08 .002 
models ... 

N.B. Level of agreement "0.00-2.50" Minor cause, "2.50-3.50" = Moderate cause and "3.50-5.00" = Major cause 
* Indicate there was a statistica l significant difference between the groups of respondent on the issue under 
discussion at a = 0.05 and t- cri tical = 4.0 1. 
-SDM and SD, are standard deviation of tbe male and female respondents respectively. 

Item 1, on Table 10 still acknowledge the world as masculine ranked IO'h with a weighted mean 

score of 2.95 , rating it as a "Moderate cause" for limi ting women's partic ipat ion in school 

principal ship positions . This refl ects that both groups of respondent had a moderate leve l of 

accep tance on the issue. In other words both genders agreed that women's acknowledgment that 

management as an occupation w hich requires masculine traits could have a moderate effect on 

their minimal numbers in leadership roles. Females indi vidual mean sco re (2.56) showed slightly 
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fee l that viewing thi s world as a masculine is more outdated and traditiona l trend of attilude 

could be due to the fact that women are seen more in the workforce playing a more dominate role 

in the public sphere due to legislative laws and actions as composed to decades ago. However, 

the gap between the degrees of acceptance between the two groups of respondent seen as 

statistically significance difference in perception t calculated (11.03) greater than t critical (4 .0 1). 

Item 2 in the same table, Women perceive themselves as less ski llfi.Ii in principalship" ranked 

third with a weighted mean score of 3.63. Respondents rated the issue as a "Major cause" that 

inhibited women's participation in senior posts. The fema le individual mean score (3.89) was 

much higher than that of the male score (3.50). This finding point out that women's low self 

esteem and lack of confidence has always put them in the position to underestimate thei r 

strengths which could be due to early socialization. The calculated t value (6.93) was grater than 

the critical t value (4.01), which strongly indicates three was a statistically significan t difference 

between the two respondent groups in perception. 

Women having less aspiration to become school principals (item 3), were rated as a "Moderate 

cause" with a weighted mean score of 3.0l. The individual mean scores (3.05) for male and 

(2.91) for female agree that women have no ambition to be come leaders. Men argue that, 

women actually do shy away from added responsibility either due to over burden of famil y 

ob ligations, lack of self confidence or simply lack of interest in acquiring leadership posi tions. 

The t test did point out the statistically significance differences between the two groups of 

respondents. Male respondents state that this could be one of the factors that explain women's 

under representation in leadership. 

As indicated in item 4, Table 10, respondents view on whether "Women forgo to invest in 

education in fear of not getting their desired career choice" was rated as "Moderate cause" with a 

weighted mean score of 3.23. This factor ranked eight with individual means score o f 3. 12 and 

3.45 respectively, reflecting a "Moderate cause" as well. However their leve l of agreement was 

not one and the same, t test confimled that this was a significant difference in perception 

between the two groups of respondents t calculated (5.04) greater than t cri ti cal 14.01 ). 

The second highest weighted mean score was 3.84 where respondents rated the inabi lity of 

women exhibiting ri sk tak ing as a "Major cause" for the under representative ness in school 
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principalship The respondents indiv idual mean scores 3.93 for females and 3.64 fo r males 

reflected the same rating as a "Major cause". However, male were found to have a stronger 

agreement that fear of talking risks was detrimental to get into the principalship posi ti ons since it 

is one of the essential qualities leader should posses. The t test fu rther attes t that there was indeed 

a stati sti ca l significant difference between the respondents whether the calculated t value (4.56) 

was higher than the critical t va lue (4.0 1). Ndongko (1 999) did confirm thi s notion that women 

do indeed tend to exhibit poor risk taking skill s. 

Item 6, on the same tab le ranked t h, with a weighted mean score of 3.28. This re flects that 

respondents rated it as a "Moderate cause". In other words both groups of respondent in the stud y 

confirmed that women's lack of awareness and knowledge of the organizational culture and 

policies can affect their chance in climbing the managerial ladder. The male individua l mean 

score (3.40) strongly suggests that claim as compared to the female mean score (3.1 6). The t test 

revealed a stati stical significant difference between the two respondent [t calculated (6.17) 

greater than t critical (4.01)]. Furthermore, the interview secured from WEO heads was 

confirmed that in order to climb the organizational ladder, one must become aware and be 

knowledgeable about the entire organization and how it works as well as explore the informal 

network of communication so as to get crucial information, which were dare to women leaders. 

Item 7 that ranked 3rd was the fact that women fear success in achievement wou ld lead to 

negative attitude from co lleagues had a weighted mean value (3.66). Even though both groups of 

respondent rated it as a "Major cause" as one of the factors that could prevent women from 

reaching the top. On this item, there was no statistical significance di fference between the 

response of the males and females respondents [t calculated (0.98) less than t criti ca l (4.01)]. 

The two groups of respondents uniformly disclosed that women that fear of generating negative 

attitude from peers for attaining success in the women place was not seen as a major problem. 

As shown on Table 10, item 8; portray respondent view regarding women's avo idance 111 

leadership positions due to fear of balancing professional work and fami ly li fe . Th is item had the 

weighted mean score of 4.38. Therefore, thi s indicates that both groups of respondents rated the 

case as a "Major cause" in affecting women's participation in school principalship. The 

individual mean scores were observed (4.32) and (4.50) respecti vely. The t test resu lts revealed 
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there was no stati sti call y signifi cant difference between the two groups of respondent In their 

percep tion, where the ca lculated t value (2.16) was lower than t critica l (4.0 I) . 

This finding explains that both respondents agreed unanimously that one of the major factors that 

possibly prevented women participati ng in senior posts was the fear of balancing the professional 

and the family role. Studi es indicate that it is easier for men to have/to carryo utl the du al rol e, 

whil st women constantly feel a pressure to perform well at work and a pers istent feel ing of guilt 

in coping with the expectations of the famil y( Parkih ,2009). 

As can be seen from Table 10, item 9 with respect to women's attitude towards encountering 

jealously, competition and lack of support from their subordinates was ranked 6th with a 

weighted mean score of 3.56, was rated as a "Major cause" however, the agreement levels of the 

two groups of respondent was not uniform. In looking at the male individual mean score (3.41), 

the rating indicated "Moderate cause" where as the female individual mean score (3.89) showed 

a rating of a "Major cause" in preventing women from reaching th e top ladder of the 

organizational hierarchy. 

Females feel the horizontal violence that they encounter in the work place from their fe llow 

co lleagues can be detrimental for advancement. To see if there was a difference of perception 

between the two groups of respondent t test employed, the ca lculated t value (12.22) was much 

greater than the critical t value (4.0 I) , showing a statistical significance difference was seen on 

their perception . The phenomena described by Funk (cited in Takele ,2007) confi rmed the 

findin gs that women who achieve success, and rise quickly through the ranks often not supported 

and even sabotaged by other women who work with them. 

Item 10, on Table 10, represents respondents view regarding lack of mentors or role models can 

affect women's involvement in leadership. This issue had the fifth highest weighted mean score 

of 3.60 portraying it to be one of the "Major cause" that prevent women's entry into management 

positions, when the individual mean scores were obtained 3.78 and 3.52 respecti ve ly for female 

and male, show respondents rated the issue at hand as a "Majo r cause" too. Generally spcaking, 

the two groups of respondent confi llned that lack of ro le models or mentors is one of the biggest 

barriers to women's advancement. Wi llington and Catalyst (2001) emphasized the impOrlance of 

a mentor to women's success and not having one was seen as a major barriers to women's ca reer 
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advancement. The t test was employed to check if there was stati stically signi ficant dl tlerence 

between the two groups of respondent. The result revea led there was no stati sti ca l significant 

difference between the respondents, where the calculated value (2.08) was lower than the critica l 

va lue (4.01) . 
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4.5. Institutional Factors Affecting Women's Participation on School 
Principals hip 

This part of the analysis will attempt to investigate the poss ible institutional factors that are 

be li eved to act as barri ers to women's advancement. The major factors were li sted , presented and 

rated by the respondents. The summary of the findings depicted below on Table I I. 

Table 11. Respondents View on Institutions and Women's School Principa lshi p. 

Respondents response 
Mean Score Weigh ted 

No. Indicators Male Female t-value Sig. 
SDM SDF mean 

n~78 n=92 

I Encourage women to form their 2.57 1.124 2.62 1.064 2.59 0.727 .001 
own net work ... 

2 Institutional effort to make 2.87 1.246 3.26 1.019 3.07 1.31 .009 
women active participant. .. 

3 Have transparent promoting 3.22 0.941 2.99 0.737 3. II 0.831 .384 
policies and practices 

4 Occupational sex segregation in 3. 19 1.050 3.87 1.097 3.53 5.22' .025' 
the school 

5 Provision of flexible working 2.77 1.251 3.24 0.967 3.0 1 2.013 .035 
time 

6 Commitment of women's for 2.92 0.963 2.33 0.86 1 2.73 9.20* .0 to' 
their occupation 

7 Possession of masculine 2.29 1.068 2.01 1.007 2. 15 7.14' .672' 

characteristic needed by school s 

8 Readiness to take ri sks 3.63 1.14 1 3.45 0.981 3.54 1.83 .092 

9 Family responsibility and 3.79 1.247 3.44 1.47 3.62 0.76 .09 1 
obligation .. . 

N.B. Leve l of agreement "0.00-2.50" = Minor cause, "2.50-3.50" = Moderate cause and "3.50-5.00" 

=Major cause 

* Indicate there was a statistical significant difference between the groups o f respondent on the 

issue under discussion at ex = 0.05 and t critical = 4.01. 

-SDM and SDF are standard deviation of the male and female respondents respectively 

item I, 011 Table 11 , presents respondents view regarding organization 's support for women to 

form their own network with in the work place. It was ranked seventh with a weighted mean 

score of2.59, rat ing it as a "Moderate cause" in limiting women's upward mobilit y. Both groups 
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of respondents had similar ratings with individual mean scores of 2.57 and 2.62 respec ti ve ly. The 

t test further confirmed there was no statisticall y significance difference in the perception of the 

two groups 0 f respondent on the issue under consideration. 

Items 2 and 3 ranked 5th and 4th with weighted mean scores of 3.07 and 3.21 respecti vely. The 

former item: the institution's effort to make females active participant in school principalship and 

schools have transparent policies and practices rated as "Moderate cause". Similarly the 

individual mean scores 2.87/3.22 for males and 3.26/3.11 for females rating the issues as a 

"Moderate cause". The t test revealed that there was no statistically signi ficance d ifference in 

opinions between the two respondents groups. 

As can be seen on Table 11 , item 4, respondents rated the occupational segregation in the 

workplace as "Major cause" possibly preventing women from entering the men dominated fi eld. 

The weighted mean value of 3.53, the individual mean scores of 3.87 and 3. 19 respect ively for 

female and males, rated the issue under discussion as a "Major consideration". The comparison 

of the two means, in t test the calculated value (5.22) greater than t criti cal (4.01) showed that 

there was a significant difference in the level of agreement between the two groups. Females 

strongly argue that the gender d i fferences in occupations 'are very much apparent in the 

educational job market, where men occupy the more prestigious responsible and better paying 

jobs as compared to their female counter pal1s. 

As pointed out on Table II , item 5, the respondents agreed that the stated problems were "Minor 

cause" with a weighted mean of 3.01. The issue of providing flexibl e hours for a child care 

facilities to women held the individual mean scores of 3.24 and 2.77 respectively for male and 

female revealed similar rating of "Moderate cause". The t test employed showed that there was 

no statistically significant difference between the two groups. 

As indicated on Table II , item 6, the majority of the respondents agreed that the stated 

organizational myths was a "moderate cause" with a weighted mean score of 2.73 affecting 

women's parti cipation in school principalship. The indi vidual mean score showed a di fFe rence on 

opin ion, females mean score 2.33 rating it, as a "Minor cause" was much lower as compared to 

the males of 2.92 rated as "Moderate cause". Males strongly agree that women's entry to 

management was affected because schools felt that they were less committed to their work as 
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compared to men. To support thi s level of agreement of the respondents t test was computed and 

significant difference was found to ex ist. The calcul ated t value (9.20) was shown to be higher 

than the criti cal t value (4.0 I ). Likewise, acceptance level of males in the stated factor was 

higher than the females. Regarding item 7, on Table 11 , where organizat ions be li eved women as 

not possess ing the masculine characteristics required by organizations/schools rated as a "Mi nor 

cause" with a weighted mean value of 2.15. The agreement levels o f the two respondents were 

found to be uniform female and male had indi vidual mean scores 2.0 1 and 2.29 respect ively, 

indicated a rating as "Minor causes". The t test results revealed that these was indeed stati stical 

significant di ffe rence in perception between the two groups of respondents t calcu lated (7.14) 

greater than t critical (4.01). Females admitted that the organizational myths did indeed prevent 

women's participation in school principalship. 

The second highest weighted mean score was 3.54,it was for item 8, where 

organization's/school's believed that women are afraid to take ri sks when placed in school 

principalship position. Even though it was rated as a "Major cause", the males had slightly higher 

individual mean score (3 .69), indicating it as a "Major cause" whilst the female score showed a 

mean (3.45) rating it as a "Moderate cause". Although the agreement level of groups of 

respondent was different, but t test revealed that there was no stati stical significant difference 

between the two groups of respondent, t calculated (\.83) greater than t critical (4.01). In other 

word, the organizational myths that women do not take risks can great ly affect their pal1icipation 

rate. 

One of the organizational/school myths that can affec t women from entering or climbing the 

managerial ladder is the belief that women leaders' job performance is greatly affected by their 

family responsibilities and obligation which is refl ected on item 9, on Table I I. It had the highest 

weighted mean score of 3.62, indicating the issue to be a "Major cause" that cou ld possibly 

prevent women's entry into higher positions in the organization . The ind ividual mean scores 

were 3.44 for female and 3.79 for male; also refl ect that concept or the same phenomenon . The t 

test furth er confimled that there was no significance difference of percept ion between the two 

groups respondent t calculated (0.76) less than t critical (4.01). Both male and female 

respondents admitted that the above myth greatly affected women's entry into the world of 

principalship or leadership arena. 
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4.6. Policy Issues Affecting Women's Participation in Primary School 

Principalship 

In this section, an attempt was made to assess the perception of respondents on th e effect that th e 

po li cy intervention has brought on women partic ipation in schoo l principa lship . 

T able 12. Respondents V iew on Policy Issu es rela ted to W omen 's Principalship 

Respondents response 
Mean values Sig. 

No. Indicators WEO Weight ed 

I 

2 

3 

4 

5 

6 

SDw 
Principa l SDp 

Teachers 
SDT 

M ea n F- ratio 
Experts 11=12 11=123 

n=35 
Policies and 4.22 1.01 4. 17 1. 100 3.95 1.214 4.11 1.104 .057 
programs 4 
designed 
encourage women 

Support, and 4.18 0.99 3.97 1.035 3.24 1.003 4.06 0.971 .002 
willingness of 3 
stakeholders 
Moni toring and 2.06 1.43 1.99 l.l 99 1.87 0.97 1.92 1.68 .107 
evaluation of the 1 

Clarity and 3.29 1.02 3.20 1.237 2.99 1.041 3.1 6 1.22 .092 
transparency of 0 
the policy for 
easy 
implementation 
Policies of 2. 18 0.84 2.46 1.3 13 2.35 1.152 4.36 2.14 .212 
government 7 
benefits women's 

Communication 4.79 1.00 4.38 1.34 3.55 0.97 2.33 4.13 * .00 I 
and coordination 5 
of the 
stakeholders 
during the 
implementation 

N. B. Level of agreement : "0.00-2.50" = poorly agree "2.50-3.50" = moderately agree and "3.50-5 .00"= 
highly agree 
* Indicate there was a statistical significan t difference between the groups of respondent .on the 
issue under discussion at a = 0.05 and F critical = 3.00 . 
-SDM. SDI' and SDT are standard deviation of the WEO Experts , principals and teache rs respective ly 
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The govemment policies and programs set out encourage women's to get involved in a 

leadership or school principalship roles, as seen on Table 12, ranked I Sl highest wi th a weighted 

mean value of 4.15 rating it as a "High ly agree". The individual mean value of all groups of 

respondents were 4.22, 4.17 and 4.06 respectively reflected the same rating, therefo re, the 

findings portrayed that the cutTent po li cy did in fact encourage women to participate in school 

principalsh ip in Gedeo zone. As presented, item 2, on Table 12, the support, commitment and 

willingness of the stakeho lders showed a rating of "Highly agree" with a weighted mean score of 

4 .06. The individual mean values of all groups of respondents were 4.18 , 3.97 and 3.84, 

respecti ve ly. The three respondent groups agreed unanimous that stakeholders were given 

support and encouragement for women's being a school principal. The one-way ANOV A test 

further confilTlled the uniform agreement of the respondent groups where by shows no 

statistically significant difference in their opinion. 

Item 3, on Table 12, ranked 4th with weighted mean value of 1.92. The individual mean values of 

the respondent groups 2.06, 1.98 and 1.87 respectively for WEO experts, principals and teachers, 

clearly point out "Poorly agree". Where by monitoring and evaluation stakeholder during phase 

of implementation should be observed in one way ANOVA test showed no significant difference 

in opinion between the three respondent groups. From the result obtained, it is clearl y understood 

that monitoring and evaluation of the policy greatly influenced by lack of proper imp lementation 

which in tum affected women's participation in primary school leadership Gedeo zone. 

As can be seen on Table 12, item4, ranked foulth with a weighted mean value of 3. 16, which 

level a subject at hand as a "Moderately agree". Respondents were asked to rate their views as to 

whether the policy that was designed for women was clear and transparent for implementation . 

All group respondents with individual mean values of 3.29, 3.20 and 2.99 respectively had the 

same rating as "Moderately agree". Level of agreement across the groups was uniform where 

they strongly agreed that due to lack of clarity and transparency of the policy as expected or 

accordingly brings weakness during implementation phase. Further confinn thei r unanimous 

agreement in one-way ANOVA, was employed. The test indeed revealed across al l groups 

respondent F calculated (1.22) less than F critical (3.00). To conclude this issue if not cOITected 

or maintained could be seen as one major factor that might hinder women from reach ing the 

principal position at pri mary school level. 
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As can be seen on Table 12, item 5, respondents were asked to indicate their views on whcther 

the contributions of the current policy of women benefited the Ethiopian women . Accordingly, a 

weighted mean va lue of 4.36 ranked the issue first which indicated a "Highl y agree" level of 

contribution. However the mean values of the three groups of respondent were ind icated the 

contribution of po licy to be "Highly agree" . Where as stati stical significant d ifference was 

observed between the responses of the WEO experts, principals and teachers F ca lculated(4 .36) 

greater than F cri tical (3 .00). This clearly indicated that WEO gave responses in favor to the 

contribu tion of the policy, whilst the teachers claim when forwarding their comments, that the 

policy has to a relati ve degree, benefited women comparatively for the policy was des igned and 

implemented. However, they stated that only a few women have benefited from the policy. 

The last item, ranked fifth with a weighted mean value of2.33. The judgment of the three groups 

of respondent was uniform where by they indicated that the policy was not communicated or 

coordinated well enough to implement as planned/expected. Their uniform agreement was 

further confirmed by a one-way ANOV A test, which showed no statistical significant difference 

between the respondent groups [F calculated (2.14) less than F critical (3.00)], these findings 

indicated that lack of communication and/or coordination of the stakeholders during the 

implementation of the policy hinders women's participation in primary school principalship . 

Respondents were asked to rate the expected reasons for the problem of under representation of 

women's in primary school principal ship . Based on the response given by WEO ex perts, 

principals and teachers the reason for exclusion of women for school principal ship post was 

ranked as follows; self image of women's for them selves, attitude of the society towards women 

leaders, low level educational background of women, system in WEO during selection of 

principals, unfavorable school structure and sanguinity of government policy for promoting 

women are causes ranked in descending order. The response to thi s item was simil ar to the main 

findings of thi s research paper, which had been already stated. 
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CHAPTER FIVE 

SUMMARY, CONCLUSION AND RECOMMENDATION 

Thi s chapter is concerned with the summary of the major find ings, the conclusions drawn fro m 

the findings, and recommendations that the researcher proposes and assumed operat ional which 

will go a long way to help improve and increase women's participation in primary school 

principalship in Gedeo zone. 

5.1. Summary 

The maw purpose of this study was to identi fy factors that affect women's parti cipation in 

principalship position in the primary schools of Gedeo zone. To thi s end, an attempt was made 

to evaluate the attitudes of WEO heads, WEO experts, principals, and teachers towards women 

as school principals, to examine the extent of women's participation in primary school 

principalship, to find out the current selection criteria for the post, to exami ne/explore the 

problems and constraints as well as investigate any related issues of concern. Finall y, the stud y 

made an effort to come up with suggestion and forward recommendations. In order to attain the 

objectives of the study, five basic questions were stated and answered. 

A descriptive survey stud y with qualitative and quanti tati ve research approach (mixed method) 

was employed in this study and the related literature was reviewed. To ensure fai r representation 

of all administration part of Gedeo zone, 7 out of 8 woredas were se lected through purposive 

sampling techniques. The fi rst subjects purposefully selected for the study were WEO heads and 

WEO experts. The primary schools and their respective principals were included usi ng purposive 

sampling techn ique. Individual teachers (129) in the 7 sample woreda were selected on the basis 

of simple random sampling techniques. 

Different data collecting tools were employed to calTyout the study. These include 

questionnaire, interview, and document anal ysis. Out of 176 questionnaires 173 (96.5%) were 

fill ed and returned. Interview was conducted wi th WEO heads and fina ll y, a carefu l inspec tion of 

docum ent was made. Lastly data was co llected, fi ll ed and presented for analys is. 
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The study has employed different data analysis tools that the student researcher thought of as 

result to the study under consideration. These statistical tools used inc lude percentil e, mean , 

standard deviation, weighted mean, multiple regression, t-test and one-way ANOV A. The 

analysis made therefore, identified the following major findings: 

I . With respect to the over all administrative skill s, the findin gs indicated that women 

leaders were found to be highly competent. These skills were optimizing use of all 

resources, implementing rules, regu lations and planning act ivities towards goal 

achievement. 

2. The study also revealed that women were not able to read, know and make use of 

informal organization as they should in order to gain insight of what is going on with in 

the work place. 

3. Different results were obtained between respondents with regards to consistency in 

decision making. Women leaders participatory approach having a feminine leadership 

style and the ability to motivate and mobilize people was regarded as hi gh competence. 

4. No significant difference was observed between the two sexes concerning handling 

conflicts with in the work place. In general, the major findings indicate that women 

leaders were rated as having high competence for their ability to minimize and manage 

conflicts among staff/student and community in general. 

5. Most of the respondents agreed that perform ance appraisal was the major se lection and 

placement criteria used in selecting and placing primary school principals, with respect to 

considering the prospective candidate with political affiliation, professional qualification 

and work experience some of the possible selection criteria used, the finding indicated 

that moderate consideration was used for all of them, whilst oral/written exam and 

gender preference regarded as minor criteria. 

6. As per the interview secured from WEO heads, for internal promotion, a performance 

appraisa l and letter of recommendation were used as a selection criteria. When seeking 

prospective candidates from the outside, profess ional quali fi cations as we ll as work 

experience were required in order to be selected and placed. 

7. To encourage women applicants, priority was given to them if they had the same 

qualification and work experi ence as their male coun terpart. However, that through 
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document obtained from the WEO, the selection criteri a for primary schoo l principals, 

did show professional qualification and work experience, but nothing was wrillen 

regarding women applicants. Through memorandum of understanding women who 

scored the same as male were given priority. Thi s again shows lack of clarity and 

transparency to all concerned. 

8. The study depicted that the majority of the respondents who perceived the innuence of 

patriarchal ideology view that male are always decision makers, early sociali zation of 

gender's lack of confidence in women's abi lity to lead, and lastly the fact that the society 

as a whole considers women's role in the private domain were regard as a major cause 

that hinder women from reaching senior posts. Moreover, the findings indicate that there 

were significant differences of opinion between the two sexes on most of the points listed 

as societal barriers. This clearly indicates that societies attitudes indeed playa big role in 

limiting women's participation in school principalship. 

9. Relating to the assessment of the major problems encountered by the attitudes of women 

themselves and their behavior, it was discovered that five factors were regarded as major 

causes that prevent women from climbing the managerial ladder. These major causes 

include fear of balancing professional and family life, fear of taking risks , perceiving 

themselves as less skillful , lack of role models and mentors in the workp lace and the last 

one was lack of support from other female subordinate. 

10. The institutional belief that women don't take risks and that their job performance is 

greatly affected by family responsibility and obligation were regarded as a major cause 

for preventing women's entry into management. Even though, women not possess ing the 

masculine characteristics required by an institution were seen as a moderate cause, there 

appeared to be significant difference in perception between the two genders. 

II. According to the findings, the judgment of the majority of the respondent groups (WEO 

experts, principals, and teachers) on the effect of policy intervention of women's 

participation had different ranges that fall above the satisfactory point indi cating it has 

high contribution to women's entry into management, however, the current policy that 

encourage women to parti cipate in school principalsh ip as we ll as the proper design of 

policies and programs for women, were perceived as playing a major contribution. 
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5.2. Conclusions 

Based on the findings of the study the following conclusions were made: 

1. Research resu lts reveal that the overall perception of society has changed towards 

women leaders' ability, skill and leadership competence recognizing and accepting 

their competence in most skills. 

2. Despite their abilities and competence women in principalship are still in minority. 

In education, a profession that had traditionally employed a large number of women, 

the principals are seldom female, where it is readily apparent that the rate 0 f 

participation of women diminished the higher up the occupational hierarchy goes. 

This shows that there were no adequate measures taken to improve their participation 

rate, be given the opportunity to exercise their talent and be visible in the work place. 

3. As noted in the findings, the current selection criteria for principalship are not clear 

and transparent to aspiring women. This led to misconceptions as to what the actual 

selection criteria is in order to apply and get selected to the principalsh ip position. 

4. As indicated in the study, several factors have affected women participation 111 

principalship, the problems arise from variety of sources, namely traditional beliefs 

and practices; societies behavior and expectations; and women's self image toward 

themselves and/or other women. Thus, this shows in general that women are greatly 

affected by sex role stereotypical attitude of society by both male and women as wel l 

as attitudes created against and with in themselves, which is detrimental to their> 

advancement. This study confirms Shakeshaft (1989) claim that "women are their 

own worst enemies", it could be due to the up bring and socialization process. In 

addition, an institutional setting that reflects men's needs, and situat ions, but not 

considered women's different needs and experiences ,were major problems observed 

in the study. 

5. Despite positive moves on policy , the study indicates that there has been insufficient 

political and sustained commitment to meet the need and interest of women by higher 

officials, lack of careful monitoring and evaluation and, lack of good commun ication 

and coordination between stakeholders. 
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5.3. Recommendations L 
To tackle problems that affect women's participation In primary school principa lship, the 

fo llowing recommendations are proposed in view of the above findings. 

I. To bring about the desired attitudinal change in the society, coll aborative efforts of 

governmental and non-governmental organizations are the sine qua non of the process . 

In every activity that may help disseminate information to the public , the organizations 

should integrate egalitari an sex-role stereotypes that emphasize equal parti cipation of 

males and females in those tasks traditionally considered appropriate for either sex. 

2. The influence of religious leaders is so profound on the soc ial cognitions of their 

followers . Hence it seems to be wise to use them as a means to change the attitude of the 

pUblic. They may be made aware of the extent to which sex ro le stereotypes thwarted 

women's actualization of their potentials in leadership positions. It seems important to 

sensitize these authorities in the sense that women, if they have equal opportunities like 

their male counterparts, can lead effectively and efficiently. Since however, they are 

considered unbefi tting to leadership roles, they remained crippled in dec is ion-making 

conditions. 

3. More than any other influences, the role of schools in attitudina l change is crucial. The 

curriculum of the country at large and the regions in particu lar, should be designed in 

such away that is gender-fair. Hence, teachers are the most powerful authori ti es, if not 

sometimes more than parents, on the behaviors and attitudes of their students. Thus if 

desirable attitudinal changes are to be brought in the students, teachers should be trained 

in such a way that they would treat and interact with boys and girl s equally and 

encourage them to participate in similar activities. 

4. Women need to figure out the politics of the organizations' systems and learn how to 

play the game to get them noticed or visible, towing the support o f the key stakeholder 

and take some risks to get the attention needed to move along to the "nex t level" or to a 

particular job. 

5. Parents must proviue their uaughters with opportunities to deve lufJ their uec isiull illaki llg 
I 

skills and principalship capabi li ties and must train their sons to respect their sisters. 
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6. Zonal educational department, WEO, and Woreda Women's Affaires should develop 

and design gender sensitive workshops, seminars and training about gender role 

socialization, family shard responsibilities, gender role perception, and other gander 

sensitive issues that are conducted with men so as to make them more recepti ve to 

female peers, subordinates and supervisor. This approach will help to reduce many of the 

stereotypes company ascribed by malcs to women leaders. 

7. Policies at zone, woreda and school level should be practical in reality and not be 

theoretical, where they should be implemented properly with careful monitoring and 

evaluations should take place for its effectiveness. 

8. Affi rmative action to be effective, proper quota system that ensures the appearance of 

women leaders should be arranged and implemented to guarantee high re-sensitization of 

women leaders in every educational institution. Authorities in WEO, Woreda's Women 

Affaires and/or Zone Educational Department should involved attentively monitor the 

way appointments are undertaken. 

9. Finally, to get broader attitudinal profile of the society towards females as principals, 

further studies on this issue need to be done 
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Appendix-A 

Addis Ababa University 
Scbool of Graduate Studies 

Department of Educatioual Planniug and Management 

Questioner to be filled by WEO experts, Principals and Teachers 

The questioner is designed to co llect data for a research thesis which is entitled factors affecting 
women participation on primary school principalship : The case of primary school of Gedeo 
Zone in SNNPR. 
The purpose of this study is to gather information on the current status and practi ce on women 
participation in principalship at primary schools of Gedeo Zone in SNNPR and identify facto rs 
affecting their participation . The information obtained may help to recommend plausible 
intervention measures that may contribute enhance the participation of women. 
The results and success of the study depends on the quality of yo ur responses and so the 
researcher requests you to give accurate and honest responses to the items presented. 
Confidentiality is granted and the data you give wi ll be used only for the academic purpose. 

Direction 
• No need of writing your name 
• Put "x" mark in the box or cell you agree 
• Give short answer in the space provided 

Thank you in advance for your cooperation! 

PART I. Background Information 

1. Sex 

a. Male 0 b. Female D 

2. Age (in year) 

a. below 25 D b. 26-35 D c. 36-45 D d. 46-55 D e. above 55 D 

3. Educational background 

a. 12( 10) complete D b. 12( 10)+ TTl D c. Diploma D d. above Di plol11a 0 

4. Work experi ence (in year) 

a. I-5 0 b. 6- 10 0 c. 11-15 D d. 16-20 0 e. above 20 D 

5. Marital status 

a. single D b. manied D c. other D 
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PART n. Principalship Ability Skill and Competence of Women in Primary School 

Please kindly ra te the variables by putt ing an "X" under the scale you agree use the foll owing scal es: 

Very Good (5), Good (4), Medium (3), poor (2),and very poor (I) 

Sca les 

No. Indicators 1 2 3 4 5 

2.1. Women's principals skills ability and competence 

I. Success in managing and leading their subordinate 

2. Capacity plan and coordinate desired activities 

3. Implement rules and regulations 

4. Promote optimum uses of resources 

5. Delegate duties and responsibili ties 

6. Take first in daily routing 

7. Create better working atmosphere 

8. Deve lop positive attitude to words change 

9. Minimize hear says and gossips 

10 Provide professional counseling when ever deemed necessary 

1 1 Treat all staff or students on equal aground 

2.2. Style Women 's principals leadership 

I Ability to execute honestly 

2 Make emotion in the work place 

3 Control their emotion in the work place 

4 Understand their subordinate feeling 

5 Make people work being involved in it 

6 Show greater perseverance and patience to follow up things .::>.-. 

7 Solve problems systematically 
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PART ID. Conflict Management and Commutation Skills of Wome n Principals 

Li sted below are some of the di ctators (points) on conflict management and commun ication skills of 

women who are at the position of primary school principal 

Please kindly rate the indicators by putting "X" under the scale you agree: use the fo llowing scales: 

Ve ry Good(5), Good (4), M edium (3), poor (2), and very poor(l) 

Scales 

No. Indicators I 2 3 4 5 

l. Communicate vision ability to 

2. Read the informal network of the organization 

3. Abi li ty to read confl ict in advice 

4. Ability to solve conflict 

5. Claritylinstruct staff on how to apply rules and regulations 

6. Abili ty to minimize con fl ict 

~ART IV. Decision Making Skills of Women Principals 

The following are points on decision making of women who are at the position of primary school 

principal ship . 

Please kindly rate the indi cators by putting "X" under the scale you agree. 

Very Good (5), Good (4), Medium (3), poor (2),and very poor (1) 

No. Indicators 1 

I. Articulate and consistent in decision making 

2. Make decision that consider the situation 

3. View things from different perspective in advance of decis ion 

4. Take measures under the influence of social norms 

5. Allow subordinate in decision making 

6. Making dec isions that are not affected by nepotism 

7. Back confidence in decision making 
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PART V. Selection and Placement Criteria for Primary Schools Principalship Post 

The fo llowing are the likely se lection criteria, while assigning principals. Please kindl y rate 

criteria by putting an "X" under the scale you agree. Use the fo llowing scales. 

Fully considered (5), mostly consider (4), undecided (3), less considered (2) and 

not considered (1) 

Scales 

No. School principals selected by ... 1 2 3 4 5 

I. Profess ional of qualification 

2. Work experience 

3. Performance appraisal results 

4. Relevant professional training 

5. Gender preference 

6. Oral orland written test lexam 

7. Political background 
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PART Vl . Societal Factors Affecting Women 's Partici pation In Primary Sc hool 

P rincipals hip 
Put an "X" in one of the boxes provided for each poss ibl e fa ctor, use the foll owing scales. 

St r ongly agree (5), Agr ee (4), undecided (3) Disagree (2),a nd strongly disagree ( I). 

Scales 

No. 

Indicators 

I 2 3 

6.1 Attitude of the society towards women 
I. Girls and boys are socialized differently in the society to assume 

different roles and expectation 2. Women were encouraged/supported by their fami ly to pursue their 

education 
3. Misconception of the society about women ' s role in the society 

4. Think women do not have ability, skill and competence 

5 . The influence of patriarchal ideology in the society 
'11.2 W omen's self image /j Women 's still recogn ize/acknowledge the world as "masculine" 

--{' Women's perceive themselves as less skillful in leadership 

~ Women ha ving less aspiration to become school principals 

~ Women forgo investing in education in fear of not getting their 

desired career choice --s- Women exhibit poor ri sk taking V Women 's lack of awareness and knowledge of the organizational 

culture and politics 

~ 
Women's fear of success in achievement will lead to negative 

attitudes from colleagues ~ 
Women 's fear of balancing professional work and family 

reasonab ility 

~ 
~romen 's attitude tOlVards encountering jealously, computation 

and lack of support from other fema le subordinate 

~tr;ck of mentors and role models 
10 J....---L.--------
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PART VII. Institutional Factors Affecting Women's Participation in Primary 

School Principalship 

Put an "X" in one of the boxes provided for each possible factor. Use the following sca les strongly agree 

(5), Agree (4), undecided (3) Disagree (2), and strongly disagree (I). 

Scales 

No. . Indicators 1 2 3 4 5 

I. Encourage women to form their own network 

2. No institutional effort to wake women active participants in school 

principal ship 

3. Institutional effort to wake women active pm1icipants in school 

principal ship 

4. Institutions have occupation sex segregation in the work place 

(school) 

5. Institution provide flexible working hours 

6 Women 's are less committed than man 

7 Women's don 't possess the masculine characteristics required by 

organi zations 

8 Women 's are ready to take ri sk on their daily routing 

9 Leader job performance is affected by their famil y responsibility 

and obligation 
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PART VIII. Po li cy Issues Affecting Women 's Participation in Primary School 

Principalship. 

Put an "X" in one of the boxes provided for each possible factor. Use the follo wing scales 

Stron gly agree (5), Agr ee (4), undecided (3) Disagree (2),a nd strongly disagree ( I). 

No. Indicators I 2 

I. Policies and programs designed Not encouraged women 

2. Lack of support, commitment and willingness of stake holders 

3. Lack ofmentoring and evaluation of the policy during 

implementation phase 

4. Ethiopian women have benefited a lot from the policy 

5. Ethiopian women have benefited a lot form the policy 

6 Commutation and coordination of the stake holders during the 

implantation 
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PART IX. Suggested Items 

I. In your opinion, what islare factor (s) that might contribute to under representative of 

women in school principalship? 

2. Do you think ,any way to enhance the participation of women in school principalship 

in particular and educational leadership in general? 

3. In your opinion, whose concern to minimize the under representation of women in 

leadership? 

4. If you are given a chance to choose principal for your respective school , whom do you 

prefer? 

Male 0 Female 0 I have no preference 0 

What is/are your reason ( s ) ? 

5. In your opinion what is lare the reason (s) for the problems female principals encounter 

in school principalship? 
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6. From your observation what major difference do you notice in a way female and male 

school principals? 

7. Please rank the following reasons for women's exclusion from school principalship 
post according to their seriousness put the rank on the space provided by using 1 for 
very serious problerr to 7 for least serious one. 

A. Self image of women's for them selves 
B. Lack of adequate government policy for promoting women 
C. Attitude the society towards women leader 
D. Unfavorable school structure 
E. Low leve l educational background of women 
F. The system in WEO during selection of principals 
G. Lack of mentors and role models 

151 _______ 2Ild _______ 3rd _______ 4[h _______ sth _______ 6Ih _______ th ______ _ 

Thank you! 
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Append ix - B 

Addis Ababa University 

Schoo l of Graduate Stndies 

Department of Educational Planning and Management 

Interview Guideline for WEO Head 

Part I - Background Information 

1. Sex __ 2.Age group _3.Educational background ___ _ 

4.Marital status S.Work experience (in year) _____ _ 

6.What position did you hold immediately before first becoming an educational leader? 

7.Do you receive on the job training before or after attaining the leadership position? 

Part n -Suggested Items 

I. What is the extent of women participation in Educational leadership (school principalship) at your 
respective woreda? 

2. Do you think fema le principalship performances affected because of there sex? 
3. Have you ever observed gender related problems that female principals encountered that needed your 

office intervention? 
4. From your observation what major different do you notice in a way female and male principals 

handle their schools? 
s. Do you think the organizational structure of schools hinder women participation from principalship? 
6. Do the government policy in general and your institution in particular encourage women to senior 

post? 
7. 

8. 

9. 

10. 

What are the major factors that might contribute to the under representation of women in education 
leadership? 

I f you are given a chance to choose 
a) Male b) Female 
What is your reason(s)? 

principal whom do you prefer? 
c) Have no preference 

Which concern to solve the problem of under representation of women in principalship in pal1icular 
and in leadership post in general? 

What do you recommend/suggest as a remedial action to improve or enhance women's participation 
in principalship ? 

Thank you! 
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