
\ -5i lift i' i~l)<o;.I __ ......... _______ .... _""" .... """,;;;o.=,-", ___ .... _ ........ 

Challenges and Opportunities of Women to be Leaders in selected Governmental 

Secondary Schools of Ad dis Ababa 

Netsanet We ldeeyesus 

A Thesis Submitted to 

Iostitute of Educational Research and Deve lopment 

Presented in Partial Fu lfillment of the Requirements for the Degree of Master of Arts 

(Education al Research and Deve lop ment) 

Addis Ababa Universi ty 

Addis Ababa, Ethiopia 

July 201 3 



ABSTRACT 

Cha ll enges and Opportunities of Women to be leaders in Selected Governmental Scco ndary 

Schools of Add is Ababa 

Netsanet Weldeeysus 

Add is Ababa Uni versity, 2013 

The study was designed to investiga tc the fac tors that contribute to th e low participation of 

women and to asse..<;s the opportu nities that promote women's participation in school leadership. 

Survey research method was conducted in five secondary schools and the data were col lected 

using ques tionnaire. interview ,and foc lls grollp discuss ion from leachers, Addis Ababa CilY 

government education bureau gender expert, woredas educa tion bureau officials ,vice principn ls, 

and a principa l; then the data were analyzed both quant itati vely and qua litative ly. Therefore the 

result revealed that the presence of stra tegies, plans, and policies, gender sens it ivi ty of se lection 

criteria of princ ipals for secondary schools, regular revision of gender policies and strategies ,th e 

presence of women affair departments and presence of on-job and pre-job trainings and the 

effectiveness of women in planning werc the opportunities that encouraged women's 

participation in school leadership. However, less commitment of official s to implcmcnt gcnder 

sem:i ti vc policies, negati ve stereotyp ing, fear of balancing famil y and professional work, informal 

network of men, absence of ro le models and low educational background of women were bn rri ers 

for the low panicipation of women principals in secondary schools. Therefor e, to enhance the 

partic ipation of women princ ipals in secondary schools, al1 officials should be committetl to 

implement gender sensitive policies, awa reness c reat ion programs should be impl emented to th e 

society ,and strong network of women shou ld be des igned through whi ch they ca n share 

expen ellcc. 

iii 



Acknowledgements 

I wou ld like to express my gratitude to my advisor professor Derebssa Dufcra for his guidance 

and comments to thc development of the thesis. Moreover, I would like to thank my mother 

Zeyituna Rashid, my father Weldeeyesus Foghi , my sister Muluken Weldeeyesus and my 

brothers Aschalcw Weldeeyesus and ASlllamaw Weldeeyersus for their support and motivation to 

accomp lish the research. In addit ion, my great thanks goes to Alemayehu G/mariam, Kassahun 

Foghi, and Gctahun Metafertia for their assistance and encouragement while writing the thesis. 

Furthermore, 1 would like to thank all the stafT members of Addis Ababa University Institute of 

Educat iona l Research (IER) specially the library stafT members for their assis tance in suggest in g 

reading materials while r was writing the thes is. Finally my thanks goes to all the worcdas 

education officials, Addis Ababa city government bureau gender expert, principals. teachers, and 

students who participated in providing data for lhe study. 

iv 



Table of Contents o Page 

List of Tables ... IX 

List of s,cronyms .................................... .......... ............ .................... .............. ............. ... X 

CHA PTER I.INTRODUCTlON .................... ...... ..... .. ...... ... .. ...... . . . . . . . . . . . . . . . . . .. .. I 

1.1 Background ofthc Study ....... .. .............................. .. .. ..... ................... ... . . .1 

1.2 Statement of the prob lem ...... ................. ............. .................... ............. . . . .. 3 

1.3 Objective of the study ..................................... ....... ................. . . ....................... .4 

1.3. I General Objective ...................................... ..... ...... .. .......... . ..... .4 

1.3.2 Specifi c Objectivc ............................... ........... .. .. ..... ......... . . .... ....... . ... .4 

1.4 Significance of the study ......... . . ...... 5 

1.5 Delimitations of the study ..................... ..... ............. .. ......................................... .. . 5 
{ 

1.6 Limitations of the study .... .................. ... 6 

1.7 Operationa l definitions of key terms ........................... ............... .......... .......... ...... 7 

1. 8 Organization of the study ...................................... . . .... . . . .. ... 8 .. 
CHAPTER 2. REVIEW OF RELATED LITERATURE ............ ...... ................... ... 9 

2.1 The concept of leadersh ip. ..10 

2.1. 1 Qualities of leadcrship .... . .. 10 

2.1. 1.1 Characterist ics of effect ive leaders ................................................ ..... ..... 10 

2. 1.1.2 Characterist ics of ineffective leaders ..... . .. 11 

2.1.2 Types of leadership ........................ .......... .. . . . ........................... ....... .... 12 

o 
2.2 Gender and educational leadership .... . .. 13 

.., 
2.3 Barriers to wome n to be school leaders. . ............................. 15 

2.3. 1 Institutiona l barriers ...... .................. ............... .... . . ............................ 15 

v 



2.3.2 Socio-cultural barriers/ Stereotyping/ ........................ . ............... .. .... ...... 16 

2.3.3 Lack of education .. . .. ..... ........... ··········· 0 ·· . ...... ..... ...... . ........ 17 

2.3.4 Individual barriers ... .. . .... . .... ............ ......................... ..... ............. .. 19 

2.3.4.1 Aspiration level. ......................... . . .. 19 

2.3.4.2 Self -esteem (self- confidencc) .. .... ............... ........ ... .. .. ....... ... ............. . . 20 

2.3.4.3 Fear of balancing work and family life .. .... 21 

2.4 Participation level of women in leadersh ip ............ ... .... .. ... .. .... ...... .. . . ........ 2 1 

2.4. I Global context ........... ...................................... ... ......... . . .... ....... 21 

2.4.2 The Ethiopian context .................... . ...................... .. .. ......... ....... . .. 22 

" 
2.5 Documents and po licy review. . .............. ...... ...... .. .. .. 27 

2.6 Selection cr iteria of secondary school princ ipals in Ethiopia ..................... 29 

2.7 Actions that have been tak en to enhance "vomen 

Participation in educational leadership .... .............. . . ....... 29 

2.7.1 Gender mainstreaming in al l government departments .......... . . . . .. . ... ... ....... 29 

2.7.2 Getting women trained .... .......... ............................................. .... .................. 30 

2.7.3 SUPPOl1 for the wo men 's Quotas and taking affirmative action ............ .... ...... 30 

" 
2.7.4 Create jobs ............ ... . ...... 32 

2.7.5 Networks ........ ..... .. .. .. ..................... .. ............................. .. .. ...... .......... 32 

2.7 .6 Mentoring ............... ........ .... .......... ....... ..... ...... 33 

2.8 Imp rove ment in hiring polices and strategies .......... .. ............ ............... .......... 33 

2.9 Changing the schoo l context in which women work ........... .. ..... ..... .. .. . .. ...... . 33 

VI 



CHAPTER 3. METHODOLOGY AND DESIGN OF THE STUDy ...... . .. ... .. 35 

3. 1 Methodology .................................... ............. " ....... ............................. . . ... 35 

3.2 Study des ign .... . ....... .. ........ 35 

3.3 Sources of data ...................... ..... ................... ................................................. ...... 35 

3.4 Study population and sampl ing technique ......... .. .......... .. ........... ........ .. .... ... ....... 35 

3.5 Data gathering instruments ........ ...... ... .. ................. . ... ..... ... ... ........ .. . 36 

3.5.1 Questionnaire ...... ...... ... ..... ........ ....... .. . . ....... ....... ..... ...... .. ..... ...... 36 

3.5.1.1 Pilot test .... ........................ .......... .. ............ . . .... 37 

3.5 .1.2 Procedure of ques tionnaire administrati,o,n ................................. ....... ...... 37 

3.5.2 Interv iew ......... .. .......... ... ..... .............................................. . ....... .......... ....... . .. 37 

3.5.3 Focus group discuss ion .... .... ... .......... ..... ........ .. ............... .... ..... .•. .... .... .... ...... 37 

3.6 Methods of data ana lys is ........ ...... ................. . . ... .. ..... .. . 38 

CHAPTER 4. PRESENTATION AND ANALYSIS OF THE DATA .... .. ... ..... .. ... 39 

4.1 Characteristics of respondents .............. . . ......... ... ...................................... 40 

4.2Factors that affect the partic ipation of wo men pr incipa ls in secondary schools ..... .43 

4.2.1 Baniers o fwo men to become sc hool princ iJ\als ............. . ..... ... ....... .. ......... ..... 44 

4.2.1.1 Institutional ba rriers .................................................. .... .... ..... ......... ......... 44 

4.2.1.2 Socio- cultural barriers/ Stereotyping/ ...... ... .. .. ........ ...... .. .. ........ ...... ...... .. 49 

4.2.1.3 Individual barriers .................................... .... .. ............... ... .. . .. . .. ........... 5 1 

4.2 . 1.3. 1 Balancing work and fami ly li fe .. .. .............. ........... ........ ...... ... 5 1 

4.2.1.3.2 Asp iration of wo men .................. .. ................... ...... .. .54 

4.2. 1.4 Educational barriers .. ....... .. . .. .. . 56 

4 .3. Selection and requirement criteria for school pri ncipalship . ................................ 58 
o 

4.4 Opportunities that promote women's participation in sc hool leadership ... ...62 

VII 



4.4.1 Existing Polices and organizationa l setup ...... . .. . ....... . ...... . .... " " . . ........ 63 

4.4.2 Educationa l oppo11lll1ity ................. . .... 67 

4.4.3 Effectiveness ofwol11en pr inc ipal s ...... ........ .. .......................... 70 

CHAPTER 5. SUMMARY, CONCLUSION, AND RECOMMENDATION ......... 73 

5.1 SUl11mary and Major Findings of the Study ............. .. ................... ................... . ........ 73 

5.2 Conclusion .................... ...................... ............................... .. ......... ............................ 77 

5.3 Reconunendations ......... . .......... . ................. . . . ............ . ... . .... . ............. 79 

References ........................ . . ..... 81 

Appe nd ices .............. .. .......... ............ ........... . . ......... .............. 85 

o 

o 

V 1l1 



List of tables Page 
o 

Table 1: The educational partic ipat ion of males and fema les in urban 

area-country total. ..... 18 

Table 2: Job participation o f males and fema les in urban 

area-country tota l. . . ... ............................................. . . . . . . . . ..... . .. . . . ......... 23 

Table 3: The participation of ma les and females in some 

occupations in Addis Ababa ..................... . .. 25 

Table 4: Characterist ics 0 f respondents. . .... . ....... 40 

Table 5: Institutional barriers as rated by respondents ........... . . ... .... . ... . . . ... .44 

Table 6: Respondents leve l of rat ing towards stereotyping .... . .... 49 

Table 7: Respondents leve l rat ing towards interna l barriers ............. . .... . ..... ...... . 52 

Table 8: Respondents level o f rating towards asp iration of women. . ..... .. .... . ..... 54 

Table 9: Educationa l barrie rs as rated by respondents ......................... . . .... 56 

Table 10: Respondents leve l of ra ting o f se lection criteria for princ ipalS ............ . . 59 

o 
Table II: Respondents level of rat ing towards policies and organizat io nal barriers .... 63 

Table 12: Respondents leve l of rat ing towards education .... . .. ..... .. .. .... 67 

Table13: Respondents leve l of rat ing towa rds effectiveness ofwomcn princ ipa ls .... 70 

( 

o 

IX 



List of AC"onyms 

BPFA Beijing Plat form Act io n 

CEDAW Co nvect io n on Eliminat io n of All forms Aga inst Womcn 

CSA Central Statis tica l Age ncy 

ESDP Ed ucation Sector Deve lopment Program 

FDRE Federa l Democrat ic Repu bli c of Ethiop ia 

MDG Millennium D eve lopment Goa ls 

MOE Ministry of Educat ion 

PMO Prime Minister' s Office 

PTA Parent T eacher's Assoc iation 

REB Regiona l Education Bureau 

UN United Nations 

UNFPA United Nat ions Fund fo r Population Activit ies/ Unitcd Nations Popu latio n 

Fund 

WAO Women Affa irs Office 

WEO Wo reda Education Office 

o 

x 



CHAPTER 1: INTRODUCTION 

1.1. Background of the Study 

Education plays a vital role bringing about systematic, orderly, and peacefu l 

socioeconomic and political change for the good of all people. Through schooling, 

it is poss ible to get the desired change by developing the three domains; 

cognitive, affective, and psychomotor finally resulting in to human betterment, and 

life worth living. Schoo l IS an institution fo r shap ing children on cultural 

orientations. The contemporary school is a place where children are drill ed in 

very genera l orientations and where subject matter beco mes a very considerable 

extent instrument for instilling them. Therefore, schoo ls to attain their objectives, 

in addition to conducive schoo l environment, should have the appropriate hu man 

and physical resources. As stated by de MalTis ( 1999:45-47), schoo ls phys ica l and 

soc ial environment co nsists of student interactions, attitude and culture, schoo l 

com munity relatio ns, leadership, and disc iplined environment. However, without 

effective leadership, having all the reso urces is not enough to attain schools' 

objective. 

Since leadership is related to the smooth interaction of organizationa l structures, 

curriculum, teaching- learning process and the reso urces; leadership, management, 

and decis ion processes are the core of school. For the smooth interaction of the 

co mponents of sc hools, to bring the desired schoo l object ive, which is directed to 

change in co mmunity, the schoo l leader should have so me qualities. As stated by 

D' Souza ( 1994:18), so me of the qualities of schoo l leaders were ,the one who has 

the initiative to st3l1 things and keep them a live, open minded, one who 

we lco mes the ideas of others and acts with understanding toward suggestions, and 

tactfu l. However, no one fulfil s a ll these qualiti es a ll the time. They can be 

learned and developed through education and expericnce. 

However, leadership IS a much 'gendered' concept. In most countries, leadership 

was assoc iated w ith that of ma les than females. \~o l11en are expected to invo lve 

in domest ic activi ties and other social activ iti es rather than managerial positions. 



In suPPOtt of this idea, Brundrett et al (2003:37) argue that in a wide var iety of 

cultural contexts, leadership con tinues to be ident ified with the male. Even though 

wo men occupy positions of leaders hip and responsibi lity, there was a tendency to 

assume that the ' rightful ' leader is male. This is not to mean that, in leadership, 

women perform less than men. In relation to leaders hip, as stated by Tomlinson 

(2004: 147), women had the ski lls of transformational leadership style; they 

encourage participat ion and share informa tio n w ith other staff to their wo rk. Such 

type of leadership style is important that it enhances coord ination, sense of 

belongingness and unity among the staff so that it is easy to attain the goal of 

the school and maintains healthy school environment. In connection with this, 

Sadovnic (2002:77) suggests, femini st leadersh ip values peop le, relationships, 

abso lute fairness and equ ity, honesty, co llabo ration, communal goa l, and 

ach ievement and therefore, women had the capac ity to lead diffe rent o rgan izations 

inc luding school s. 

In Ethiop ia, the government is making an effort to increase the part icipation of 

wumen in educatiun by taking different measures that are directed to the success 

of women participation tn schoo l leadership. With regard to women, the 

constitution of the Federal Democratic Republ ic of Ethiop ia, Article 35 number 3 

states that ( 1995:93): 

The historical legacy of inequality and discrilllination suffered by women in 

Ethiopia taken into accollnt, \'V011len, in. order to remedy this legacy, are ell titled 

10 a[firmalive measures. The jJUl7)ose of such measures shall be 10 provide 

attention to women so as to enable them 10 compete and participate on the basis 

of equality willi men in polilical, social and economic life as we!! as in public 

and private institutions. 

Furt hermore, as stated in MOE ( 1994:34), the government provides fin ancial 

support to encourage the partic ipation of wome n in educat ion. Moreover, there 

was an effort to make the educational management democratic, profess ional, 

coordinated, and encourage women in volve ment in educationa l leadership. T his 

indica tes that the government IS exerting greal effort to enhance women 
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participation 111 poli tica l, economIC, and social activities. Furthermore, there have 

been efforts to 111crease women participation in leadership positions. This can be 

done by building the capac ity of woman and by providing training to deve lop 

their leadership capacity (l'h~til h Wl 11,""'/ (),'Iq' r/;l°?') '" 1'1101-'1' ;J 'I1,:e:, 

2002:45 ). 

Berhanu (20 II: 54), 111 his study, Wom en 's participation in educational leadership. 

In the case of Tigray region indicated the participation of wo men principals 111 

secondary schools of Tigray region was so low as compared to males. Based on 

this the researcher decidcd to assess documents concerning the pal1icipation of 

women in governmenta l secondary schools located in Addis Ababa. The result 

indicated that thei r participat ion as seco ndary schoo l princ ipals was so low as 

compared to men. Therefo re, to identify the main causes for the low participat ion 

of women principals in se lected governmental secondary schools of Addis Ababa, 

and to assess the possible opportunities that encouraged the participation of 

women principals in the schoo ls was the main concern of this study. 

1.2 Statement of the Prob lem 

Though the fact indicates women as men can participate in a ll socia l activities 111 

public and private institutions like schoo ls, and desp ite their ab ili ty to become 

leaders, the paJ1icipation of women in different managerial positions especially 111 

secondary schools was very low as compared to ma les. In support of this, 111 

different o rganizations found in Addis Ababa city, 16 pcrce nt of wome n are 

worki ng as managers and 20 percent as vice managers (l'I,,v,,il 1,01] 11"''''1 (),+ 1'· 

1'/;1",/ ')'<; r llol-'l' ;J'Ib:e:'l 2002: 16). Furthermore, 632 fema le and 980 male 

teachers were working in the 37 Addis Ababa governmental secondary schools 

and in the schoo ls, I woman was work ing as principal, 13 women were working 

as vice principals, 33 and 45 males were working as principals and vice 

princ ipa ls respect ively (I' 17l'?" UI.· 'F; rN')' I,(ful.·C /;1"'1:" 'PC; I' PJI.· 'U.+ 

"1'/ ' '1'/;1 1 2004:.J. It IS clear that the participation of women as leaders 111 

secondary sc hoo ls of Add is Ababa and 111 other orgallizat ions was low as 

co mpared to m3les. 
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Therefore, it is against this background that the study was proposed to investigate 

why the nu mber of wo men principa ls and vice princ ipa ls is so limited, w hile 

there were many women as teachers in Add is A baba governmenta l Secondary 

Schools. 

Th is research was intended to assess cha llenges and o pportuni t ies that wo men face 

in selected governmenta l secondary schoo ls of Addis Ababa . 

Accord ingly, this research tried to answer the fo llowing basic research questions: 

I. W hat are the fac tors that hi nder wo men to be leaders in secondary 

schoo ls? 

II. Do the select ion criteria used for principa ls favor only male? 

III. W hat kinds of oppo rtuni ties exist that promo te wo men to beco me leaders? 

1.3. Objective of the Study 

\.3.\. G encral Objective 

The ma in objective of the s tudy was to identi fy the cha llenges and opportunities 

of women to be leaders in se lected governmental secondary schoo ls of Addis 

Ababa. 

\.3.2. S pecilic Objectives 

The specific objecti ves of the study were to: 

.:. To fi nd out w hy women partic ipate less In sc hoo l leadcrsh ip . 

• :. Identi fy w hat opportuni t ies women have to become leaders . 

• :. Assess the se lectio n cr iter ia used to employ pr inc ipa ls fo r secondary 

schools. 
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1.4. Significance of the Stud y 

The findings of the study would have the following significanccs . 

• :. It would help the Addis Ababa City government education bureau, the sub 

cities' education offices, the Woredas education offices and the teachers to 

identify the problems that discourage women to be leaders in governmental 

secondary schoo ls . 

• :. It would help the stakeholders to make a rat iona l dec ision on manageria l 

skill s and gender issues and helps in the ir future planning . 

• :. It would give insight evidence about the existing factors that cha llenge 

women leadership . 

• :. [t would help wo men to recognize the challenges and opportun ities 111 

schoo l leadersh'ip . 

• :. It also paves the way for other researches who are interested in the area. 

1.5. Delimitations of the Study 

The study was expected to observe the challenges that women fac c as leadcrs, the 

possibl e opportunities that would encouragc women to be leaders in governmental 

secondary schools, the selection criteria of principa ls for secondary schools, and 

address the possible suggestions to enhance the participation of women princ ipals 

in Addis Ababa govemmental secondary schools. The study would have been 

comprehensive if principals, teachers, and students of private and governmental 

secondary schools located in all sub cities had been included. However, within the 

given time and resources, the study was delimit ed to five governme ntal secondary 

sc hools located in four sub c ities; Addis ketema, Arada, Gulele, and Lideta sub 

c ities and the study is conducted in the academic year of 2012/ 13 G.C (2005 E.C.). 
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1.6. Limi tations of the Study 

The mam limitation of the study was some of the teachers were not so 

cooperati ve as expected and as a resu lt, from 185 qucstionnaires adm inistcrcd, 180 

we re correctly fi lled and retu rned. Moreove r, few teachers fi lled the ope n-end ed 

part of the questionnaire carelessly and there fore all these fa ctors had an indi rect 

impact on the findings of the study. 



< 

1.7. Operational Definitions of Key Terms 

Leadership in this study leadership is defined as an act ivity that can be 

performed by the principal and other staffs of the school directed to achieve the 

sc hools' objectives. 

Gender mainstreaming in this study it is a strategy or mechanism to inc lude 

men and women in the po lit ica l, econo mic, and societal spheres in order to make 

them equal beneficiary. 

Stereotyping in the study it is defined as unjustified percept io n or general izatio n 

made by people to a particular perso n or group of people. 

Self-esteem in this study it is de fin ed as one's motivation or confi dence to 

overcome different proble ms in the soc iety. 

Negative stereotyping IS excluding others III activiti es that require phys ica l 

strength, mental skills, and education. 

Affirmative action in this study affi rmative actio n is defined as a means taken 

to overcome gender inequa lity. 

Mentor in this study it is defined as a we ll experienced person who IS w ill ing to 

assist others. 
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1.8. Orglll1ization of the Study 

This research paper was composed of five main parts. The [u'st palt deals with 

the introduction of the study while the seco nd part deals with review of related 

literature and the third part emphasized on the research design and methodology 

whil e the fourth part focused on data presentation and analysis. The last part, part 

five, of the study focused on the summalY, conclusion, and recommendations of 

the study. 

o 



CHAPTER 2: REVIEW OF RELATED LITERATURE 

Education is a basic service that aims to the development of human resource and 

builds national and individual capacity, improve productivity, deve lop skills and 

knowledge, va lues and attitudes, as well as awareness needed for meaningful and 

productive individual and social life. It is vital for ensuring social and economical 

advancement there by increasing the quality of human life. Schools, to create 

conducive environment for providing quality education, should be highly organized 

in terms of phys ical, human, and financial resources. Moreover, dedicated staff 

members with cOl11mon target, the involvement of parents, allocation of resources, 

and strong leadership are determinant factors to attain 

(Davies et ai, 2005: 8-10). 

schools' objectives 

Since human and financial resources are means to attain the schools' objectives, 

principals are expected to utilize the resources effectively and efficiently and they 

should create healthy school culture to promote positive relationship among the 

school community. Tn relation to this, as indicated by Sergiovanni (200 I: 4-6), 

strong leadership makes the school effective by focusing on acqllll"lllg the required 

leadership skills, evaluating the school 's progress, motivating teachers and students, 

facilitate the teaching learning process, proper fiscal management, and directed to 

achieve the vision of the school and bring the desired change in the community. 

Moreover, Dimmock et al (2005:1) argue that, good principalship focuses on the 

achievement of the schools objcctives and effect ive utilization of human and 

physical resources. Effective school leadership and management are therefore seen 

their capacity to create coordination in the school culture, building collaboration 

among the school community, focusing on teaching and learning process that is 

directed towards enhancing quality of education. 
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2.1. The Concept of Leadership 

Different scho lars define leadersh ip different ly. As stated by Dimmock et a l 

(2005: I I) it is "an inspiring performances and achievements amo ng staff that 

extend beyo nd what might have been reason ably expected." Moreover, it is the 

abi lity to direct people towards the achievement of goals and it is associated with 

the setting of goa ls and visions to the future and to go pass tlu'ough the process 

to achieve the desired goa ls (Chandan, 1999: 298). As indicated by Aqu ino 

( 1999:22) , leadership is a process that takes place in the context of organizational 

or group behavior. Leadership, however, is a powerful word capable of co nveying 

much more than can be co ntained w ithin a concise definiti on and capable of 

meaning many different thi ngs to differe nt aud iences in different contexts. Tn 

relat ion to school context, leadership is a co llection of jobs and responsibilities 

that are performed by the schoo l principal to attain the schoo l objective and to 

bring the des ired change (Bowring-Can' et ai , J 997 : I J 6- 11 7). 

2.1.1. Qualities of Leadership 

2.1.1.1. Characteri stics of Effective Leaders 

Despite of the different leadershi p skill s and traits required in different s ituatio ns, 

in general, D'Souza (2006:6), describe so me good qualities of leaders. as, the one 

who is enthuastic and eager to start new thing and devoted to keep them al ive 

and make them targetful, listens and understands the fee lings of others, encourage 

others to be invo lved in group work and accepts each person has contribution to 

the organization, reliable, trusted, and has adaptive capac ity and successful 

intelligence (Davies et ai, 2005: 12-14). 

Moreover, Greenl ea f et al ( 1995:30 I), argue tha t the true leader IS the one who 

is responsible to accomplish the organization 's visio n rather than fulfi lling his/her 

own perso na l desires. 
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Furthermore, studies show that (Nwankwo, 1982:76 , and Fi kadu, 20 I 0: 9), 

successful educational leaders, have the fo llowing characteristics: 

.:. Sensitive to the feeling of others . 

• :. Flexible, easy to talk, straight forward, and collaborative to work with 

friends . 

• :. Respect others dignity, attitude, and personality . 

• :. Deve lop and build group members . 

• :. Committed to achieve the goal of the organization . 

• :. Has self-confidence in making dec isions and implementing pol ices . 

• :. See challenges as catalysts for change of the organization etc . 

Therefore, school leaders, to fulfill the demands of the school, need to have three 

qualities; vision, creativity, and the ability to communicate. In particular, vision is 

needed for school improvement and schoo l effect iveness (Bowring-Ca rr, 1997: 127). 

2.1.1.2. Characteristics of Ineffective Leaders 

Not all leaders (school pri nc ipa ls) are effective in their perfo rmance and there are 

some leaders that are co nsidered as ineffective on how they manage their 

organizat ion IschooV. The principa l who has no time for teachers, students, and 

community reactions, who lacks confidence, unaware of others feelings, beliefs 

and personality, fea rful, discourages subordinates, not directed to the achieve ment 

of the sc hool vision is cons idered as in effe ctive principal and this principal is not 

successful to attain the vis ion of the school (Davies et ai , 2005: 8-1 2). 

Therefore, in order to be e ffective, the principal should eqUIp with the desired 

human, technical, and conceptual sk ills. Therefore, effective leadership seen as the 

capacity to create coord ination in the school culture, building co ll aboration among 

the school co mmunity, focusi ng on teac hi ng and leam ing that is directed towards 

att ainment of the school objecti ve, and enhanc ing qual ity of cducatio n (Dimmock 

CI al. 2005: t ) . 
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From the above paragraphs, it is stressed that leaders to lead sc hoo l (an 

organization), should have so me quali ties that make them effective and these 

qua lities as shown by D . So uza (2006: 19), can be acquired through learning and 

experi ence. So that ineffe ctive leaders can develop the characteristics o f e ffecti ve 

leaders. However, these characteristics cannot be demonstrated in all leadership 

styles. Each leadership sty le has its own features and characterist ics. The 

fo llowing section deals the types of leadership and some o f their characterist ics. 

2.1.2. Types of Leadership 

There are three types of leadership styles; transformat iona l, transactio nal, and 

Lassie-faire. As c ited in Brundrett et a l (2003), Bass and Avilo ( 1994:4), ind icate 

that transformational leadership encompasses four co mponent s; ind ividua l 

consideration, motivation, idea lized innuence, and intell ectual stimulat io n. 

1ndividual consideration is involved in focusing on the attention and to the needs 

of individuals in an organization and concerned with g iving pos itive feedback, 

mento ring, and delegating w ith ind ividuals. However, motivation is related w ith 

that of inspiring people in the organization o r generating enthusiasm and as a 

result, individuals w ill beco me eager and motivated to work their tasks effecti vely. 

On the other hand, idealized innuence dea ls w ith having a clear vision of the 

organizat ion so that such leaders are trusted and respectcd by their subordi nates. 

1n the case of inte ll ectual stimulation, it is concerned to active ly mo ti vating 

indi v id uals to develop new ideas, to do things differently or to solve problems 111 

the school, Provision of opportunities to the staff to think (Sadler, 200 I :42), to 

provide new ideas and beco me solution oriented in a pal1icular situation and to 

develop sense of belong ingness. As a result , the effectiveness and e ffi c iency of 

the schoo l will increase Bass and Avo lio ( 1994) cited in Fikadu (2010:13). In 

transactional leadershi p style, the leaders g ive rewards or pu nish individuals 111 

re lat ion w ith the ir perfo rmance. Good perfo rmance by the sta ff members, that IS 

di rected to enhance the effect iveness and effic iency of the schoo l, results 10 

reward . 
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However, activities against the school objective or misconduct results 111 

punishment (Brundrett et al. 2003 :40). Furthermore, the leader who shows such 

leadership style focuses to integrate both the needs of the organization and 

individuals emphasizing on the goals of the organization at one time and taking 

into consideration the extremes of the individuals. Thas, transactional leadersh ip, 

" is a process through which the task and human dimensions of organization are 

reconc iled and integrated" Newell, ( 1978) cited in Nwankwo ( 1982:74). On the 

other hand, transformational leaders are directed to transform the organization. 

These leaders, as indicated by Sadler (200 I :43), are risk-takers, courageous, show 

se lf- confidence, work in collaboration w ith others, they admit their mistakes, and 

the mistakes of others and learn fi'om it. 

In contrast, Lass ie-faire leaders are not directed to attain the goa l of the 

organization, rather, they show disinterest, fail to make decisions, and are not 

responsible what happens III the school (Bass and Riggo , 2006) cited III Fikadu 

(20 I 0: 14). In general, III relation to the contrasting transformationa I and 

transactional leadership styles, it is also poss ible to identify that they are related 

to lI1asculine and feminine stereotypes of leadership. Masculine paradigm, 

regu lation and formality, are related to transactional leadership. However, fem ini ne 

paradigm, nurturing and individual consideration, are related to transformationa l 

leadership Leithwood, et ai, (1991) cited in Brundrett et al (2003:38). 

2.2. Gender and Educational Leadership 

In order to understand gender in leadership, it is important to make c lea r 

distinction between sex and gender. As stated by Ouston (1993:52) , sex IS a 

bio logical term that refers to be born with the sign of maleness or fem aleness or 

it is a description that categorizes human as male or female. However, gender is 

soc ially constructed term that desc ribes thc rolc of ma les and females in the 

socicty because of the ir sex. It is a maltcr of cu lture; it refers to thc soc ial 

class ification in to ' masculine' and 'feminine' . With regard to leadership, men 

hold 1110S1 leadersh ip pos ition in educat ion and other sectors. However, to increase 

the panic ipation of women in leadership and to reduce the gender ga p, different 
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countries developed and are implementing strategies and actions to enha nce the 

participation of women in leadership. 

In relati on to this, Brundrett el al (2003:36) argue that, in cou ntries where 

affi rmat ive action has been applied, the proport ion of gender seems balanced. 

However, much action should be taken to increase the participation of women in 

managerial positions and spec ially, as indicated in Davies et a l ( 1992:2), the 

participation of women in developed countries in school leadership is low and 

there are still few female leaders at different managerial positions inc luding 

schoo ls. 

However, females, like males have the skill to lead an organization but the 

difference lies on their participation and on the way that they influence peopl e. 

Females unlike males use skills li ke impress ions that fit with the cu lture, they 

va lue peo ple, rel at ionships, honesty, co llabo ration, and achievement of commo n 

goa l and £i·om these features, we can conclude that they are more trans formational 

leaders than males (Brundrett, et a i, 2003:4). 

Furthermore, Ouston ( 1993:48) states that, comparing the administrative styles and 

their effect iveness as schoo l managers, women do as we ll or belter than men 

based on variables like relat ionships, teaching and learning, and interaction wit h 

the community_ Women spend morc time \v ith people, communicate morc, care 

more about ind ividua l differences, are concerned with teachers and students and 

motivate morc than men. Staffs of women admi nistrators rate women higher, arc 

morc productive, and have higher motivation than staffs of male administrators. 

Furthermore , parents are more favorabl e toward schools run by wo men and thu s 

more involved in schoo l life than parents in schools run by men. Wome n 

administrators foclls on greater know ledge of effective teaching methodologies, the 

a tt a inment of student progress academ ica ll y, help newly dep loyed teachers, try to 

create school enviro llment that enables the teaching- learni ng process safely and 

they participate students in dec ision mak ing process. In general, schoo ls that are 

led by women are by more effec ti ve and preferable by parents than schoo ls run 

by men. Studies shows lhat wo men principals ha ve higher job satisfaction and are 
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more engage in their work than men principa ls (Ouston, 1993: 48-49). So that , if 

women are as good as or better than men in schoo l leadership, why the number 

of women principa ls is low? 

There are different reasons that have marginalized women from moving in to 

leadership positions in schoo l. The next part, dea ls with some of the factors that 

hinder women to become schools leaders. 

2.3. Barriers to Women to be School Leaders 

2.3.1. Institutional Barriers 

The effects of gender labeling in the society creates discr iminatory act ions when 

women involve in professional activities espec ia lly in manageria l positions. The 

ab iliti es and skills of women are judged as lesser quality than men are. In 

relation to th is, as c ited in Ousto n (1993:49) , Shakeshaft ( 1987), co nfirms that the 

negat ive att itude of organization who hire women take the main share of 

becoming barrier to wo men participat ion in school leadership. 

Some organizations, when they select employees for managerial pos itions, because 

of negative stereotyp ing, use selection criteria that completely exc lude women 

from the co mpetition and favo r the participation of men. For exa mple, as cited in 

Ouston (1993 :49) , Timpano and Knight ( 1976), describe particular d iscr iminato ry 

practices that some organizat ions use during selection of employees. 

These discriminatory activities are: 

:.- Offcring hi gh payment for men than wor"en . 

:.- Promoting only men fo r interview. 

:.- Ask ing questions that are not related with performa nce that is desig ned 

purposcly to screen out female candidates ctc . 

These di scr iminatory actions are seen during the application process, when 

se lection criteria arc des igned, during the interview process, and at the decision 

making process. For instancc Shakeshali (1989: 93-99) stated lhat , there are 
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organizational discriminatOJY actions w hile se lecting women candidates for 

manageria l position during the app lication process. 

These include: 

~ Asking questions concerning lowest acceptable salary that leads to unequa l 

payment for sa lary for men and women. 

~ Separation of applications received by sex. 

~ Asking questions concerning the mar ital status ' number of children and 

ages of children ' etc. 

Moreover, this discrimination of women is also observed during the selection 

cri te ri a of candidates for managerial position. These include: 

~ Allowing men to skip some selection stages but expecting women to fidfill 

a 11 steps to compete. 

~ "Using criteria with unproven val id ity as predictors of success such as 

requiring a spec ific length of experience in a specific pos ition ." Furthe rmo re. 

during the int erv iew process some organizations select only male 

interviewees by excluding women. 

In addition, Shakeshaft (1989:99) indicated, discriminatOJY act ions of women are 

also observed in decis ion making process by assigning job titles at lower sa lary 

than those of men cand idates. Genera ll y, these inst itutional barriers and 

discriminatory actions contribute to the lo\-v participation of women in school 

leadership. 

2.3.2. Socio-cultu ral Barriers / Stereotyping/ 

The socialization of ma les and females starts from the earl y developmental stage 

of children and 111 most cases, pre-school g irl s are expected to become paSS Ive, 

depend ent, polite, and powerl ess . On the other hand , boys are expected to become 

independent, acti ve, dominant, and confident and th is gender stereotyping and 

cu ltural attitudes towards males and females has an impact on lheir future Career 

(Talscra, 2007: I 87). For cxa mple, Phi Ilips (20 I 0:83) , statcd that women who 
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accept this stereotyp ing /cu ltural influences/ show motherhood behavior and do not 

invo lve 111 intellectua l tasks and other professions, instead they simply accept the 

cultural influences and they are swa llowed up in their cu ltural traditions. On the 

other s ide, women that do not accept these influences beco me psycho logica lly 

strong and partic ipate active ly in intell ectual tasks but these women enter in state 

of co nflict and anx iety that resulted from fear of societal reject ion or loss of 

'femininity '. 

Specially wo men in managerial position, as indicated in Ghanekar (1993 :2 15), 

deve lop a feeling of iso lation 6'om their group /absence of fema le support/, 

dcvelop negative attitudes towards the society that resulted from stereotyping, and 

moreover, these women, because of the absence of less number of women leaders 

/ Iack of role modell, develop sense of loneliness. The suffer of these women 

continue. in connection with home and children care; if they are more co mmitted 

to the home and children care, there is a possibility to be considered they are not 

committed to their job and if they fully committed to their job, there is a 

probability to be considered as ' ma le ' or 'unfeminine'. However, men are 

expected to be aggressive, independent, job oriented, dominant, more active, and 

sociable than wo men (Ha le et ai, 1989:22). Therefo re, this stereotyp ing gives ma le 

advantage over female in managerial positions. 

2.3.3. Lack of Educatio n 

Education IS the main tool to bring the desired societal change in politics, 

economy, health, equality, development and so on. Providing quality ed ucat ion 

without discrimination provides oppo rtunity for women actively participate in the 

development process and enhances the mobility of women 111 the society. 

However, discriminat ion of wo men 111 education creates inequality between males 

and fema les and this process pers ists in their lives and will have an impact in 

their fhturc achievemenl. In some countries, girls participate more in domestic 

acti viti es than boys and as resuil , the partic ipation of females in schooling as 

compared 10 males will be low and this co nlributes to the low participa tion of 

wo men ill different profess ions. 
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In support to this, the human deve lop ment repOlt 20 11 (20 11 : 54-58), indicates 

that g ir ls in developing countries such as Kenya, invo lve in activit ies like the l 

wood co llection and consume an average of 4 hours a day and these lead to low 

female emo lment and high dropout rates at all leve ls of education . Simil ar with 

that of African countries, the 20 II report of contr ibut ion of charities for th e 

achievement of MDGs in Ethiopia (20 II :24) Shows, because of various problems, 

Ethiopian wo men also suffer from discriminations and there IS less girls' 

emo lment and high dropout rates in schools. 

Therefore, because of these influences, the palticipation of women in education is 

low as co mpared to men and as result, ma les unlike fema les have the access to 

education and self-employmen t in different positions than females. Tn relation to 

this, the data from CSA (201 2:25) indicate that the number of wo men in different 

educational leve ls is so low as compared to males. 

Tabl e I. The educational partic ipation of males and females in urban area-country 

total 

No. Sex Educational level 

Secondary sc hool Preparatory Diploma Degree and 

completed. completed. holders. above holders. 

I Male 780,760 2 16,2 12 400,545 317,804 

2 Female 663,791 210,517 337,439 98,708 

Source: CSA (2012: 25) 

As il lustrated in Table I, in the country, there are only 98 ,708 women who have 

an educationa l leve l of fi rst degree and above. However, there are 3 17,804 ma les 

III the sa me educational leve l and the number of wo men diplo ma holders is 

smaller than men . J n the same patlern, the number of wo men w ho co mpleted 

secondary sc hool s by the yea r of 20 12 was sma ller than that of ma les and this 

shows the low participat ion of wO lll e n 111 school ing and thei r partic ipa tion 
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decreases fiDln secondary to tert iary schoo l level. So that , hence ho ld ing 

manageria l positions 1I1 secondary schools reqUIre second degree, the low 

partic ipation of wo men in tertiary school leve l is one of the factors contributes to 

the presence of few fe male principals in seco ndary school s than ma les. 

Therefo re, to enhance the partic ipat ion of wo men in the soc iety and ensure gender 

equality, because today's g irl is tomorrow's woman, it is important to provide 

fo rma l educat ion , increase their number in schoo ls, and train them the necessary 

skills and competences that ensure the safety and well being of the society. 

Furthermore, educating women plays great ro le to improve wo men ability to so lve 

problems and seek so lutions, fo r deve lopment o f high se lf-esteem, and establ ishin g 

network of wo men through which they share the ir experience and as a resul t, they 

beco me co mpetent enough with males to ho ld manageria l pos it ions (Schu ler, 

1992:268). 

2.3.4. Individual Barrier s 

Individual barr iers are barr iers that can be created within the in dividual himse lf or 

herse lf. There are different individual barriers that are respons ibl e fo r the low 

partic ipation of wo men in educational leadership . The next part of the study dea ls 

with how the three individua l barriers; aspiration leve l, self-confi dence, and fear of 

balancing work and family li fe reduce the part icipation of women as sc hoo l 

admin istrator. 

2.3.4.1. Aspiration Level 

Studies show that there are wo men who believe that school administration is not 

the iT task. However, women w ho are engaged in school administration foc us more 

on chi ldren, teach ing, and learn ing. The Paradox is that when women that are not 

managers see other wome n ad ministrato rs in volved in incorporating the act ivities 

of teachi ng and learning and contact with children, their interest to beco me leader 

will in crease. This indi ca tes that having more fe male ro le mode l leaders wi ll 

increase the asp irat ion leve l of o ther women to beco me leaders and the reverse is 

a lso true (Ouston. 1993:5 1). 
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Furthermore as cited in Shakesahft ( 1989: 85), Andrews ( 1984), argue that, " low 

self-confide nce can affect aspiration level. " A person with high self-confidence has 

a chance to attempt any action than a person with low se l f-con fidence. Therefore, 

because o f cultural barriers like stereotyping or unfamiliarity o f the publi c sphere, 

those women who deve loped low se lf-esteem can deve lop low aspirat ion level to 

partic ipate in any public services and as a result , these women lack the chance to 

move upward position to hold managerial positions than those who have high 

aspiration level. 

2.3.4.2. Self - esteem (Self - Confidence) 

Lack of se lf-co nfidence is resul ted from a sex-structured co mmunity that beli eves 

women inabil ity to participate in diffe rent positions includ ing manageria l positions. 

Therefore, this makes wo men to develop lack of self-confi dence in public areas 

that resulted fi·o m absence of suppOtt and negative discriminatory actions that 

excludes women from the sphere. As a result , women develop low self-esteem 

and give chance to the establishment of male do minated soc iety (Shakeshaft, 

1989: 139). Moreover, lack of se lf-confid ence leads to un fa mili arity o f co nditions 

that discriminates wo men from the society. 

For instance, as indicated by Ouston (1993:5 1), if women and men apply for any 

kind of job whether they are qualifi ed or not, and if they arc not success ful, men 

blame for the externa l factors for their failure. However, the story in fema les is 

qu ite di fferent; if they arc not success fu l, they code the fa ilure as persona l fa ilure 

and dec ide not to co mpete or apply any schoo l administration pos ition. Those 

people who have high self-confidence tend to deve lop skills, attitudes, va lues, 

familiarity with conditions, and high aspirations and they can apply and compete 

fo r any job oppottuni ty inc luding schoo l administration (Kanter, 1977: 158 ci ted in 

Shakes hafl 1989:89). 
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2.3.4.3. Fear of Balancing Work and Family Life 

In addition to lack of self-confidencc and low aspiration level to administration 

position, fear of balancing work and fam il y life is one of the great cha ll enges 

that women face to become sc hool principal. As compared to women, men have 

fewer domestic respo nsib iliti es than women of the same position do. For instance, 

women are responsible to care for chi ldren, cooking of food, fetch ing of water 

etc. (Ha le, 1989: 25). 

Furthermore, Vertz ( 1985) as cited in Hale (1989:25). in add ition to domestic 

activit ies, absence of support from husband /spouse/ by sharing of domestic wo rk, 

number of sib lin gs, and perception of the importance of one's wo rk are the majOr 

cha llenges that women face to become school leader. If there is no support from 

the family for division of labour, if there are large number of chi ldren ,and if the 

fami ly or husband perceive that women managerial position as less important 

,usually the woman wi ll less aspire to become schoo l principal fearing of 

balancing those domestic burden with that of professional wo rk . 

2.4. Participation Level of Women in Leadership 

2.4.1. Global Context 

Even if women share half of the world population, their participation in leadership 

IS low in different organizations than men. The employed women are concentrat ed 

III very specific jobs like teaching, nurslllg, and technical profess ions but 

profess ions like architects, engineering, managerial positions, and governme nt 

administration positions are dominated by mcn (Anker, 1998:268). In relation to 

this, Aldcr et al (1992:3) , argue that women represent 40 percent of the world 

force but they share only 20 percent of the managerial positions. 

Human Development Report 2011 (20 11 :6 1) confirms that , from the Gender 

Inequality Index of 145 countries, the largest gender inequality is observed in sub­

Sahara n Afi'ica followed by So uth As ia and the Arab Countries. According to the 

report, in sub-Saharan countries, the gender inequality arise due to dispariti es in 

education, maternal mortalit y, and adolescent fertility rates. 
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However, in South As ia, in education, nationa l parliamentary representation, and 

labour force women are far behind than men . Unequa l labour force partic ipation 

and low educational attainment are the major problems that leave women behind 

than men In Arab Countries. Moreover, the report indicates that wo men 

participation IS low in decision making around the g lobe. Higher positions in 

decision making fro m 150 elected heads of state and 192 heads of government, 

the number of women was 7 and II respect ively. Furthermore, the partic ipat ion 0 f 

women is a lso low in enrollment of secondary school educat ion (Luneburg e t a i, 

1991:52 1 ). 

In relation to this, the report of 200 1/02 millennium indicators base of the UN 

shows that the enro ll ment of females in secondary schools per 100 boys was 65 

percent III Burk ina-Faso and 47 percent in Beni n. Furthermo re, as shown III 

Ouston (1993:3), the participation of women in educational leadership was low as 

compared to men. For instance in England and wha les the participation of women 

in secondary schoo ls was 17 percent in 1990 and 18.3 percent in 1991. In 

general, around the g lobe, the participat ion of women in education and decision 

making positions is low as compared to males. 

2.4.2. T hc Ethiopian Co ntcxt 

Similar with that of other deve lopin g countries, the problem of gender incqualit y 

is a co mmon phenomenon in the rura l and urban part of Et hiopia. In our soc iety, 

women invo lve mainly 111 domestic acti vities where as men invo lve 111 outdoor 

acti vi ti es li ke education and commun ity services. In re lation to this, the FORE 

gender perspective guide line (200 I: I) shows that, women in the rural part of 

Ethiopia spend more than 15 hours per day for activit ies like fire wood 

co llection, water fetchi ng, childcare, petty trade, spinning vegetab le, and garden ing. 

Sim ilar with the rural women, urban women of Et hiop ia also invo lve in selli ng of 

foods and dr inks, petty trades, and spin ni ng and in both cases, the majo rit y of 

women participate in informal economic activities. As a result , they have little or 

no ti me for educat ion. On the other hand, males, unlike females, have sufficien t 

time for schooling and therefore, this creates discrimination of wo men from men 
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and this attitude, as indicated in World Bank report (20 11 :2 1), can become a 

trend trom generation to generation. So that, this gender stereotyping of ma les and 

females m the society creates differences in emplo yment rate and the number of 

women espec ially in profess ional areas becomes low. In support of thi s, Taco li 

(20 12: 17) emphasizes that, s ince wo men participate more in domestic ac tivi ties 

than men, they mostly participate in lower quality paid work. 

With regard to parliament participation of women, the report of UN (2004: 34) 

indicates that, although women represent 49 percent of the population, they onl y 

represent 7.6 percent of the parliament. The statistical report of the 20 II urban 

emplo yments and unemployment of the Central Stat istical Agency (2012:8 1) of 

FORE indicates that, in the year of 20 12, fro m the total number of employed 

popu lat ion aged ten years and above, (5,726, 116), the contribution of fema les is 

only 2,524,074. 

Table 2. Job pmticipation of males and fema les 111 urban area-country tota l 

No. Sex Professions 

Legislator Professionals Technical Clerks. Service, 

senior associate shop and 

n5ficial s and professionals. market 

managers. sales 

workers. 

t Male 128,932 259, 132 225,287 123, 190 646,234 

2 Female 36,284 117,154 134,441 193 ,190 869,985 

Source: CSA, (20 12:81) 

As in dicated in Table 2, the participation of wo men is low in professio ns like 

leg is lator and senior offi cials and ma nagers (36,284), profess iona ls ( 11 7, 154), and 

technica l assoc iate profess iona ls (134,441) . HOlVever, in the urban part of the 

country, women's participation was very high in jobs that require technical skill s. 
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For instance 869,985 of women were involved as service shop and market sales 

worker and 193,190 of females were clerks. On the contrary, 128,932 males were 

managers and 259,132 of males were professionals but the participation of males 

was low in jobs like clerks (123,190) and service, shop and market sales workers 

(646,234) as compared to females. Therefore, the above data indicate that, in the 

urban part of Ethiopia, the participation of women was low as professionals and 

managers as compared to males but their participation was high III jobs that 

require skills. Furthermore, the data obtained fi·om CSA reveal that, 111 the years 

of 20 II and 2012, in Addis Ababa city, the participation of women 111 jobs like 

managerial positions and as secondary school professionals was low but their 

participation was high in jobs that require skills like housekeeping and restaurant 

services, secretaries and key board operating clerks. 
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Table 3. The participation of males and females in some occupations in Addis 

Ababa 

No. Professions Sex Years 

2011/12 2012/\3 

1 Legislator officials and managers. M 29,831 28,0 II 

F 7,656 13, 186 

2 Professionals secondary school teaching. M 9,758 18,050 

F 3,411 3,433 

3 Secretaries and keyboard operating M 3,850 3,888 

clerks. 
F 26,160 34,0 II 

4 Housekeeping and restaurant services. M 23,903 2,651 

F 40,838 12,299 

5 Library, mail , and related clerks. M 1,775 697 

F 26, 118 3,825 

Source: ( CSA, 2011:77 and CSA, 2012: 92-95) 

The data from Table 3 show that the number of males was high in professions 

like managers and legis lator officia ls. For example, by the year of 2011112 and 

2012/ 13, in the city, there were 29,831 and 28 ,0 11 male leg is lators and managers 

respectively. However, by the same year, 2012/ 13, there were only 28,011 males 

and 13, 186 females were working as legis lator officials and managers. 

Fu rthermore, as the data fj'Olll Table 3 revea l, as compared to men, the 

participation or women as professionals in seconda ry schools was lo w in the two 

success ive years; 20 11112 ( 3,41 1) and 201211 3 (3 ,43 3). 
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By the year of 201 I1l2, there were 9,758 and by the year of 20121l3, there were 

18,050 male profess ionals in secondary schools. On the contrary, by the year of 

20111l2, there were only 3,850 males working as secretaries and keyboard 

operating clerks and by the year of 2012/13, 3,888 males were wo rking as 

secretaries and keyboard operating clerks. However, by the year of 2011 / 12, 

26, 160, and by the year of 2012/13, 34,011 females were working as secretaries 

and keyboard operating clerks. Tn addition , the participation of women was very 

high in jobs like housekeeping and restaurant services. In relation to this, by the 

year of 2011112, there were 40,838 females and only 23 ,903 males were invo lved 

in job like housekeeping and restaurant services. Therefore, as the data fi'om the 

Table reveal, by the years of 2011112 and 2012113, in Addis Ababa, the 

participation of women in jobs like legislators and managers and professional s in 

schools had been very low as compared to men. 

Moreover, simi lar with other sectors in the city, the participation of women in 

educational administration is also very low. The data from Addis Ababa City 

government education bureau show that, 111 the 37 governmenta I secondary 

sc hools, in 2011112 (2004 E.C) academic year, there was only one school led by 

fe male principal and 23 governmental seco ndary sc hools were led by male 

principals and the rest 13 schools were led by 13 female vIce 

principals(f'uo}'''Vd-;/S- f''l-!-/- ,J,uod-C AEflJ-)'- 'PS- f' Pd- 'L.K-)'- f'·I-/U.i!-

EflJ't-'PA :2004 I ). In genera l, fi'om the above paragraphs, we can conclude that the 

participation of women in di fferent managerial positions was low as co mpared to 

ma les. 
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2.5. Documents and Policy Review 

To increase the participation of women In economy, pol itics, educat ion, and in 

all aspects of development and to make them eq uall y participate and benefit with 

men, polices III the international and national levels had been developed and 

implemented. At the international level, African wo men's Report 2009 (2009: 183-

185), shows that among the va no us strategies that empower women, the 

Convention on Elimination of All forms Against Women(CEDA W 1979), the 

Beijing Plat Form for Action (BPFA 1995), and the Millennium Development 

Goals (MDGs) were the main strategies that focus on the equality of women in 

the society. 

The main concern of the convention of CEDA W was to provide equal opportunity 

for women and enhance their participation in the economic and social life of the 

community and in addition, the BPFA ( 1995) focused on providing women equal 

right with men in the economIc sector and provide job opportun ity in the society. 

As indicated in the World Bank report 2012 (20 11 :3), the 2010 Millennium 

Development Goal summit has developed a g loba l action plan to achieve the 

goals by the year of 2015. The su mmit also developed a resolution to ensure 

gender equality by developing policy 111 di fferent sectors including, economy, 

health, education, and decision making. 

Ethiopia, as a member of the United Nations (UN), is one of the countries that 

agrees w ith the 12 areas of focus of the BPFA for to take action and therefore, 

polices and strateg ies has been developed aiming at ensuring the partic ipat ion of 

women in a ll secto rs and creating gender equali ty in the soc iety. So that, to 

ach ieve the goals, organizations like Women Affairs Office (WAO) in the Prime 

Minister 's Office (PMO), Bureau of women's, children and yout h at the federal 

and regional levels were established. 

Furthermore, in add ition to the FORE const itutio n, po lices like the National policy 

of Ethiopian women were deve lo;ied. (Gender perspect ive gu ide line proj ect 

pla nning in Et hiopia, 2001: 8-11). 
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The Nationa l Policy on Ethiopian women, as indicated in the FORE gender 

perspective guide line project planning III Ethiopia (200 I :9), encourages the 

participation of women in the socia l, polit ica l, and economIc sections and as 

resu lt, they assure their democratic right and it focuses on how to enhance 

women's participation in decis ion making in the communit y. In add ition to the 

development and implementation of polices and strategies that ensures the 

participation of women in economy, soc ial, education and po litical sectors, the 

government of Ethiopia has developed targets that aim to assure the participation 

of women in leadership positions. 

For instance, the constitution of FORE Article 35 number 3 ensures equal 

participation of women in the soc iety. It states that: 

The historical legacy oj illeqllality and discrilllination suffered by women ill 

Ethiopia taken into account, women, in order to remedy this legacy, are entitled 

to affirlllative lIIeasures. The p"'1'ose oj such I/leasures shall be to provide special 

al/entioll to women so as to enable Ihelll compete alld participate 0 11 the basis oj 

equalily lVilh I/len in political, social and economic life as well as in public and 

private institutions. 

Furthermore, the FORE Education Sector Deve lopment Program IV (ESOP IV) 

(20 I 0111-2014) action plan shows that targets has been set to improve the 

qualities of teachers and promote women participation in educational leadership 

(ESOP IV, 20 I 0:20). 

From the targets: 

~ The share of female leaders wi ll increase by 100 percent in 2014/ 15 and 

~ The share of wo men among students in colleges of teachers education wi ll 

increase fi·om 45 percelll in 2008/09 to 50 percent in 20 14/ 15 are the main 

targets that focuses on women's participation in educat ional leadership and 

education. 

In general , lO promote \vomen participation in al l aspec ts of deve lopment , the 

government or Ethiopia has been play ing a cruc ial role. 
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2.6. Selection Criteria of Secondary School Principals in Ethiopia 

Simi lar with other profess ions, professiona ls to become sc hoo l principal , shou ld 

fu lfill ce rtain requ irements that make them qualified to the posit io n. Therefo re, III 

order to become sc hoo l lead er, one should have second degree in any fi e ld o f 

education and helshe should take at least one course related w ith school 

administration and 111 addition, helshe should successfull y co mplete pre-jo b 

trainings that that would enable the princ ipa ls effective while managing the schoo l 

(rk}·i"~·.r' OIJ9"Ulr ;S tI"'I:/- (7UCU '?·nc 11f (7Udl1/-,f' 1 1999 :30). 

Furthermo re, in addit ion to the educatio na l qu a lifications, two years of experience 

as beginner schoo l princ ipa l and high work perfo rmance were a lso the criter ia 

used for selection o f p rincipa ls fo r secondary schoo ls {f'CMt U1'Y"U':·'}'j" 

(t·TC"iJ ,em:-:)" l'rIF·'j" I' J.'.L~· (JJ"",:" aM",/-." j 2000 : 26). 

2.7 Actions that has been taken to E nhance Women Participation in 

Educational Leadership 

In order to promote the partic ipation of wOlllen in educational leadership some 

measures has been implemented at the international and national leve ls. So me of 

the actio ns that promote women partic ipation in leadership position are listed 

be low. 

2.7.1 Gender Mainstreaming in all Government Departments 

To promote the partic ipatio n women in dec ision mak ing, as stated 1I1 Afri can 

women 's report (2009: 182), countr ies sho ul d establ is h gender desks In a ll 

inst itutio ns and to ensure the effecti veness of gender ma instrea ming, su ffi cient 

finan cial resources shou ld be a llocated . The strategic plan of BPFA o bjective H. 2 

also assures th is ac tion that "governments should integrate gender perspecti ves int o 

leg islat ions, public po lices program and projects." This measures the extent to 

whi ch governments were cOlllmitted to gender mainstream ing. However, 

establishment of gender desks on ly is no t sufficient; so that, to pro mote wo men' s 

partic ipation, their c rfcct ive ncss shou ld be eval uated and checked in regular basis. 
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2.7.2 Getting Women Trained 

The sc hool principal is expected to manage and organ ize the human and financial 

resources of the schoo l. So that, trainings play great role to br ing women 

candidates to leaders hip position and enhance their sk ills. As stated by Shakeshaft 

(1989: 128), lack of quali fied female candidates is one of the facto rs that hi nder 

the participation of women in leadership. Therefore, the main strategy to enhance 

the number of women principals is Providing On- job and pre-job trainings and 

formal university educational administration courses that wi ll enable women to 

acquire enough know ledge about school leadership and to equally compete 

academ ically in leadership positio n w ith men. As a result, once these women 

enter to adm inistration, having the ski lls and knowledge of leadership, wi ll 

participate III decision making and deve lopment of polices and strategies 

concermng women. 

2.7.3. Support for the Women's Quotas and Taking Affirmative Action 

Tn order to break the cultural attitudes towards female leadership and to ensure 

females participation in leadership positions, taking affirmative action, is olle of 

the means to overcome the problem of gender inequality. For example, quota 

system, increasing the number of female leaders by giving them large number of 

seats than males, is one of the means to increase women '5 participation In 

educational leaders hip . In supp0l1 of this, as cited in Ali'ican Women's report 

2009 (2009: 185), Art icle 4 of CEDA W on temporary special measures state that, 

"Adoption by state part ies of temporary special measures aimed at accelerating de 

facto equality between men and women shall not be considered discrimination as 

defined in the present convention, but shall in no way entail as a consequence 

the maintenance of unequal or separate standards, these measures shall be 

discontinued when the objectives of equa li ty, opportu ni ty, and treatment have been 

achieved." Furthermore, African wo men 's report of 2009 (2009; 187-188), 

recolllmends the fo llowing actions to promote women's partic ipation in leadership 

position and political participation. 
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Afi-ican governments, civil society, and UN agencies must: 

» Develop and imp lement capacity building programs to support women 

aspirants and potential cand idates_ 

» Support nurturing program to fema les at all levels of education, at which 

they should be encouraged to assume leadership and representative roles in 

their institut ions_ 

Affi rmat ive action incentives: 

» Offer incentives that w ill encourage countries to implement affu-mative 

action po licies that could be supported, implemented, and sustained_ 

» Countries wit h impress ive rations can be selected to host important regiona l 

and globa l meet ings_ 

» Promote women as successfu l role models in the po litica l and leadership 

areas. a o 

With regard to this, the Ethiopian gove rn ment has been taking various act ivities to 

minimize the gender gap at all levels_ In relat ion to this, UN report of 2004 

(2004:8) indicates that, the fo llow ing po ints are the oppottunities that Ethiopian 

women have been ga 111 II1g. 

» The curricu la are gender sensitive. 

» Educational fina nce has been given to enhance girl' s participation. 

In connection wit h thi s, schools with low drop out of females , 

hi gh enro lment of females, and that ensure equal educational 

oppottunity fo r students has been receiv ing in centivcs 1]-om the 

government . 

To increase women participation in dec is ion maki ng posit ions, d ifferent boards that 

encourage women's participation; including education training management board 

and parent teac her associat ion (PTA) has been establis hed in different levels 

inc luding \Vorcdas and schoo ls. 
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Furthermore, to increase the number of female managers, head teachers and 

teachers, the following act ions have been implemented. 

;.. Gender focal persons have been assigned 111 higher inst itut io ns. 

~ Thirty percent of opportunity in higher education is reserved for 

females. 

;.. Incentives have been created to attract more females in to 

teaching professio n. 

2.7.4. Create Jobs 

Qualified women in administration were unabl e to obtain job in administration 

position (Shakeshaft, 1989: 132). Therefore, to bring qualified wo men 111 

administration job, we shou ld pro mote the participat ion of women in leadership 

position and as a result , these educational leaders w ill become role models (Chin, 

2007:240). 

2.7.5. Networks 

In add ition to other factors that promote wome n's partic ipation 111 educational 

leadership, support from the family and co lleagues at work place is very 

important to moti vate them, to share experience on how to handle administration 

tasks, and to deve lop se lf-confidence (Shakesha ft , 1989: 137). Through their 

network, women can share experience, develop manageria l skills, and can deve lop 

se lf-confidence to lead a school and as a resu lt , the partic ipation of wo men 

leaders will mcrease 111 schools. However, as indicated by C hin (2007:240), the 

concept of networking shou ld not ent irely focus on wo men's only, and special 

co nsideration should be taken to have men in the networks. This is because, since 

the position of leadership dominated by mal es, there are no enough wo men in 

managerial positions to he lp everyone, and therefore, having men in the networks, 

will enable women to sha re experience and deve lop their managerial ski ll s. 
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2.7.6 M entoring 

A mentor is a trusted experienced profcssional w ho is willing to assist a less 

experi enced perso n by listening, shar ing experience, advis ing, and guiding (Davies 

et a i, 2005 : I 04) . Mentors share experience and sk ill to the inexperienced perso n 

(Hale et ai, 1989: 19) and menta ring enables women leaders to have the necessary 

skills on how to handle managerial positions. It involves sponsoring, glVlng 

training, giving advice, building confidence, and nurturing managerial skills (Hale 

et ai, 1989:31). Furthermore, the presence of mentors make women to be act ive III 

professional and management work and it increases the mobility of wo men III 

manageria l position but if there are no mentors, it wi ll indicate "no entrance" 

signal to most qualified and motivated women who aspire leadership. So that, 

having mentors is cruc ial to support women to achieve in educational leadership . 

2.8 Improvement in Hiring Polices and Strategies 

Provid ing women the appropriate knowledge, trainings, and having networks wi th 

co ll eagues wi ll help wome n to become effective in their managerial ski lls. 

In order to do this, women's should get the chance for emp loyment to 

administrative position and it is necessary to change the attitude of individual s 

who recruit emp loyers to avo id gender bias by providing fmancial and technica l 

support to help them to eva luate the ir own policics and practiccs not to take any 

discriminatory actions whi Ie selecting employers (Shakes haft , 1989: 137). 

2.9 C han ging the School Context in which Women Work 

Institutional co ntcxt in whic h women work shou ld be adjusted III a way that 

women teachers shape and view their careers and this could be done by prov iding 

support and network s for women and helping women to analyze the working 

envi ronment. Sc hools should be 'wo men fi' iend ly' i.e. sc hools in which the 

decision mak in g processes were informed by an awareness of equa li ty and equit y 

(Ouston, 1993:78). 

In add ition to creating jobs for wOlllen that balance nature or the internal 

admin istration context, schoo ls should be adj usted to provide network s tar wo men, 
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helping women to analyze the schoo l culture and environment , induction to 

training and counseling shou ld be provided (Shakeshaft, 1989: 135). 

Therefore, to summarize, countries have been implementing different polices and 

strategies and taking actions to promote women partic ipation in leadership and this 

is a great opportunity that encourage women to become leaders in schoo ls and in 

other organizations. 
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CHAPTER 3. METHODOLOGY AND DES IGN OF THE STUDY 

3.1. Methodology 

The study was aimed at ident ifying the cha ll enges and o pportuni ties of women to 

be leaders in selected governmental secondary schoo ls. Qualitative and quantitative 

research method was emp loyed for it aids in identifYing the challenges and 

opportunities of women to be leaders in selected governmental secondary schools. 

3.2. Study Design 

This study employed survey design and such k ind o f des ign is best to gather data 

at particu lar po int in time w ith the intention of describing the nature of existing 

cond itions, or ident ifying standards against which existing conditions can be 

compared, or determining the re lationships that exist between spec ific events 

(Co hen, 2000: 169). Moreo ver, survey method gathers data 6'om a re lative ly large 

number of cases and is easy to general ize by us ing the .appropriate stati st ica l too ls 

(Best, 1993: I 07). 

3.3. Sources of Data 

In order to conduct the research, primary and secondary data sources were 

employed. The Addis Ababa city government educat ion bureau ge nd er expert, 

offic ia ls from wo reda educat ion offices, secondary schoo ls v ice princi pals and 

principal , teachers, and students were used as primary sources of data whereas 

alIDua l reports, manuals, documents, and journals were used as secondary sources 

of data. 

3.4. Study Population and Sampling Technique 

In Addis Ababa City government, there are 10 sub c ities and 116 woredas. In the 

sub cit ies and waredas, there were 165 govern ment , 106 publi c, and 564 private 

schoo ls with a total number of 24, 868 teachers and 527, 235 students 

(l'ov9"tM" }C; 1")'/ ')' ~l(fD/.·C AU?:,. 'PC; r /-',/.. 'U.:,· O?'I ·'PA I 2004 1->. From 

thc go vernmcntal sc hoo ls. 37 of thcm were seco ndary schools of whi ch I sc hool 

was led by fema le princ ipal . 13 schools were led by 13 female vice princ ipals 

and 23 schoo ls were led by ma le princ ipals. 
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These schools, including students, teachers, vice principa ls, a principal, Addis 

Ababa city government education bureau gender expert, and woredas education 

offices offic ials were the target population of this study. 

From the sample population, one Schoo l, the only sc hoo l that was led by female 

principa l, and four schools that were led by female vice-principals were selected 

by purposive sampling technique. In the sample schools, there were 316 male and 

101 female teachers, 2,797 male and 3, 11 2 female students (i.e. there were total 

of 417 teachers and 5,909 students). Out of these, 185(44.4%) teachers, 60 

students, 1( 100%) female principa l, 4(30.77%) female vice principa ls, 1( 100%) 

gender expert from Addis Ababa c ity govern ment education bureau, 5 offi cials 

fro m woredas education offices were included in the study. The teachers and 

st udents were se lected by simple random sa mpling whereas a princ ipal, vice 

principals, gender expert, and education officials from woredas educat ion offi ces 

were se lected by purposive sampling. 

3.5. Data Gathering Instruments 

In order to have a better understanding and achieve the des ired goals of the 

research, the data were co llected through questionnaire, interview, and focus group 

discuss ion. 

3.5.1. Questionnaire 

It is widely used and usefu l instrumen t for collecting survey informat ion and it 

ca n be used in the absence of the resea rcher (Cohen et ai , 2000:245). In order to 

co llect data, questionnaire co nta ining both close and open- ended qucstions were 

dcveloped. 

The close - ended questions, five point li kert scales questions were deve loped that 

allow the respondents to choose the poss ib le responses that fi ts to their response 

and the open - ended questions were prepared that allow the participants to write 

thcir answers in their own words. T hcrcfore, 185 questionna ires (both opcn and 

close - ended) werc admini stercd to fcma le and male teacilers. 
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3.5.1.1. Pilot Test 

Before the data co llection, the questionnaires were pre- tested in non-sample 

secondary school. So me items were commented to be written in simple language 

and comment was given to rearrange the sequence of so me items. Therefore, 

based on the comment, four complex words rep laced by simple words that could 

be understood easily by the respondents and items concerning policies and 

organizational set up were a1Tanged to the first part of the questionnaire. Then 

after checking the instrument, it was dispatched to teachers of the sample 

secondary schoo ls. 

3.5.1.2. Procedure of Qnestionnaire Administration 

In order to collect data in the sample schools, letter of coo peration g iven to the 

principals and they were willing to administer the data collection process. 

Therefore, the questionnaires administered to female and male teachers in the 

schoo ls. At the end, from 185 questionnaires admi nistered, 180 (97.3%) 

questionna ires were correctly fill ed and returned . However, two ( 1. 1%) 

questionnaires were not correctly filled and three ( 1.7%) questionnaires were not 

retullled. 

3.5.2. Intervie\v 

Since open-ended interview are fl ex ible, allow to probe, and provide thick data 

(Cohen et a i, 2000:275), open-ended interview were administered to 5 woreda 

educat io n office officials, I fe male principal, 4 fe male v ice principa ls, and I 

gender expert. 

3.5.3. Focus Group Discussion 

Focus group discussio n IS one of the data ga thering tools whereby group of 

ind ividua ls are se lected to di scuss together in a focused and moderated manner 

the topic under researc h. Therefore, fo ur fo clIs group disc uss ions each containing 

15 students were conducted 111 four secondary schoo ls (i.e Agaz ian, AII- ica 

Hibrct,Yckatit 66,anc1 Dil ber seco ndary sc hoo ls). The sc hoo l. A II'ica Hibrc t. was 

selected because it was the o nl y seco nda ry sc hoo l that was led by felllale 
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principal and the rest secondary schoo ls (Agazian, Yekatit 66, and Dilber) , were 

selected because the schools were led by female vice principa ls and the researcher 

experience during his work exposure. 

3.6. Methods of Data Analysis 

In order to analyze the data, different appropriate data analyses methods were 

emp loyed. Since the data were both qualitat ive and quantitative, the quantitative 

data were presented using tables and interpreted, with the aid of SPSS, using the 

appropriate statistical tools like percentage, fi'eque ncy, mean, weighted mean, and 

t -test. 

Following the analysis of each quantitative data, analys is of the qualitative data 

was conducted through nalTation. To protect the rights of the participants, coded 

names were used. Then based on the informatio n obtained from the analys is, 

interpretations were made to reach out some conc lusions and based on the 

co nclusion made, possible so lut ions were recomme nded. 



CHAPTER 4. PRESENTATTO 1 AND ANALYSIS OF THE DATA 

This chapter deals with the presentation and analysis of the data that are divided 

into two parts. The first part deals with the characteristics of the respondents that 

describe the sex, age, educational background, work exper ience, and marital status 

of the respondents. The seco nd part of the chapter deals with the analysis of the 

respondents that were obtained through questiOlmaire, interview, and fo cus group 

discuss ion. 
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4.1 Characteristics of Respondents 

Table 4. Characteristics of respondents 

No. Categories Male Female Total 

No. Percentage No. Percentage No. Percentage 

I Sex 110 61. 1 70 38.9 180 100 

2 Age 

::;23 12 10.9 8 7.3 20 11. I 

24-34 88 80 46 65.7 134 74.4 

35-45 10 9. 1 8 11 .4 18 10 

46-55 - - 8 4.4 8 44 

3 Educationa l 

background 

MNMSc 4 2.2 0 4 2.2 -

BNBSclBED 106 58.8 70 38.8 176 97.7 

Dip loma - - - - - -

4 Work 

experience(in 

yea rs) 
46 25.5 18 10 64 35.6 

1-5 
52 28.8 26 14.4 78 43.3 

6- 10 
- - 12 6.6 12 6.6 

11 - 15 
2 1.1 6 3.3 8 4.4 

16-20 
10 5.6 8 4.4 18 10 

~2 1 

5 iVlarita l Status 

S ing le 70 38.9 16 8.9 86 47.8 

Married 40 22.2 54 30 94 52.2 

Other - - - - - -
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Table 4 shows the characterist ics of the respondents in terms of sex, age, 

educational qualification, work experience, and marital status. With regard to the 

number of the respondents, the number of males 110 (61.1 percent) was greater 

than the number of fc males 70 (38.9 percent). From this, we can conc ludc thcre 

were so me factors that co ntri buted to the low participation of wo men teachers in 

seco ndary schools and smce women principa ls who cou ld fulfill the cri teria for 

sc hool principal were selected trom fema le teachers, the low number of female 

teachers bad its own ind irect contribut ion to the low participation of wo men 

principals. This indicates that there were several factors that should be studied 

which contribute to the low part icipation of wo men principals in secondary 

sc hools. 

The age distribution shows that the largest propOition of respondents, 134 (74.4%) 

was fou nd between the age groups of 24 and 34. Fro m these, 46 (65.7%) and 88 

(80%) of them were female and ma le respondents respect ively. Furthermore, fi·om 

20 ( 11.1 %) respondents, 12 ( 10.9%) of male and 8 (7.3%) of female respondents 

wcrc at thc agc of Icss than or equa l to twenty tlu·ee (:'023). On the other hand, 

from the 18 (10%) respondents, 8 (1 1.4%) of fema le and 10 (9. 1%) of ma le 

respondents were fo und between at the age groups of 35 and 45 years However, 

there were onl y 8 (4.4%) female respo ndents fou nd between the ranges of 46-55 

years of age. 

From these figure it is poss ible to conc lude that most of the responde nts were 

matured enough to answer and ana lyze questions related with schoo l leadership. In 

relat ion with the educat ional qua li fication , out of the total respondents 180, 

176(97.7%) were first degree (BAfB.Sc/BED) holders and of which, 106 (58.8%) 

were males and 70 (38.8%) of them were fema les. However, fi·om the tota l 

number of respondents, only 4 (2.2%) of males were second degree holders and 

none of the respondents were diploma holders. 

Therefore, the findi ng co nfi rms that the respondents had a better understand ing of 

issues related wi th wome n and leadership. 'Moreover. it was encouraging Ihat all 

of the wome n were fu'st degree holders, so that since the min imum requirement 
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for school leadership position requires second degree in school leadership, these 

women, if they were given the chance of attending further education, they wou ld 

have the chance to become sc hool principal. Therefore, much should be done to 

enco urage women to participate in school leadership and this requires the 

commitment of stakeho Iders to enhance the participation of women principals in 

secondary schoo ls. 

In addition, with regard to the work experience of the respondents, the data from 

Table 4 revealed that, 78 (43.3%) of the respondents had work experience of 6 to 

10 years, 64 (35.6%) of them had worked I to 5 years, 12 (7%) had an 

experience of II to 15 years,8 (4.4%) had an experience of 16 to 20 years, and 

18 (10%) of the respo ndents had work experience of 2 1 years and above. From 

these we can conclude that most of the respondents were we ll experienced to 

attempt questions related with leadership and gender issues. 

The percentage distribution of marital status of the respondents indicated that 

86(47.8%) of the respondents were single and 94(52.2%) were married and 

therefore, since the majority of them were exposed to dua l respons ibilities; 

domestic and professional, they had a better understanding of the domestic and 

socia l barriers that affect the participat ion of women in school leadership. 

Furthermore, since the majority of women respondents were married (54 or 30%), 

they were expected to know in detail concerning the various facto rs that 

contribute to the low participation of women principa ls in secondary schools. 

Genera ll y, the characteristics of respondents revea led that, the major ity of them 

were matured enough, well experienced, well qualified, and they were exposed to 

family responsibil ities. Therefore, the response obtained [rom the respondents wo uld 

help to get information that is more reliable and ena ble to come up with concrete 

finding and conclusion. 

42 

J 



4.2. Factors that Affect the Participation of Women Principals in Secondary 

Schools 

Under this sect ion, real izing the low part icipation of women in school leadership, 

the researcher tried to investigate the exist ing barriers that hinder women not to 

become principals for secondary schools. 

For the sake of the ana lysis, the obtained mean values were interpreted as ~ 2.50 

strongly disagree, 2.5 1-3.50 moderately agree, and 2: 3.5 J -5.0 strongly agreed. 
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4.2.1. Barriers of Women to become School Principa ls 

4.2.1.1. Institutional Barriers 

4.2.1.1.1. Policy and organizational setup 

Po licy, strategies, and the organizat iona l set up were the 'd~ected barriers that 

contribute to the low participat ion of wo men principa ls in secondary schools. The 

respondents rated the items under this section in the following manner. 

Table 5. Institut ional barriers as rated by the respondents. 

Responses 

No. Barriers ur wo men 10 S 
become school leade r s , 5 4 3 2 I mean 

, 
No % No % No. % No. % No. % 

I Absence of polici cs, M , 7.3 9 ' .2 2. 23.6 30 27.3 37 33.6 2.3 
strategics, and 
organiz.ltion's plan that 
promote women 
parti cipation. 

F 4 5. 7 10 14.3 IS 21A 31 44.3 10 14.3 25 

Officials and M 3' 30.9 45 40.9 1 0.9 8 7J 22 20 3.6 
stakeholders less 

2 commitment \0 

implement gender 
sensitive issues to the F 18 25 .7 31 45.7 11 15.7 9 12.9 3.6 

community. 

3 Absence of ac tions lhal M 30 27.3 56 50.9 6 5.5 2 1.8 16 14.5 3.8 
h.".1 been taken 10 

create awareness 
conceming gender F 31 44.3 10 14.3 7 10 8 11.4 14 20 3.5 
sensi tive issues 10 11ll' 

community. 

4 Absence of recruitment M " 10.9 18 16.4 29 26..4 7 6.4 ~4 40 2.5 
cri teria that promote 
womcn 's parti cipation. 
E.g. Absence of F 9 12.9 17 24.3 - 16 22.9 28 40 2.5 
alli rm:llivc action. 

S Absence of nctwork of M 16 14.5 1I 2!U , 7.3 6 5.5 49 44 .5 2.6 
women . 

F IJ IfU; 21 30 , 11.4 , 11.4 20 ::!!U; 3.0 

6 Abse nce of role M 19 17.3 35 3 1.8 2 I.' 28 25.5 26 23 .6 2.9 
models. 

F " 17. 1 23 32 .9 , I 1.4 11 15 .7 16 22 .9 3.1 

7 Informal network of .'1 J2 ,9 49 44.5 5 45 " 10.9 " 10.9 3.7 
men . 

F 24 34.3 ::!(i 37.1 10 14 .3 10 14.3 .l(i 
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In Table 5, institutional factors that can contribute to the low participation of 

women in school principalship were presented. [n the case of item I, considering 

the absence of policies, strategies, and organizations plan that encourage women 's 

to participate in school principalship, was rated as stro ngly disagreed with 

weighted mean of 2.4 and individual mean scores of 2.3 for males and 2.5 for 

females . From this, it was poss ible to conclude that there were pol icies, st rategies, 

and organizationa l plans that encouraged the participation of wo men as secondary 

schoo l principals. 

However, with regard to item 2, which dea ls with less conunitment offic ials and 

stakeholders and their effectiveness to implement the existing ge nder po lices and 

strategies, the respondents rated this item as strongly agreed w ith we ighted mea n 

of 3.6 and individual means of 3.6 for both males and fema les. This findin g 

illustrated that even if there were gender se nsitive plans and strategies that 

encouraged women participation in school principalship pos ition, the offic ials and 

stakeho lders at different hierarchy were not committed to implement these polices 

and strategies e ffectively so as to increase the number of wo men principa ls in the 

secondary school s. 

In relation to item 3 of the same Table, co ncerning the absence of actions that 

had been taken to create awareness to the society related w ith gender sensitive 

issues, the respondents rated the item strongl y agreed with weighted mean of 3.7 

and individua l mean va lues of 3.8 for ma les and 3.5 for fema les. This revealed 

that, the soc icty, in which fcmales live, was not aware of gender scns iti ve issues. 

Therefore, it is obvious that if the society were not aware of gender sensitive 

issues, wome n wou ld suffer from soc ietal misconception that marginalizes wo men 

from dec isio n making includin g schools. 

The respondents rated it em 4 of Tab le 5, that was relatcd with the absence of 

rec ru itment criteria that promote women participation in school principalship 

position, as strongl y disagreed and the we ighted mean was 2.5 and the individua l 

mean scores were 2.5 for both mal es anti fema les. Therefore. this fi nding 

confirmed that the recrui tment criteria that were used 10 employ princ ipals lor 
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secondary schools favored the pal1icipat ion of wo men principals 111 seco ndary 

schoo ls. 

Moreover, wi th regard to item 5, the absence o f netwo rk of women 111 

organizations, was rated moderately agreed with weighted mean of 2.8 and 

indiv idual means of 2.6 and 3.0 for mal es and females respectively. Thi s findin g 

revealed that organizations were characterized by the absence of network of 

women through w hich women can share their experience and would enable them 

competent enough to hold managerial positions. Therefore, this gave chance to the 

dominance of males (informal network of men) that excludes women not to 

compete for school principalship position. 

In relation to item 6 of Table 5, the respondents rated the absence of ro le models 

as one of the institut ional factors that hinders wo men 's partic ipat ion in school 

leadership , as moderately agreed w ith weighted mean of 3.0 and individual mean 

score of 2.9 for males and 3.1 for fema les. This indicates that the absence of 

role models was one of the factors that co ntributed to the low participation of 

women principals in secondary schools. The abse nce of ro le models d iscourages 

women who aspire leadership position and it gave chance to deve lop lack of self­

confidence to become school principal. 

Finally, the last item of Table 5, the informa l network of men (dominance of 

males) that hi nder wo men not to hold school principal ship position, was rated as 

st rongly agreed w ith weighted mea n of 3.7 and indi vidual means for 3.7 for 

males and 3.6 for females. This indicated th e presence of info rmal network o f 

men in secondary schools was one of the institutional barriers that marg inalized 

women fi·om school principalship pos ition . In general, the finding from the above 

Table revealed that, the po licies, organ izationa l plans and strategies, and the 

recruitment (se lection) critcria that sc hoo ls (WEO) uscd to rccruit women 

principals enco uraged the partic ipat ion wo mcn princ ipa ls in seco ndary schools. 

However, even if the polices, plans, strategies and recruitmcnl crit eria for se lection 

of pr incipals for secondary schoo ls encouraged and fa vored Ihe partic ipation of 

women as school administrators, the above tinding revea led that offic ials and 
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stakeholders at different hierarchy were not committed to implement those pol ices 

and strategies that encouraged and favored the participation of women principa ls 

in secondary schools. 

Moreover, there were no act ions taken to create awareness to the soc iety 

concerning gender sensitive issues. Therefo re, in other words , the soc ieties' 

misconception like females were responsible to participate indoor act ivities and 

while tbe males were responsible for outdoor activities, including participating in 

different managerial position, st ill ex isted. As a result, women were exc luded 

fi'om holding schoo l administration position and this in turn created the absence of 

female role models from whom women could share experience and the ex istence 

of informal network of men (do minance of males) that exc luded wome n fi'o m 

school administrat ion pos ition. 

Furthermore, in relation to the barriers related with polices and organizationa l set 

up, the findin g fi'om participants revea led that, the organ izat ions ' (schools) polices, 

strategies and plans, and the recruitment criteria for selecting candidates to schoo l 

principalshi p position had encouraged the participation of wo men to compete and 

become school principals. For instance, M r. Z( WEO education official), on his 

part reported, "havin g the same educationa l qualification with males, for example, 

during the selection stage of school principals, thirty percent of opportunity 

(affirmative action) was given for female candidates who compete for school 

leadership position . However, the prob lem was not the abscnce of gender 

sensitive policies or strategies, it was the problem of commitment of officia ls to 

implement those gende r sensitive poli cies in to pract ice."(23 April 20 12) 

In support to this, the flllding ti'om FG D revealed that, there was a problem 

while implementing those po lices, plans, and strategies of sc hoo ls (WEO) that 

encouraged women to pal1ic ipate in educational leadership position. As student A 

stat ed, H there were good polic ies and affirmati ve act ion strategies to enhance the 

participation of women In decision making inc ludi ng schools and other 

organizations. Bu t the problem was these gender sensitive policies and strategies 

were nOI imp lement ed effecti ve ly; the offi cials and stakeholders we re nOI 
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committed to imp lement these polices and strategies effectively so as to increase 

the number of women principals and this was one of the great cha llenge that 

women face to become leaders of sc hools." (23 April 2012) 

Furthermore, he also emphas ized actions were not taken to create awareness to 

the society towards gender sens itive issues to avo id undermining of women to 

become school leaders and negative stereotyp ing. As a result, women were 

marginalized from participation of school princ ipalship position and this lead to 

the absence of role mode ls and conducive environment through which women can 

share their experience through their netwo rk and what existed was male 

dominance that excluded and underm ined the role and participation of women as 

school administrators. 

With regard to institutional harriers, the findings of different scholars revea led that 

some organizations set recruitment criteria that favor males than femal es. Timpano 

and Knight (1976) cited in Guston ( 1993:49), in support of thi s, argue that, some 

organ izations, in order to exclude wo men from managerial pos it ions, use selection 

criteria that favors males during the interview, application, and decision making 

processes. Therefore, this contributes to the low partic ipation of women in 

decision making. However, even if scholars argue that some organizations take 

measures to decrease the participation of women in leadership, the finding of this 

study revealed that, there were policies, stra tegies, plans, and recruitment criteria 

that promote the participation of women principa ls in secondary schoo ls. Therefore, 

it is poss ibl e to say that women in the schoo ls were supported by the good 

policics and strategies and organizational plans that promote the ir participat ion 111 

school leadersh ip and the recruitment cri teria favored the participation of wo men 111 

educat iona l leadership. 

Even if there were good policics ,strategies, and select ion criteria whic h favored 

the part icipation of wo men in school leadership, women wcre exc luded from 

principalship positions. This was resu lt ed frol1l Icss commitmcnt of officials and 

stakeholders to implement gender sensiti ve policies and st rategies, the absence of 

awareness or the commun ity to gender sensitive po li cies ,a bsence of role mode ls 
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in schools, absence of informal network of women through which they can share 

expen ence, and the existence of informal network of men. 

4.2.1.2. Socio- Cultural Barriers ! Stereotyping! 

This sect ion of the study dea ls with negative stereotyping of the society that 

contributed to the low paIt icipat ion of women in school administration. 

Table 6. Respondents level of rat ing towards stereotyp ing . 

Responses 

Factors S 
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I Female M 29 26A 22 20 18 16A 10 9.1 3 1 28.2 3. 1 
leaders 
are not 3.0 

as good F 12 17. 1 12 17. 1 10 14.3 26 37.1 10 14.3 2.9 
as mal e 
leaders. 

2 Females M 22 20 24 21.8 12 10.9 12 10.9 40 36A 2.8 
are 
inferior 2.8 

to F 13 18.6 I I 15.7 8 IIA 23 32.9 15 21A 2.8 
males . 

The fi nding from Table 6 of item I illustrated that, the perception of the 

respondenls towards female leaders werc not as good as ma le leaders, was rated 

as moderately agreed with we ighted mea n of 3.0 and ind iv idua l mcans of 3. 1 fo r 

ma les and 2.9 for fe males. The paradox of the fi nding was that fe males also 

agreed that they were not as good leaders as ma les. 

However the findings of di fferent scho lars showed that women leaders are 

effecti ve w hen they plan and they have charactcrist ics o f transformat ional leaders; 

wo rking in co llaboration with collcagues and coo perative (Brundreett, et ai, 

2003:4). Therefore, fi'o m th is one co uld un dersta nd that how the problem o f 

negat ive stereotyping was deep-rooted problem 111 Oll r soc iety and how it 
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discouraged women to become school leaders and how fema les were convinced 

leadership was given only to males. 

Moreover, in the same Table, the respo ndents rated item 2 as moderately agreed 

with weighted mea n of 2.8 and indi vidual means of 2.8 for both males and 

fema les indicating that wo men were infer ior to males. From these findings we can 

conclude that negative stereotyping was one of the problem that excluded women 

not to become school administrators and this negative stereotyp ing gave the 

0pp0l1unity to male dominating society and this contributed to the low nu mber of 

women principals in secondary schools and di scouraged those women who aspired 

to become schoo l leaders. 

Furthermore, with regard to stereotyping, the finding from the participants of the 

interviewee and focus group discussion also similar with the above finding. Mrs. 

K, one of the interv iewees reported that, " the society underestimated the role 0 f 

femal e leaders In schoo ls and discouraged women not to hold schoo l 

adm inistration post wit h misco nception that they were not good leaders as ma les 

rather males are considered as good leaders both at home and in organizations 

like schools. But there were effective women leaders who can perform their task 

more than men but our society IS not giving women to exerc ise leadership 

position as men." (25 April 20 12) 

Furthermore, student C, pm1icipam of FGD, stated that, "we prefer our schoo l 

principal to be male than female th is was not because of the ir abi lity but bccause 

of our soc iety misco nception. We beli eved that men were good leaders than 

females."(25 April 2012) The participants of FGD also stated that cu ltural barriers 

li ke job discrimination (i.e domestic activities were women's job where as outdoor 

activities were ma les' job) were also contributed to the low number of women 

princ ipals in secondary schools. Women were ex pected to manage di fferent 

domcstic act ivit ies like fet ching water, children care, cook ing food etc. 

In add ition, in the society, there were sayings that discouraged and undermi ned 

wo men skill s, ab ilit y, and Ihe ir asp iration to beco me school leaders. 
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For example there was saying that, "1Ij! .. n </,'}.~. rllar9" M.~· 1:Iy!: ·rn;P~~· r~~'9"" 

this is to mean that "as hyenas don't have horn women don't think," this saying 

entirely underestimated women leadership skills and their dual responsibil ity as 

mothers and professionals. Moreover, such type of wrong traditional sayings could 

made women to assume that they were inferior to males and they were incapable 

of leading an organization. As a result, they became restricted to participate 111 

domestic activities rather than aspiring for positions like schoo l adm inistration. 

4.2.1.3. Individual Barriers 

4.2.1.3.1. Balancing Work and Family Life 

In addition to their participation in different socia l activities, in Ethiopia, women 

take the share of most of the burden of fa mil y life; cooking of food, being a 

mother, fetching of water, co llection of firewood etc. Therefore, realizing this 

problem of women in our society, the researcher tried to investigate whether the 

family life had an impact on ho lding school administration position or not. In the 

following Table, two factors, fear of balancing professional work and fami ly 

responsibility and absence of support from family (husbands), were rated as 

expected barriers that marginalized wo men fro m schoo l leadership position. 

o 
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Table 7. Respondents leve l of rating lowards individual factors. 

nesponses 

N factors 
0 
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1 Fear of M 42 38.2 40 36.4 - - 3 2.7 25 22.7 3.6 
balancing 

3.6 professiona l 
work and 
fami ly F 18 25.7 32 45.7 - - 13 18.6 7 10 3.6 
responsibili ty 

Absence of M 34 30.9 47 42.7 3 2.7 14 12.7 12 10.9 3.7 
2 support from 

famil y 3.7 

(husbands). 
F 20 28.5 32 45.7 - - 3 4.3 15 2 1.4 3.6 

As ind icated in Table 7 of item I, wi th regard to women fear of ba lancing 

professional work and family responsibility as a barrier that hinders women not to 

participate in schoo l administration, was rated as strongly agreed with weighted 

mean of 3.6 and individual mea n of 3.6 for both males and fema les. 

With regard to this item, the majo ri ty of ma les (i.e. 40 or 36.4 percent) and 

females (i.e. 32 or 45.7 percent) agreed that fear of ba lancing fa mily 

responsibil ity was one of the barriers that reduces the pal1icipalion of wo men in 

sc ho ol admini stration . Moreover, wilh regard 10 item 2, Ihe absence of support 

from fami li es Ihusbandsl as a barr ier of wo men no t to partic ipate in school 

princ ipalship, was rated as strongly agreed w ith weighted mean of 3.7 and 

indiv idual mean scores of 3.7 fo r males and 3.6 for females. This indi cated the 

abse nce of support fi'om famili es or hu sband s had contributed to the low 

p3l1icipation of wo men principa ls. 

Furt hermore, the finding of the illlerviewee support ed Ihe finding of Ihe 

respondent s. M rs. Q (vice principa l) stated that. "s ince women unlike me n we rc 

exposed to differe nt domestic activities like caring of chi ldren, cooking of food, 
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and fetching of water, they, most of the time, fea r of ho lding leadership pos itions 

thinking that if they were involved in the position thi s would reduce the time for 

domestic activit ies. So that , by fearing of balance between the domestic act ivities 

and job, mostly, women don ' t hold managerial position rather they incline to 

work in domestic activities."(25 April 2012) 

Moreover, the participants of FGD emphasized the above idea that, if there was 

sharing of domestic activities at home, women could have the chance to 

participate in leadership position. However, the absence of support from families 

in sharing of domestic work , instead of looking for another responsibility, they, 

mostly think of the ir home and as result , they fear to balance domest ic work 

and outdoor acti vities (26 April 2012) . Therefore, the findin g revea led that fear of 

ba lancing professional work and family respons ib ility and absence of suppo rt fro m 

family (husbands) were also the barriers to women not to pat1icipate in school 

admin istration. 

With regard to fea r of balancing professional work and fami ly life, as sc holars 

indicated, since wo men invo lved more in domest ic activities than men, they lack 

sufficient time for outdoor activities. The problem would be more aggravated if 

there was no support fro m fami lies (Ha le, 1989:25). Therefo re, it is possible to 

say that women in the studied sc hools were excluded themse lves in school 

leadership resulted /i·om fearing of balanc ing fami ly responsibili ty and profess iona l 

work and absence of suPPOtt from family (husband) . 
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4.2.1.3.2 Aspiration of Women 

Table 8. Respondents leve l of rat ing towards aspira tion of women. 

N Responses 
o. 

F:lctors 
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I Women M 20 t 8.2 40 36.4 10 9. t 10 9. t 30 27.3 3. 1 
perceive 

3.0 leadership 
is given 10 F 8 IIA 22 31.4 8 I t A 14 20 18 25 .7 2.8 
males. 

2 Women's M 19 17.3 30 27.3 4 3.6 24 21.8 33 30 2.8 
laok of 
self- 2.7 

confidence 
to become F 21 30 4 5.7 - - t6 24.3 29 40 2.6 
school 
leader. 

With regard to aspiration of women to schoo l principalship, the two questions 

( items), as indicated in Table 8, were rated by the respondents and the finding 

revea led that the item, perception of wo men leadership was men's job, was rated 

as moderately agreed with weighted mean of 3.0 and individua l means of 3. 1 for 

males and 2.8 for females. Moreover, with regard to this item, the majority of 

males, i.e. 40 (36.4%), and the majority of fema les, i.e. 22 (31.4%), agreed that, 

women perception towards female leadership was poor and they perceived that 

leadership was the job of males not femal es. This clearly revealed that how 

females undermine themse lves and perce ive that leade rship lVas men ' s job and not 

for women. 

This idea was supported fi'o m the finding on same Table of item 2, women 's 

lack of self-confidence as a barrier to become sc hool principal, was rated as 

modcrate ly agreed w ith weig hted mean of 2.7 and individual means of 2.8 for 

malcs and 2.6 for fcmalc s. Thc refore, women 's lack of se lr~contlde nce to become 
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schoo l principal was also one of the major factors that hinder females not to 

become sc hool principal. 

Besides, the findin g from the interviewee and participants of focus group 

discuss ion shared the respondent' s idea that si nce women were underestimated III 

the society, especially associated with negative stereotyp ing, the participation of 

women as a decision maker Ileaderl in schools was low. On the other hand, it 

gave chance to dominance of males and high number participation of ma le 

principals in secondary schools. Furthermore, leave alone at school, most of the 

time, at home ,leadership Imanagingl the home, was given to males. As a result , 

so me of the women were afraid of punishing their children and rather they use 

statement like, " $).', Mtu IIp°ll) M"1~'Pi\tr," meaning" I will tell to your father" 

bel ieving that they were incapable of punishing thei r children and management 

was the role of men and not women. In addition, managing domest ic expenses 

was also given for males not for fema les and all these had an indi rect impact on 

the self-confidence of women in relation to leadership role at home and the 

society. Therefore, lack of self-confidence was a lso one of the major barriers of 

women to become school principal. 

Andrews (1984) cited in Shakeshaft (1989:85) , indi cated that, because of negat ive 

stereotyping, absence of support from co lleagues, and absence of women networks 

through which they share experIence, women, most of the time, develop low 

aspiration leve l to become principal. Moreover, Phillips (20 I 0:83), indicated that 

various cultural influences including ncgative stereotyping make the womcn to 

become dependent, powerless, and in fer ior and as a result, women perce ive 

leadership is men job not for wO lllen and they underest imate themselves and they 

wo uld deve lop low aspiration to become sc hool leader. So that, one can poss ibly 

say that as result of deep-rooted nega tive ste reotyp ing and cultural influences in 

the society, women III the studied schools of the reg ion, perceive sc hool 

leadership was given to men. Moreover, they have low se lf - confidence to ho Id 

sc hool leadership pos ition and as resul t, their participatio n was low as princi pals 

of sccondary schoo ls as compared to ma lcs. 
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4.2.1.4. Educationa l Barriers 

With regard to cducat iona l barriers, as o ne of the factors that hinder wo men 

partic ipatio n in schoo l leadership, the respond ents rated two items. Tn relatio n to 

these, the follo w ing Table shows the respondents response. 

Table 9. Educational barriers as rated by the respondents. 

Responses 

Facto,·s 
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t Low M 32 29. t 45 40.9 . . 23 20.9 10 9. 1 3.6 
educa tional 
background 3.3 

F to t4.3 20 28.6 7 10 21 30 12 17. t 2.9 

2 Absence of M 12 10.9 3t 28.2 3 2.7 37 33.6 27 24.5 2.7 
mentors. 

F 10 14.3 18 25.7 7 10 
2.8 

t7 24.3 18 25.7 2.8 

As indi cated in Table 9, two items co ncern ing educat ional barriers that were 

responsible fo r the low part ic ipation of wo men in school admin istration were rated 

by the respondents. The fin d ing reveal ed that, low educational background of 

women, as the respondents agreed, was one of the factors that hinder women's 

partic ipat io n as school principa ls and it was rated as moderately agreed with 

wcighted mean value of 3.3. 

W ith rega rd to this item, eve n if there was a varia tion between male and fe male 

respondents, I.e. males rated the item as strong ly agreed w ith mean of 3.6 

ind icating that low educational background of women contr ibuted to the low 

partic ipat ion of women principa ls; and fe males moderately agreed that low 

educational background of wo men as a facto r that was respons ib le fo r the low 

partic ipa tio n of wo men as princ ip als w ith mea n sco re o f 2.9. However, there was 

no s ignifica nt diffe rence between the two respondents at [t 0.5/2,7=2.3 6]. 

This is because, the critical t-va lue of the Tabl e shows 2.36 at degrce of fi'eedom 

7 and this va lue is greater than the ca lculated t- va lue ( 1.86). 
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In add itio n to the low educat iona l background as a fac tor that contributed to the 

low participation of women in educationa l leadership, the find ing fro m Table 9 

revea led that , absence of mentors in schoo ls was one factor that contributed to 

the low number of wo men principals. Th e respondents rated the ite m as 

mode rate ly agreed w ith weighted mean of 2.8 a nd ind iv idua l means of 2.7 and 

2.8 for ma les and fema les respect ively. 

Besides, the find ing iiom the interviewee a nd participants of the focus group 

discuss ion revealed that low educational leve l of wo me n was one of the majo r 

educational barriers that reduced the number of wo me n principa ls IJ1 secondary 

sc hools. Mr. H (o ne of the interviewee), stated that, "since one of the selection 

criteria for school p rineipalsh ip posi tion was second degree with fi e ld of schoo l 

admin istration and s in ce the re were only few fe males wi th second degree in field 

of schoo l administration, therefore, low educational background had its own role 

for the low partic ipation of wo me n principals in secondary schoo ls."(26 April 

20 12) 

Furthermore, partic ipants of FU D indicated that, one of the factors that contributed 

to women 's low partic ipation in school leadership was job segregat ion at home. 

i.e. s ince women (girls) participated in domestic activities more than boys, as a 

result , fema les had no e nough time fo r study than boys and this contributed to 

the ir low enrolment rate from primary to secondary school leve ls and this reduced 

the ir enrolme nt in secondary and teliiary school levels. T herefo re, th is in tUIll had 

co ntri but ed to the low part ic ipation wome n princ ipals in secondary sc hools. 

However, because of low partic ipation at domestic work, ma les had sufficient time 

for study and unlike fema les, the ir enro lment rate from primary to secondary 

schoo l leve ls and join ing teniary school leve ls was higher and these co ntributed to 

the opponun ity to be compctcnt eno ugh to bccome a school pr inc ipa l. Moreover, 

they s tated that , not only their lo w educat io na l background but a lso absence of 

mentors in schools was also one of the major factors that contribu ted to the low 

part icipatio n of wo me n princ ipa ls in secondary schoo ls. Thcy described that. si nce 

the majori ty of schoo l principals were men ,women who were principals may 
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suffered fi'om absence of experience and absence of mentors with whom they 

could shared their experience and got sufficient leadership skills and competency. 

Therefore, the finding of the study revea led that, low educational background of 

women and absence of menlors in the schools were some of the factors that 

co ntributed to the low participation of wo men principa ls in secondary schools (26 

Apri l 2012). 

ln relation to this, scholars agreed that, low educational background of women 

was one of the major factors that affect the palticipation of women in school 

leadership. Educating women provides the appropriate skills and knowledge and 

enables them to have high self-esteem that make tl,em competent enough with 

males in all professional areas including school leadership. Furthermore, in relation 

with mentoring, Hale et al ( 1989:31) indicated that, it is one of the key strategies 

to empower women by giving training, advice, and sharing of experience. 

However, in the absence of mentoring, women cou ld not get a chance to gam 

knowledge, experi ence, and ski lls and as a result , they could deve lop low se lf­

esteem to become school leaders. There fore, in se lected governmenta l secunuary 

schools of Addis Ababa city govern ment, low educational background of wo men 

and absence of mentoring women in the schools played their role to the 101V 

participation of women principa ls. 

4.3. Selection and Recruitment Criteria for School Principalship 

In addition to the institut iona l, soc io- cultural, and educational barriers that were 

responsible for the 101V parti cipation of women in school administration , the 

se lection criteria that schools and WEO used to employ principals for secondary 

schools were rated and assessed in the fo llowing way. 



Table 10. Respondents leve l o f rating of se lection criteria o f cand idates for schoo l 

principals. 

Responses 

Se lect ion 
5 4 3 2 t criteria 

= = ~ = = = = = ~ 

" ~ ~ ~ ~ '!- " z: '" z: 0 z: 0 z: 0 z: 0 z: = 
1 Educational M 45 40.9 44 40 - - 18 16.4 3 2.7 4.0 

"0 
~ 

"'" ,. 
.~ 

::: 

quali fication 
3. 9 

F 33 47. 1 16 22 .9 - - 9 12.9 12 17. 1 3.7 

2 Work M 35 3 1.8 56 50.9 - - 10 9. 1 9 8.2 3.9 
experience. 

3.9 
F 31 44.3 23 32.9 - - - - 16 22 .9 3.8 

3 Political M 59 53.6 14 12.7 13 11.8 12 10.9 12 10.9 3.9 
participat ion 

F 10 14.3 16 22.9 II 15.7 21 30 12 17. 1 2. 9 
3.4 

4 A ffirmative M 29 26.4 37 33 .6 2 1. 8 12 10.9 30 27.3 3.2 
action. 

F 25 35.7 25 35.7 20 28.6 3.5 
3.4 - - - -

5 Hi gh work M 16 14.5 33 30 5 4.5 26 23.6 30 27.3 3.0 
pcrfonnan ce 
in the F 20 28. 5 23 32.9 19 27. 1 8 12. 8 3.4 

3.2 
- -

school . 

As rhe find ing fi'om Table 10 revealed, the respondents ra ted item I, educationa l 

qualificat ion, as one of the recruitment criteria of secondary school principals, as 

strongly agreed with weighted mean of 3.9 and individu al mean scores of 4.0 and 

3. 7 fo r males and femal es respective ly. The majo rity of females (33 or 47 . 1 

percent) and males (45 or 40.9 percent) strongly agreed that educationa l 

qualification had bec n one of the selection criteria of principals for secondary 

schoo ls. 

Furthermore, item 2 of the same Table , s imilar w ith item I, the respondents 

rated the ite m as strong ly agreed with we ighted mean of 3.9 and ind iv idua l mea n 

of 3.9 lo r ma lcs and 3.8 lo r fcma les ind icating that wo rk expcr ience was a lso 

one of the crilcria that had been lIsed ro r se lect ing princ ipals fo r secondary 
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schools. With regard to this item, men took the majorit y number (56) or 50.9 

percent with the agreement of work experience was one of the selection criteria 

for recru iting principals for secondary schoo ls and 31 or 44.3 percent of women 

a lso strongly agreed that work experience was one of the selection criteria of 

princ ipals for secondary schoo ls. 

Moreover, with regard to item 3 of the same Table, the respondents rated po litical 

palticipation as one of the selection criteria of principals for secondary sc hools, as 

moderately agreed with weighted mean of 3.4 and individual mean of 3.9 for 

males and 2.9 for fe males. There were variations in the way that item 3, politica l 

participation as one se lection criteria for selecting school principals, was rated by 

male and fe male respondents. i.e. ma les rated thi s item as strongly agreed with 

mean of 3.9 and females rated the item as moderately agreed with mean of 2.9. 

However, there was no significant difference between the two respondents with 

respect to politica l partic ipation as one of the se lection crite ria of principa ls for 

secondary schoo ls at [t 0.5/2, 8=2.30]. This was because the t-critical va lue of the 

table shows 2.30 at degree of £i'eedom 8 and this va lue was greater than the 

calculated t-va lue (0.84). 

Furthermore, the majority of males (59 or 53.6 percent) of them rated the item as 

strongly agreed indicat ing that political participation was one of the criteria that 

had been used to se lect principals for secondary sc hools. However, the majority 

(2 1 or 30 percent) of female respondents rated the item as disagree indicating that 

political participation was not one of the criter ia used for se lecting principa ls for 

secondary schools. 

In relation with item 4 of Table 10, that deals with affirmative action (quota 

system) as one criteria that were used to se lect principals for secondary sc hoo ls, 

was rated as moderate ly agreed with we ight ed mean of 3.4 and individual mean 

scores of 3.2 for males and 3.5 for fema les. This ind icated that affirmat ive action 

was one of the criteria that had been used to select principals fo r seco ndary 

sc hool s. 
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The last item of this Table, high work performance, as one of the recruitment 

criteria of principa ls for secondary sc hools, was rated by the respondents as 

moderately agreed with weighted mean of 3.2 and both males and females rated 

the item as moderately agreed with indi vidual mea n scorc of 3.0 for mal es and 

3.4 for females. Th is findin g indicated that, high wo rk performance in the sc hools 

was also one of the se lecting criteria of principals for secondary schools. 

Moreover, concerning with the selection criteria of principals for secondary 

schools, the finding obtained j)-om the interviewee and the participants of focus 

group discussion suppOited the above finding . The recruitment criteria such as 

educational qua lification, work experience, political partic ipation, and affirmative 

action like quota system (for fe mal e ca ndidates) were the major criteria that had 

been used to select candidates who co mpete for secondary schoo l principalship 

position. However, the respondents pointed out that, implementing affirmative 

action /quota system/ for se lection of women principals for secondary schools had 

its own negative impact on the performance of the woman leader. 

Mr. J (WE O education offic ial) stated that, "since leadership reqUires both 

educational qua lification and as well as leadershi p skills, w ithout considering these 

major requ irements (educationa l qualificatio n and leadership skills) , for the sake of 

mcreasmg their participation, only taking affirm ative action like quota system for 

se lecting women principals for s0.:ondary schools, would have adverse 

consequence on the performance of the principal. Moreover, the female leader 

might deve lop inferiority complex resu lted from absence of appropriate educationa l 

qualification and co mpetenc y skills that suited for the pos ition."(27 Apri l 2012) 

Therefore, the respondents emphasized that appropriate selection criteria that 

focused on the appropriate educational qualifi cation , work experience, and wo rk 

performance shou ld be taken in to consideration whi le selecting principals fo r 

seco ndary school s. 

As documcnts indica te, in ordcr to bccome school principal, candidates shou ld 

fulfi ll so me requirements. They shou ld have second degree in any field of 

educat ion and took at least one course related with school administration and III 
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addition, work experience and high work performa nce were also used as the 

se lection criteria of principa ls for secondary schools (fCor/ r/oyoVtf.J'i' rI'Tc!£e/fC':;: 

f/"'tf.~· f'.et:.1t o.f:'77·r/ur/u6f'f 2000:26). However, political participation of candidates, 

as selection criteria of principa ls for secondary schools, was not included in the 

document. But the resu lt of this finding revea led that po litica l participation was 

one of the requirements to bccome school principa l in secondary schools. 

Furthermore, to increase the participation of women in decision making, the 

Ethiopian government had been taking various measures like affirmat ive act ion's 

and from these measures, quota syste m was one of the measures that had been 

used to increase women part icipat ion in schoo l leadership (African women 's 

report , 2009: 182). 

Therefore, in the stud ied region, the selection criteria of principals encouraged the 

participation of wome n leaders in the schoo ls. Espec ially, usi ng affirmat ive action 

like quota system, reserv ing leadership pos itio ns for fema les, was one of the 

major selection criteria that had been used in different schools to promote women 

to leadershi p position. So that, in governmenta l secondary schoub uf Addis Ababa 

city government, the se lection criteria of principals for secondary schoo ls favored 

fe male candidates. 

4.4. Opportunities that promote Women's Participation in School Leadership 

In the previous sections of the study, institutional, soc ia-cultura l, and educationa l 

balTiers that were expected challenges responsible for the low participation of 

wo men pr inc ip als in seco ndary schoo ls and the se lection criteria that sc hool s and 

WEO used to select principa ls for secondary schoo ls were ana lyzcd. In the next 

sect ion of the study, the fi nd ings from the respo ndents and part icipants, 

concernin g the ex isting opportunities that encourage the pa rtic ipation of wome n in 

school adm in istration, like polices and organ iza tiona l setup, aspiration of women, 

and women's effectiveness in schoo l leadership were assessed and ana lyzed. 
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4.4.1. Existing Polices and Organizational Setup 

Table II . Respondents level of rating to policies and organizationa l barriers. 

Responses 

Factors 
4 2 S 3 1 'C 

~ 

= 
.c 
OJ) 

= 
~ 

= .; .; .; .; ~ .~ 

" x ~ ~ ~ ~ " ~ Z <Jl Z • Z • z • z • z • E 

J Hi ring and M 24 21.8 55 50 6 5.5 15 13.6 10 9.1 3.6 3.7 
gender 
polices arc 
updated and 
reviewed F 27 38.9 27 38.9 - - - - 16 22.9 3.7 
regularly. 

2 Selection M 6 5.5 43 39. 1 10 9. 1 10 9.1 41 37.3 2.6 
criteria arc 
gender 2.8 
sensiti ve. 

F 10 14.3 26 37. 1 - - 12 17. 1 22 31.4 2.9 

3 Women M 30 27.3 72 65.5 - - 3 2.7 5 4.5 4. 1 
atTa irs 
departments 4.1 
afC available 
at the 
federa l, F 27 
worcda, and 

38.6 33 47. 1 - - - - 10 14.3 4.0 

regional 
levels. 

4 Women share M 14 12.7 20 18.2 5 4.5 42 38.2 29 26.4 2.5 
their 
experience 2.5 
through their F 9 12.9 17 24.3 - - 16 22.9 28 40 2.5 
network. 

S Women gel M 30 27 .3 4 7 42.7 3 2.7 17 15. 5 13 11 .8 3.6 
support rrom 
colleagues to 3.6 
<lnalyze Ihe F 20 28.6 3 1 44.3 - - 9 12.9 10 14.3 3.6 
school 
culmre. 

In re lation to the 0ppol1lmities that promote the participation of women in schoo l 

admi nistration. item I of Table I I, updating of hiri ng and gender po li cies, was 

one of the ractors that were rated by the respondents. In line wit h this. the 

respondents ra ted this item as st rongly agreed with we ighted mean of 3.7 and 

ind ividual mean of 3.6 and 3.7 for males and females respecti ve ly. 
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This finding revea led that, to increase the participation of wo men leaders in 

secondary schools, institutiona l ( i.e. schoo ls and WEO) hiring and gender polices 

were updated and reviewed regularly. 

Moreover, item 2 of Table II, co ncerning the gender se nsitivity of selection 

criteria for school princ ipals in promoting women to be school leader , was rated 

by the respondents as moderately agreed with weighted mean of 2.8 and 

individual means were 2.6 and 2.9 for males and females respectively. This 

indicates that the se lection criteria gave chance to women participants who 

compete for school leadership position. For this item, the majority ( i.e. 43 or 39. 1 

percent) of males and 26 or 37. 1 percent of fema les agreed that the selectio n 

criteria of principals for secondary schoo ls encouraged women's participation. With 

regard to the presence of wome n affairs departments at the federal, reg ional, and 

woreda levels, the respondents rated the item as strongly agreed with weighted 

mean of 4.1 and individuals mean scores of 4.1 for males and 4.0 for fema les. 

This indicates that women affairs departments were available at the fede ral, 

regional, and woreda levels. 

Furthermore, the respondents were asked to rate whether wo men shared their 

experience and ski lls tluough their network or not and th ey rated this item 4 of 

Tab le II as strongly disagreed with weighted mea n of 2.5 and individual mean 

score of 2.5 for both males and females indicating women' s did not shared their 

experience tlu·ough their network. This finding coincides with the find ing of item 

5 of Table II that revealed the absence of netwo rk of women in sc hoo ls as one 

barrier that hinders participation of women leaders in the schoo ls. That is, w ith 

the abse nce of network of wo men in sc hools, wo men have no the access to 

share their experience and skill s that wou ld have helped them to beco me schoo l 

leaders. 

In addition , the respo ndent s also rated the last item of Table 11 , the presence of 

support fo r wome n's fi'om col leagues to anal yze the schoo l culture, as stro ngly 

agreed with we ighted mean 3.6 and individual mean or 3.6 for both males <.Ind 

females. This finding revea led that women had an opportu nit y to gel support 1i·o l11 
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colleagues so that they would not fa ce difficu lt ies in analyzing and accustomed 

with the school culture easi ly. 

1n addition to the respondents who fill ed the questionna ire, the finding of thc 

participants of the interview revea led that , s ince the participation of women 

principa ls in schools was so s mall , they d idn ' t had the chance to share the ir 

experience through their network. Therefore, this lead to the low participation of 

women in school leadership. However, the respondents also mentioned that even if 

women suffer fro m the absence of women's network in schoo ls, they had a great 

opportunity that they would get support fi·om fi· iends within the schoo l; so that , 

they eas il y cou ld understood the schoo l enviro nment through which they wo rk . 

Furthermore, the findin gs obtained from FGD supported the above findin g that , 

because of the low partic ipation of wo men pr incipa ls III secondary schools, those 

women at leadership position suffered from abse nce of networks through which 

they co uld share experience and moreover, the absence of informa l network of 

women indirect ly affected those women who aspire to be school leaders (27 April 

20 12). 

1n general, the findings of from the participants and respondent s revealed that, the 

regu lar updating of gender po lices, the gender sensitiv ity of the se lection cri ter ia 

of princ ipals for secondary sc hools, the availability of women affai rs departments 

at federa l, regional , and woreda levels, and the presence of support for women 

from their fi· iends to be fam iliarized with the school cu lture wcrc the o pportuni ties 

that encou raged women to become princ ipa ls. 

With regard to opportunities that encouraged the participation of wo men in school 

leadership, documents indicated that , establishing gender sensitive legislat ions and 

publi c po lic ies, establ ishing gender desks and women affa irs departments, and 

supporti ng women by taking affi rmativc ac tion li ke quota syste m would enable 

women to participate In variOus decis ion making positions including 

se hools(Afi· ican women 's report 2009: 182). 
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In relation with affirmative action, UN report 2002(2004:8) indicated that, to 

increase the participation of women in decis ion making, in addition to establishing 

gender desks and wo men affairs departments at the regiona l and federa l leve l, the 

Ethiopian government had been taking various a ffi rmative action 's to enhance the 

participat ion of women in decis io n maki ng. 

Therefore, women in the studied secondary schools of the region, with the 

exception of absence of network of women in the schools, updat ing of gender 

sensitive policies, gender sensitivity of the se lect ion cri te ria of candidates for 

principalship, the presence of women affa irs departments, and the presence of 

support from co lleagues to be accustomed with the schoo l environment were 

golden opportunities that women had to become principals. In add ition to the 

policies and organizational setup, opportunities li ke access of education/traini ng! 

and women's effectiveness in school administration were rated by the respondents. 

Therefore, the next part of the study dea ls wit h the finding concerning education 

and women's effectiveness in school admini stration. 
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4.4.2. Educational Opportunity 

Women 's access of education was one of thc opportun ities that were rated by thc 

respondents. The fo llowi ng table illustrated how the respo ndents rated educational 

opportunity . 

Table 12. R espondents level of rating towards educa tion. 

Responses 

Factors 
4 3 2 ." 5 I 

.!! 
.c 

= eo 

'" c '" '" '" '" " 'il 
i ~ ::< ::< ::< ::< ::< 
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~ '" Z • Z • Z • Z • Z • E 

I Women M 39 35.5 57 51.8 - - 7 6.4 7 6.4 4.0 
principals 

4.0 have the 
chance to 
upgrade F 31 44.3 26 37.1 - - - - 13 18.6 3.9 
their 
educational 
level. 

2 Pre job and M 39 35.5 50 45.5 - - 12 10.9 9 8.2 3.9 
on-job 

3.S tnlinings 
are 
available to 
empower F 23 32.9 27 38.6 - - 9 12.9 II 15 .7 3. 6 
women in 
school 
leadership 
position . 

3 Avai labil ity M 20 18.2 44 40 - - 20 IS.2 26 23.6 3.1 
of mentors. 

3.3 

F 24 34.3 25 35 .7 - - 6 S.9 15 21.4 3.5 

In line wil h item I of Table l2 , the respondents ra led Ihe item as strong ly 

agreed with We ighted mea n of 4.0 and indi vidual mean score of 4.0 for males 

and 3.9 for fema les ind icaling Ihat womcn Icaders had the access to upgrade the ir 

educat iona l leve l. With regard 10 Ih is, the majo ri ty o f ma les (57 o r 5 \. 8 percent) 

and fema les (3 1 or 44. 3 pcrccl1l) agreed that wOlllen leaders had the access for 
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ed ucation and to upgrade lheir educational stalus that would enable them 

competent enough to become school principa l. 

Furthermore, the result of thc respondents indicated that, pre-job and on-job 

trainings were avai labl e that empower wo men and help them to acquire the 

adequate leadership knowledge and sk ill. This item was rated as strong ly agreed 

with weighted mean of 3.8 and individual mean score of 3.9 for males and 3.6 

fo r females. Similar with item I, item 2, the large propol1ion of males and 

fema les (i.e. 50 or 45.5 percent and 27 or 38.6 percent of males and fema les 

respectively), agreed women also had the access for pre-job and on-job trainings. 

The last item of Table 12, that deals the ava ilabil ity of mentors in secondary 

schoo ls as an opportunity that women leaders had, was rated by the respondents 

as moderately agreed with we ighted mean o f 3.3 and individual mean scores of 

3. 1 and 3.5 for mal es and fema les respectively. This finding revea led that, women 

had great oppol1unity tluough which they co uld help each other and dcvcloped 

their skills and leadership competencies through mentoring. 

Moreover, simi lar with the respondents, the findings /Tom the interviewee revealed 

that, women leaders had the access to upgrade the ir educational qualificatio n 

tlu·ough different programs especia lly in lhe summer program in schoo l leadership 

fie ld of study. With regard to trainings, Mr. T (WEO official) staled that, "even if 

the fi·equency was not adequate, pre-job and on-job trainings were availa ble for 

womc n school principals that wou ld havc enab led them to bc eo mpelenl enough 

and skill ful leaders."(26 April 20 12) 

In relation to the avai lab ili ty of mentors, Mrs. S(one of the interviewee) indicated 

lhat, women leaders had the access to have mentoring program through which 

thcy cou ld share experience and skills. However, because of insuffic ient numbcr 

of femal e leader mentors in seco ndary schoo ls, some wo men were afra id of 

getting support from male subordinates, as a result , these wo men may suffer frolll 

lack o f knowledge and leadership experience. 
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There fore, in order to so lve the problem, they suggested that, much shou ld be 

done to increase the number of fema le leaders in secondary schools (28 April 

20 12). The findings of the study revea led that women had great opportuni ties to 

upgrade their educational leve l, access for pre-job and on-job trainings , and there 

were me ntors in the schoo ls from which they could share experience. With regard 

to education, studies of different scholars indicated that the absence of qualified 

women was one of the major factors that contributed to the low participation of 

women in school leadership. So that, access of education, on- job and pre-job 

trainings, and the presence of mentors that wou ld enable women to acqUIre 

knowledge and ski lls, enables to have competent potential leaders in the soc iety 

(Shakes haf\, 1989: 128). There fore, access of education, the presence of on-job 

and pre-job trainings, and the presence of mentors in the sc hools, were another 

opportu ni ties that women had to become school leaders in governmental seco nd ary 

schools of Addis Ababa. The last section o f the finding, the effecti veness of 

women principals in schoo l leadership, was analyzed in the following manner. 
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4.4.3. Effectiveness of Women Principals 

T able 13. Respo nde nts leve l of rating towards the e ffectiveness of wo men 

principals. 

Responses 

Factors 
5 4 3 2 1 

c 
.; " .; .; .; .; .; " ~ ~ ~ ?f- ~ ~ " Z <JJ Z 0 Z 0 Z Z • Z 0 E 

1 Women leaders M 33 30 57 51. 8 - - 13 11.8 7 6.4 3.9 
arc effective 
when they 
plan. F 33 47. 1 2 1 30 - - - - 16 22. 8 3.8 

2 Women leaders M 23 20.9 54 49.1 - - 8 7.3 25 22.7 3.4 
seck advice 
when they face 
problem. F 19 27. 1 22 3 1.4 - - 12 17.1 17 24 .3 3. 2 

3 Women leaders M 48 43. 6 27 24.5 - - 22 20 13 I 1.8 3.7 
w ork in 
col laboration 
with their F 19 27. 1 37 52.9 - - - - 14 20 3. 7 
colleagues. 

In the above Table, to determ ine wo me n 's effectiveness in sc hoo l administra tion, 

the respondents rated tlu'ee items. Therefore, the fi nding revealed that , ite m I of 

Table 13, the effe ctiveness women princ ipa ls at the stage of plannin g, was rated 

by the respo ndents as stro ng ly agreed w ith we ig hted mean of 3.9 and indiv idual 

mea n sco re of 3.9 and 3.8 for males and fe males respective ly. T his findin g 

revea led that wome n principals were effective when they plan co ncernin g w ith the 

ac tiv ities in the school. In other wo rds, women leaders do not have di fficult y 

w hi le they plan to perform the various activi t ies of the schoo ls. W ith regard to 

this ite m, the majority (5 7 or 5 1. 8 percent) of males and 33 (4 7. 1 percent) of 

fc malcs strong ly agreed tha t women princ ipa ls wcre e ffective w hi le they p lan. 

Fu rt he rmo re, in the case of ile m 2 of Ta bl e 13, the findi ng reveal ed Ihat , wo me n 

leaders seck advice whe n they race problems concern ing leadership issue s in the 
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schools. This item was rated by the respondents as moderate ly agreed with 

weighted mean of 3.3 and individua l mean score of 3.4 for ma les and 3.2 for 

females . With regard to this, 54 ma les (49.1 percent) and 22 of females (31.4 

percent) agreed that women schoo l principa ls sought advice when they faced 

difficulties in the schoo ls. The last item of Table 13, collaborative wo rking ski ll s 

of women principa ls, was rated by the respo nde nts as strongly agreed w ith 

weighted mean of 3.7 and mean score of 3.7 for both females and ma les; 

indicating that women school principals work m collaboration w ith their 

colleagues. 

Moreover, the finding from the interviewee was in SUppott of the above fi nding. 

They stated women principa ls were effective whi le they plan school act ivities and 

wo rk 111 collaboration w ith co ll eagues to make the ir leadership style effective and 

efficient. Furthermore, the participants of FGD stated that women princ ipa ls work 

in collaboration with teachers, encourage students, and they were effective when 

they lead schoo ls (27 Apri l 2012). 

With regard to the effectiveness of women 111 leadership, scho lars stated that, 

women leaders work In co llaboration w ith others, effective whi le they p lan, 

willing to work with their co lleagues, share experience , and seek advice when 

they face problems. As a resu lt, schoo ls that are led by women are by more 

effective than schools led by ma le principa ls (Brundrett, et ai, 2003:4). So that, it 

is possible to say women in the studied secondary schools of Addis Ababa city 

goverrunent were effective w hen they plan, seek advice when they face problems, 

and work in collaboration with the ir colleagues. Therefore, this effectiveness of 

women 111 leadership was also another opportun ity that women had to beco me 

school leaders. 

In general, in this section of the finding, the researcher tried to invest igate the 

vanous factors (cha llenges) that were responsib le for the low part icipatio n of 

women principals in secondary schools, the selection criteria that were used to 

emplo y principa ls for secondary schools, and the opportunities that ex isted to 

encourage the participation women in school leadership. 

71 



The next part of the study deals with summary of the findings and the possible 

recomme ndat ions that will enhance the participation of wo men principals in Addis 

Ababa governmental secondary schoo ls. 
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CHAPTER 5: SUMMARY, CONCLUSION, AND RECOMMENDATION 

This chapter of the study deals with the summary of the major findings of the 

study, the conclusio ns that can be drawn from the findings , and the 

recommendations which the researcher suggest to be implemented by stakehold ers 

(i.e. higher officials in the education sector) and the soc iety to improve the 

participation of women in schoo l administrat ion. 

5.1. Summary and Major Findings of the Study 

The mam purposes of the study were to: 

~ Identify the factors that hinder women not to become secondary school 

principals. 

~ Assess the opportunities that promote women participation in secondary 

school leadership. 

An attempt was made to identify the barriers of women to become secondary 

schoo l principals, to assess the se lection criteria that were used to select principals 
u u 0 

for secondary schools, to identify the opportunities that women 's had to become 

school principal , and to indicate measures that should be taken to Improve the 

participation of women leaders in governmental secondary schools. Finally, the 

researcher come up with suggestions and forwarded recommendations to enhance 

the par1icipation of women leaders in governmental secondary schools. 

In order to meet the objectives of the study, the following basic questions were 

stated and answered. The basic questions were: 

I. What are the factors that hinder women to be leaders in governmenta l 

secondary schools of Addis Ababa? 

II. Do the se lection cri te ria used to employ secondary sc hool principals favors 

males only? 

III. What kind of oppo rtuni ties exist that encourage women to part icipate as 

secondary sc hool principals? 
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The study was conducted using descriptive survey method w ith quantitative and 

qua litative research approach and related literature was reviewed in rel ation with 

school leadership. In order to conduct the study, fi·om 13 governmental seco ndary 

schoo ls, five secondary schools were se lected by purposive sa mpling method. In 

order to co llect data, officia ls from WEO, gender expert from REB, a principal, 

and fi ve vice principa ls were selected by purposive sampling. However, teachers 

and students were se lected by simple random sampling method. Before the ma in 

data collection, pilot test was conducted to test the validity and reliability of the 

instruments and fi·om the feedback, some co rrections were made in the instrument. 

Then the questionnaire, interview, and focus group discuss ion were emp loyed for 

the purpose of data co llection. From 185 questionnaires dispatched for data 

co ll ection, 180 (97.3%) questionnaires were correctly filled and returned. However, 

three (1.7%) questionna ires were not returned and two (1.1 %) questionnaires were 

not fill ed co rrectly. 

Interview was conducted with WEO officials, REB gender expert, and with sc hoo l 

principal and: · vice principa ls wh ile focus groui:' discussion was conducted with <,) 

students. In order to analyze the quantitative data, with the aid of SPSS, statistical 

tools such as percentage, mean, weighted mea n, and frequency were used. The 

qualitative data were analyzed through narration. The ana lys is made, therefore, come 

up with the following findings. 
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1. In relation with the barriers that were responsible for the low participation 

of women principals in governmental secondary schoo ls, the finding 

revea led that , there were we ll pl anned polices and strategies and 

organizational plans that encourage the participation of wo men 111 

educational leadersh ip. Moreover, the recruitment criteria for sc hoo l 

principalship favors fema les to become principals for secondary schoo ls by 

implementing various strategies li ke affirmative actio n (quota system). Even 

if there were pol ices, strategies, and recru itment criteria that encourage the 

participation of wOll1en in educat ional leadership, however, less commitment 

of officials to implement gender sensitive poli ces and strategies, absence of 

actions that has been taken to create awarcness to the society to reduce the 

impact of cultural infl uences on women, absence of netwo rk of women in 

thc schools, absence of role models from whom female leaders ca n learn 

how to lead a school and share experie nce with, and the prese nce of 

informal network of men in the schools were the major barriers responsibl e 

for the low participation of women principals in governmenta l seco ndary 

schoo ls. 

2. In add ition, stereotyping, I.e. assu mlllg that male leaders are ' better ' than 

female leaders and women are ' in fe rior' to males, were also the major 

negative stereotyping barri ers that marginalized women not to become 

principals for secondary sc hools. 

3. Furthermore, individua l barriers like fear of balancing profess iona l and 

fami ly life, abse nce of support from husbands (fa mil y), perception of 

women that leadershi p IS g ive n to males , and wo men's lack of self­

confidence to lead a schoo l were also the barriers that affect the 

participation women in sc hoo l leadership. 

4. With regard to educational barriers, low educat iona l background of women 

and absence of mentors in the schools were the major barriers that hinder 

women not to become principals for secondary schoo ls. 
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5. The result from se lection criteria of candidates for secondary school 

principals revea led that educationa l qualification, work experience, political 

participation, affirmative action, and high work performance in the sc hools 

were the criteria that were used to select principals for secondary schools. 

These criteria favored women to become principals for secondary sc hools. 

Despite of the barriers, women had opportunities to become principals in 

secondary schoo Is. 

6. As the fmding revealed, there are oppOltunities that encouraged the 

participation of women principals in governmental secondary schools. T hese 

include, hiring and ge nder policies were updated and rev iewed regularly, 

there were women affa irs departments at federal , regional and woreda 

levels, women could get support fro m colleagues to be fam iliar with 

schoo l culture , and the criteria that were used to select cand idates for 

secondary sc hool principals , especia lly implementing affirmative action 

(quota system), encouraged the participation of women. 

7. In addition, in order to build their leadersh ip skills and competencies, 

wo men principals had the access to upgrade their educational qualification 

and even if the frequency was low, they had the access for pre-job and 

on-job train ings that wou ld enable them to acqUIre the appropriate 

knowledge and leadership sk ills. 

8. Finall y, the finding revea lcd that, women were effective when they plan , 

they work 111 co ll aborat ion with their colleagues and if they face 

difficul ties, they sought advice j]-om their colleagues to so lve the problems; 

this coincides with the characteristics of transformational leadership style. 

Therefore, women had the skill of implementing transformationa l leadership 

style w hich requires working in co llaboration with colleagues. This is a lso 

anothcr opportunity that womcn had to bcco me principals. 
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5.2. Conclusion 

The research findings illustrate that vanous factors wcrc rcsponsible for the low 

pal1icipation of women principals in govcrnmcntal sccondary schools. On the other 

hand . thcre werc great opportunities that would have encouraged women to 

become principals for secondary schools. 

There were well stated and formulated organizational plans and strategies that 

encourage women's participation in selected governmental secondary schools of 

Addis Ababa. However, the officials and stakeholders were not committed to 

implement the schools plans and strategies that encourage the participation of 

women 111 school administration in to practice and as a result , there were few 

female leaders in the schools. So that, this in turn contributed to the absence of 

role models in the schools through which women can share their experience and 

leadership skills. Furthermore, women were suffering from absence of network of 

women In the schools and negative stereotyping (socio-cultural barriers) that 

undermines the role and ability of women in school leadership. In addition , fear 

of balancing work and family life, low aspiration of women to becomc school 

leaders, and educational barriers were the major challenges that women have faced 

to become principals in the studied governmental secondary schools found in 

Addis Ababa. 

Moreover, the finding revealed that, the selection criteria that schools and woreda 

education offices uscd to employ principals for secondary schools encouragc and 

support women to become principals for secondary schools. For instance, having 

the same educational qualification with males, quota system (i.e. giving priority to 

female candidates to become school leaders) was used as a criteria for the 

selection of principals. Moreover, selection criteria like educational qualification , 

work experience, political participation, and high work performance in schools 

were used to sc lcct principals for secondary schools. From these sc lcction criteria 

it is easy to conclude that women who aspire to become principal for secondary 

schools are beneficiary "'om the se lectio n cr iter ia. Especially, affirmative aClion 
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(quota system) , has been implemented to enhance their participation in educat ion 

leadership position. 

Despite of the challenges wo men faced to become principa ls for secondary 

sc hools, there were good opportunities that encouraged women's participation in 

school administration position. The polices and strategies were reviewed and 

updated regularly, women affa irs departments were available at di fferent leve ls, 

women could get support from fr iends to be accustomed with the school culture, 

and they had the access for upgrading their educational leve l and their leadership 

skills through on-job and pre-job trainings. 

Moreover, wo men had good leadership qualities like effectiveness in planning and 

working 111 collaboration with colleagues, which are the characteristics of 

transformational leadership style. In other words, there are various opportunities that 

encourage women to be principals in secondary schools. In general, there are severa I 

factors that reduce the participation of women leaders m secondary schools and 

oPP0l1unities that encourage wo men to be leaders in th e studied governmenta l 

secondary sc hools of Addis Ababa. 



5.3. Recommendations 

To solve the problems that reduce the participation of women principals in the 

studied governmental seco ndary schools of Addis Ababa, the following 

recommendations are suggested in view of the findings. 

From the findings of the research, it is stated that, the society is not well aware 

of women capacity to lead an organization. Therefore , women affairs departments 

at the federa l, regional, and woreda levels should implement well organized and 

continuous awareness creation programs to the society through media and public 

meetings to reduce the cultural barriers and to increase the understanding of the 

community concerning the dual role of women as wives and managers. 

Furthermore, in order to implement the existing gender sensitive plans and 

strategies of schoo ls, wo men affa irs departments and Addis Ababa city government 

education bureau gender desk should provide awareness to those stakeholders 

(officials) who are supposed to implement the polices and strategies. 

1n order to increase the number of role models and to have network of wo men 

through which they can share experience, Ministry of Education, Addis Ababa city 

government education bureau, and sub-cities ' education and training offices should 

work together to increase the number of women leaders by taking more 

affirmative action in to practice effect ive ly and e fficiently. They should provide 

continuous and well organized pre-job and on-job trainings that enable women to 

develop se lf - confidence and increase their moti vation. 

Furthermore, the REB gender expert, Ministry of Education, and wo men affairs 

departments should work in collaboration to enhance the participation of wo men 

in school leadership by providing awareness creation programs, by motivating, and 

providing adv iso ry and technical support to womcn principals. Womcn at any 

level of cducational sector should develop the se nse of "1 can do it
'
'', should have 

hi gh self esteem, they should Penet rate in to the info rmal network of men !ma le 

dominance! , and they should bu ild their knowledge and leadership skills through 

read ing and sharing of experience. 
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Fina lly higher officials should be concerned w ith women's role 111 schoo l 

leadership and they should give support and continuous effective fo llow up at the 

schoo l level and should take immediate remedia l actions to solve the cha ll enges 

/problems/ that are respons ible fo r the low participation of wo men principals in the 

studied governmental secondary schoo ls. 
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APPENDJCES 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

COLLEGE OF EDUCATION 

INSTITUTE OF EDUCATIONAL RESEARCH AND DEVELOPMENT 

Questionnaire to be filled by secollllmy school teachers. 

The purpose of thi s quest ionnaire is to gather information concerning factors that 

hinder fema le to be leaders (challenges they face), the opportunities they have, 

and on the measures to be taken to enhance women participation in se lected 

governmenta l secondary schools of Add is Ababa. 

Since the research fi ndings will help your organiza tion and the co mmunity, your 

cooperation in filling the questionnaire is very important. 

Thank you for your cooperation. 

'Vriting your name is not r ecommended. 

Your response is confidential. 
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Direction T. 

·:·Please make tick (v') mark in the boxes . 

• :. Please give only one answer for each item. 

Part One: Background Information. 

I. Sex A. Female 0 

2. Age A. ~ 23 0 

C. 35-45 0 

3. Educational background 

A. MAIMSc 0 B. BAlBSc/BED 0 

4. Work experIence JI1 years 

A. 1-5 0 B. 6-10 0 

E. ~ 21 0 

C. 11-15 0 

5. Marital status 

A. Single 0 B. Married o 

B. Male 

B. 24-34 

D. 46-55 

C. Dip loma 

D. 16-20 

C. Other 

0 

0 

0 

0 

o 

o 
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Part Two: Factors that affect women participation in educational leadership. 
please put "./" mark. 

In the fo llow ing tablcs, thcre arc suggested factors tha t hinder wo men to 

School principals and the opportunities that promote women ' s participation III 

school leadership. So that yo u are kindly requested to rate the baniers in relation 

to women 's principalship. 

5=strollgly agree, 4=agree, 3=t!isagl'ee, 2=strollg ly l/isagree, J=IlJldecided 

I. Barriers of women to become sch ool leaders 

1. policy and organizationa l setup 

NQ Barriers of wom en to become school leaders 5 4 3 2 1 

1 Absence of policies, strategies and organizat ion's 

plan that promote women 's participation. 

2 Offic ial s and stakeho Iders less comm itment to 

implement gender sensitive policies and strategies 

effectively. 

3 Abse ncc of actions that has bccn takcn to crcate 

awareness concerni ng gcndcr sensitive Issues to 

the community. 

4 Absence of recruitment criteria [hat promote 

wome n's participation, E.g. absence of affirmative 

action. 

S Abse nce of network of women. 

6 Abse nce of role mode ls. 

7 In form al network of men (domi nance of ma les). 
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2. Stereotyping 

5=stI'Ollg/y agree, 4=agree, 3=disagl'ee, 2=stI'Ollg/y l!isagl'ee, l =uIll/ecilled 

NQ Factors 5 4 3 2 1 

I Female leaders are not as good as male leaders. 

2 Females are inferior to males. E.g. from male 

principals/vice principals. 

3. Balancing work and family life 

5=slrollg/y agree, 4=agree, 3=disagree, 2=st/'O/lg/y disagree, J=II/1decided 

NQ Factors 5 4 3 2 1 

I Fear of ba lancing professional work and famil y 

respons ibility. 

2 Abse nce of SLlpport from family (husbands). 

4. Aspiration of women 

5=stro/lg/y agree, 4=agree, 3=disagree, 2=slro/lg/y disagree, l=II/1decided 

NQ Factors 5 4 3 2 1 

I Women perceive leadership is give n to males. 

2 Women 's lack o f self confidence to become school 

pr inc ipa l. 



5. Educational barriers 

5=strollgly agree, 4=agree, 3=l/isagree, 2=strollgly disagree, l =lIlldecided 

NQ Factors 5 4 3 2 

I Low educationa l background . 

2 Absence of mentors. 

5. 1 Is there any other factors that affcct wo men not to become a schoo l leader? 

I r yes, w hat are they? 

6. What kind of se lection criter ia are used to emp loy schoo l 

Prin c ipa Is ? 

5=stroJlgly agree, 4=agree, 3=t/isagree, 2=strollgiy disagree, }=lllldecilled 

Selection and recruitment crite r ia 

NQ criteria 5 4 3 

I Educatio na l leve II qua lifiea t io nI. 

2 Work experience . 

3 Po liti cal partic ipat ion . 

4 Aff~rJ11a ti vc act ion li ke quota system. 

S H igh work performance 111 the schoo l. 

2 
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6.1 Is there any se lection criteria that you want to me ntion? I f yes, what are 

they? 

II. Opportunities that promote women's participation in school leadersh ip. 

The following points are suggested as opportunities that en han ce women's 

participation in principalship. So that you are kindly requested to rate the presence 

of the points in relation to the pat1icipation of women in schoo l leadership. 

5=,sII'Ollg/y agree, 4=agree, 3=l/isagree, 2=strollgly disagree, J;:Jilldecitied 

I. Policies and organizational setup. 

NQ Points 5 4 3 2 

I Hiring and gende r policies are updated and reviewed 

regularly. 

2 Selection (reelUitment) criteria are gender sensit ive. 

3 Women affairs departments are available at the 

federal , regional and woreda leve ls. 

4 Women share their experience t lu·ough their network. 

S Women get support fi·om co lleagues to ana lyze the 

sc hool cult ure. 
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2. Education 

5=slrollg/y agree, 4=agree, 3=disagree, 2=slrollg/y disagree, l =lIl1decided 

NQ Points S 4 3 2 1 

I Women princ ipals have the chance to upgrade the ir 

educationa l level. 

2 Pre-job and on-job tra inings are available to 

empower women in school leadership position . 

p Avai labi lity of mentors. 

3. E ffectiv eness o f women principals. 

5=Slrollg /y agree, 4=agree, 3=disagree, 2=slrollg /y disagree, l =lIl1decided 

NQ Points S 4 3 2 1 

I Women leaders are effective w hen they plan. 

2 Women leaders seek advice w hen they faee 

problems. 

3 Women leaders work m co lIa boration w ith their 

co lleagues. 
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ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

COLLEGE OF EDUCATION 

INSTITUTE OF EDUCATIONAL RESEARCH AND DEVELOPMENT 

Interview gu ideline quest ions prepared to principals, vice principals, woreda and 

regional educat ion bureau officia ls and regional education bureau gender expert. 

Thi s open ended- interview co ntains three parts. 

Part I. General Background. 

I. What is your educatio nal level? 

2. 1 n which field of study did you graduate? 

3. For how many years you work here? 

4. Do you have teaching experience? 

5. Does your organiza tion provide trainings co ncerning leadership? 

Part II. Guide lin e qu estions concerning fema le principals. 

I . What is the contribution o f your organizat ion in promoting fema les to become 

leaders? 

2. Do fema le school principa ls are effective whi le thcy lead schools? l f yes, 

how? 

3. What is the attitude of your staff towards fema le principa ls? 

4. What kind of selection criteria does you r organization imp lemcn t to bring 

females to school leadership position? 

5. \Vhat IS your op inion about nffirmal ivc action's to Illcrease women's 

participation ill educational leadership? 
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6. Do you think that the ex isting po licies and orga nizat ional plans encourage the 

participation of womcn in educat ional leadership? 

7. Are there any conduc ive co nd itions lhat enable women to participate 

schoo l administratio n effective ly? 

8. Are there any factors thal hind er women to beco me principa ls? 

Part III . Guide line questions for female principal and Vice principals. 

I. What are the opportunities that he lp you to become school leader? 

2. Do you face cha llenges when you beco me school princ ipa l? If yes, what are 

they? 

3. Are there factors that reduce the participat ion of women in schoo l leadership? 

If yes, what are they? 

4. Do fcmale school principa ls arc effect ive wh ile they Icad sc hools? If ycs, 

how? 

5. What do you recommend to enhance the participation of wo men princ ipals in 

secondary schools? 

Tha nk yo u 
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