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Abstract 

The main purpose of this study was to make an investigation into some of the 
factors that affect the roles and responsibilities of primary education female 
principals and to give recommendations so as to enhance their performances. The 
study was conducted in East Hararge Zone in Oromia. To meet the objective of the 
study, both internal and external variables were treated. These included the effect 
of s ocietal stereotyped attitudes, Job-family conflicts. In addition, leadership styles 
of male and f emale principals, and strategies to be employed to improve the 
female principals' work perJonnance w ere considered. In this zone, there were 51 
primary education female principals and all of them were included in the study. 
Bes ides, 40 male principals, 50 female teachers, 30 male teachers, 9 WEO heads, 
9 WEO supervisors and 9 WEO women's affairs were also included in the study. 
Questionnaire and Interview were used to collect the necessary data. Obtained 
data were analyzed using statistical tools of p ercentage, mean, Chi-Square, T­
test, standard deviation and one-way ANOVA. The result of the study indicates 
that there are s till stereotypical views considering f emales to have less capacity, 
and thus, expecting to gain the support of males in some aspects. The dual role of 
principal women would obviously share their thought, energy and time. Thus, it 
could negatively affect their leadership qualities in school. In addition, the 
observed result concerning difference in the managerial qualities between men 
and female principals s howed no difference in the dimensions the groups were 
assessed. It was evidenced that women exhibit good qualities of School 
leadership. Finally, coordinating discussion and experience sharing forums, 
special s upervisory support for wome n principals, allocating page portions 
(column) of educational publications and mass-media to f emale principals' 
achievements; s ocietal loyalty, the role of civic s ocieties and NGO were forwarded 
as major recommendations in order to help improve the p elfo171wnce of female 
school principals . 

vi i 



CHAPTER ONE 

INTRODUCION 

. 1.1 Background of the Study 

Education , as it is m anifested in its vanous types and levels of 

institutions, has a special formative a nd exemplary role to play in the 

development of society. Those holding leadership positions 111 

educationa l ins titutiuns playa uniquely impol tant role in s haping the 

ins titutions which in turn play such a crucia l role in molding society 

and future. It is critica l, therefore, that there should be an equal 

partnership of women and men in decision making positions within 

the academy in order that women provide a n intellec tual and moral 

leadership which will embrace their experience as that of men (Acker 

etal,1984). 

Researchers (such as, Sha keshaft, 1989; Weiler, 1988; Betz, 1987; 

Heller , 1982; Jacklin and Maccoby, 1975) agree that women a re much 

better equipped for leadership and responsibi li ty than they would 

believe, through their natural role s a s spouses, moth ers and ca re­

gIvers. For them , women a re tra ined problem solve rs in their own 

homes and communities. They a re infact, the best organizers. The 

s kill s women learn from their mothers a nd grandmothers, 111 

managing a household are a pplied repeatedly in a ll aspects of their 

lives. Thus, these writers underline that women leaders a re created by 

several forces, of whic h advanced learning is just one. 

Simila rly, Fapahunda c ited in Damachi (1978) has given emphasis to 

the diverse roles of women a nd the ir contributions by s tating that 

women a re responsible for the biological a nd social tasks of bearing, 

nurturing and providing initial ed u cation for childre n , a nd en suring 

the well -being o f the family a nd that of the entire society . The writer 
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further adds, women are important human resources and by leaving 

them out from administrative tasks, the schools are missing the vital 

inputs that women with their own unique strengths and perspectives 

could bring to the schools. 

However, many scholars (for examples, Brydon and Sylvia, 1989; 

Cann and Siegfried, 1987; Spencer and Podmore; 1987; Michel, 1986; 

Marini and Brinton, 1984; Taylor, 1978; Schein, 1975) comment that 

cultural values, attitudes, norms affect women's participation in 

leadership positions. 

Findings from vanous studies show that cultural stereotypes , the 

social norms and traditions defined women as weaker than, and 

inferior to men . According to Broverman and others (1972), in terms 
. 

of status positions, societies placed men at higher rank while women 

a re given lower positions. Many societies believe that women are not 

equally capable in intelligence with men. 

As reviewed by Col will (1989) gender stereotypes usually try to portray 

the qualities women lack physically, mentally a nd spiritually . 

Although these are normally unacceptable since they are the 

formulation of cultural set up of a certain society, their inf1uence on 

female principals in school management is damaging. 

Since stereotypically masculine behaviors characterize leadership and 

feminin e traits are devalued , in schools, teachers (especially males) 

have less esteem for female principals because they consider them as 

if they are less effective and less knowledgeable. Parents and 

community doubt the capacity of females to do the kind of work 

required of males (Jarvis, 1969). 

Supporting thi s, Terborg (1977:19) in his polemical article, has said 

that "management is still very mu ch a male discipline with a ll th e 
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stereotypical ch aracteristics of excellence being embodied with in a 

male character." 

According to Chabaud (1974), such discrimination not only prevents 

woman from achieving comple te self- fulfillment as human beings; it 

a lso impedes th e progress of society, because, according to this 

author, gender inequality is a waste of precious resources and 

potentia l. 

Heller (1982) indicates tha t the problem of cultura l stereotypes is 

that they assume females as inappropriate model for leadershi p 

positions. To Heller, gender stratification and imba lance hindered 

fema les to show their talent in leadership positions. 

Friez and others also (1978) showed that men tend to overestimate 

their abilities while women tend to underestimate their abilities, 

a lthough men and women may be equ a l in their a bilities. 

Rewegsira (1988) viewed the s tereotyped attitudes the staffs and male 

teachers have towards femal e principals . According to this auth or, in 

the sch.ools women a re seen as if they could not make decis ion s 

without references to many other people, too reactive and time­

consuming, and they cou ld not be assertive . 

In a sense, women are seen as too "soft" and ineffective to m anage 

students' d iscipline and teacher's ac tivities. Concern ing th is, Rosen 

and Jerdee (1973 ) said th at many men s till find it h a rd to cope with 

working with wom en where they are leaders because of the 

stereotyped perception society develops that considers men as 

efficient, competent, and successful while portraying women as 

inadequate, incompetent and ineffi cient. 
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Wilson and 8yrine (1987) reported that the gender biased ideology 

explain s that women are by nature born only fo r household activities, 

and men for pu blic leaders hip. For example, in Nigeria, Maduewes 

cited in Okoye (1 994:11), s tated h ow women a re devalued in Nigerian 

society in 'that "the sources of the greates t damage to women's self­

esteem is through d evalued socia lly m ediated comments overheard by 

fema le chi ldren such as 'He has n o child , only daugh ters' ... and the 

contemptuou s 'she is only a wom a n , what do you expect." 

As it can be u n ders tood from the above statemen t, m Nigerian 

society women a re highly devalued a nd one can not expec t some thing 

good from women smce they are natura lly incapable and 

untrustworth y. 

Simi la rly, in our culture , there a re a lot of sayings (or proverbs) that 

portray the unreasonable a nd untrustworthy inability of women. 

Some frequently heard proverbs with their English translation as 

made by Seyoum (1986:9) a re: 

" (\.+ ,oOaH' 

non .e.' ,r tI ;" " 

" I'd ' tI :Ci: 0 0>7:1': :" 

an.e.' til!': 0',)',/\ .. :,-" 

"However Kn owledgeable 

wom en may be, the final 

decision rests with a man", 

"Woman 's place is in the kitchen, whi le 

that of a man's is in th e court of law," 

However, these historically deep-rooted practices, according to 

Agonito (1979) a re unfair and unjust part of the long history of 

human societies that has not scientific objectivi ty, but rath er 

cultural bias and stereotyped attitudes 

It is scientifically true that human beings by nature have equal 

potential for k n owledge of a normal condition. The main variation of 

human knowledge comes through education, culture and the 

general environment from which the individual is brought up and 

his/her genetic factors. 
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Thus, what the oral traditions of gender s tereotypes portray as men 

having more positive tra its, su ch as courage , intelligence, initia tives, 

effi cien t while wome n lacking these qua lities ha ve no practical proof 

(Brown , 1979; Deaux and Taynor, 1973). 

Researchers have a lso looked into th e influe nce of women 's home 

a nd fa mily roles as barriers to their leadership pos itions. According 

to Seka ra n a nd Leong (1 992), women, burde ned with dua l roles of 

home and work, a re u nable to devote time to updating their 

knowledge a nd keeping a breast of the la test developments in school 

adminis tration . 

Marriage also follows increased respon s ibili ty for women. Their 

su ccess m principa lship can be a ffected by fac tors su ch as 

pregn a ncy, child reanng, socia l pa rticipa tion, and home 

management.. A s a result, wom en a re likely to perform low in their 

princ ipals hip and m ay be forced to d rop the position (Leithwood and 

Mon tgomery, 1985). 

According to Oplatica (2003), in compa n son , married women who 

a re sc hool principals do greater work th a n their s in gle cou nte rpa r ts. 

Thus, the "double du ty" of the m a rried women has a negative impac t 

upon th eir professional career. 

Supporting the same VIew, Evetts( 1987) said tha t ma rried wo men 

a re m ore likely bu rdened with h ou se hold tas ks th a n s ingle wo men 

and these a re more like ly to take precedence over sch oo l wo rk for 

them than fo r the ir counterparts. Less t ime for work is likely to 

lower m a n agerial performance. 

The effect of family responsibility is very likely to b ring di fferent 

career orientation for woman and male principals. Den n ison and 
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Ken (198 7) h a ve shown . how the behaviora l expec ta tion s regarding 

wo men 's role in the fa m ily represent a very real obs tacle to their 

ma n agerial performances s ince the majori ty of the burden of child 

rearing s till is placed on m others , impos ing additiona l respons ibili ty 

on caree r wom en that is o ften no t faced by a ma n . 

S tudies s how even women who cla im to have good time managem ent 

s kill s feel s tra ined a nd dissatis fied due to the expecta tion to fulfill 

va riou s roles . Regarding this , J a rvis (1969) points out that the 

amount of time female principals spend on chores and other activities 

reduces the time and energy they s pend in schools a ffecting the ir 

s uccess . He further a dd s that the problem ma rried women face in 

m a rriage- rela ted ca ses is tha t during the time of pregn a n cy wom en 

m ay suffer som e pregn a ncy rela ted complication s a n d illness . As a 

result, u n tim ely they m ay be forced to be unavaila ble. 

According to Ozga (1 993) a nother problem a ma rried female sch ool 

principa ls face is that if wives a re su ccessful in the ir leaders hi p 

positions, some hus ba nds fee l tha t they are in fe rior and th ey a re not 

going to ass is t a nd encourage their wives in the ir jobs, ra ther they 

may try· to fo rce them di scontinue . 

In gen e ral , as indi cated above, fac to rs that ad ve rsely affect the caree r 

roles a nd respon s ibili ties of female p r incipa ls are varied . Wha t is to be 

noted h ere is th a t these ba rrier s a re not only limi ted to a pa rticula r 

region or country . 

In s p ite of the grea t cu ltural, ideological a nd econ omIc differe nces 

a mong coun tries, the impedimen ts to women a lready in manageme n t 

are s imila r in mos t cases (UN, 1992). 

However , because of tech nological advancement, econom Ic 

deve lo pmen t, a ttitudina l c hange of the society with tran s forma tion in 

education , and others still th e re are relative determinan ts of the 
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problem in each country. Besides, the degree of influence of each 

factor varies from country to country based on the level of 

development of a given country. 

In countries like Ethiopia, where the socio-economic development is 

extremely backward, these problems double, triple themselves. They 

are many and complex . Some are direct reflections of the cultural, 

social and economic while others are related to personal. 

1.2. Statement of the problem 

Women in school principalship positions are subject to pressures and 

hardships which are not experienced by men . It may be argued that 

they share some of the same work-related pressures as their male 

counterparts. But some problems are unique to female principals. 

Women principals are usually loaded with dual expectations of family 

and principalship roles. They are occupied mentally and physically 

with the two roles each of which has is own demands . 

Despite the many changes which have taken place in education in 

recent years in Ethiopia to promote the participation of women and 

eliminate gender stereotypes, women, in principalship positions are 

still in a minority and under various pressures. 

At the same time, the pressure on women principals in school 

administration, rela ted to sex stereotyping and family role burdens is 

a felt problem in Ethiopia. 

In order to understand the extent to which women principals are 

subjected to various pressures , it is important to identify the factors 

that cause inconveniencies in their sch ool management roles. 
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Various studies have su ggested different explanations on what 

accounts for the problems women principals face in their role of 

school administration. Among these a re cultura l scripts that identify 

feminine attributes as contributing to ineffective leadership (Curry, 

2000; Blackmore, ·1999). This stereotypical attitude divides the society 

in to male and female arenas and attributes certain tasks and spheres 

of responsibility to each gender assuming that one must behave in 

accordance with th e social expectation s of one's gender (Limerick and 

Anderson, 1999, Shakeshaft, 1989). 

Leadership positions 111 this sense "belong" to male members of th e 

society and women should refrain from attempting to attain this kind 

of position (Celikten, 2005). 

According to Yalew (1997) in Ethiopian tradition women have a lways 

been in the submissive roles both at home and in society. The cultural 

and social assumption that women are less strong than men and 

therefore can not hold managerial positions is common in our 

societies. 

This cultural prejudice and bias are the sources of the impediments 

female principals encounter in their career. Th ese impediments 

include issue of the teachers' not taking decisions made by women 

principa ls positively and th e reluctance of female teach ers to respect 

women principals regardless of their competence. Besides, women 

principals burden themselves with heavy duties to avoid confrontation 

with teachers which apparently leads to inefficiency (Coleman, 2002). 

Normally m ost school principals depend to a great extent on the 

support and loyalty of staff. But, according to Cubillo and Brown's 

(2003) study, women felt that they often experienced more difficulty in 

being 'accep ted ' in this way. These writers further stated that the 

subjects of their study reported having d ifficu lty with the staff. They 
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believe that th e m a le teachers are threatening. And they also said that 

another serious difficulty they faced in their jobs was the reluctance of 

women teacher s to work for women principals . 

The oth er facto r that affec ts the career of fem a le prin cipal s is family 

responsibility. It is evident that the marita l status influences the ir 

ability to car ry out th e responsibilities of the position of principalship. 

According to Limerick a nd Anderson 's (1999) , study, for example, 

among English principals included in their s tudy, only childless 

female principals did not report having problems to achieve a balance 

between the confl icting family and career roles. 

In Ethiopia, women are expected to be respon s ible for their families 

including remaining close to their children, the husband a nd the 

extended family . Likewise, heavy domestic responsibilities a nd too 

many tasks at h om e evidently handicap women's career in gen eral 

and those in leadership positions in particular. 

In general, it IS true that women continue to suffer from th e 

socia lization process that sometimes proved a great impediment to 

their career deve lopment and role in society. It is common knowledge 

that the yoke is h eavier on women in th e struggle to prove oneself 

compe tent and rise up the la dder. Her mUltiple roles in the family, 

community and the society at la rge have not even been a blessing to 

win her the privilege of apprec ia tion and acknowled gem ent . 

Both the litera ture on the issue a nd the practice from a round the 

world tes tify that lots of women still fall victims to the overarching 

male-dominated cu lture. 

The increasing validation of th e impact of this socia lization process 

con tinues to call for various studies . To th e research er's knowledge , 

n o research has so far been conducted in response to thi s problem in 
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particular in our country,. especially in the area where this study is 

conducted. Only two studies were conducted a decade ago. The first 

one was by Abebayew (1995) on women's participation in educational 

a dministration in Ethiopia that showed the effects of stereotype on 

women's and men's aspiration for leadership position . The other was 

conducted by Yalew (1997) that attempted to investigate sex role 

stereotypical attitudes of the society as major obstacles to women's 

entry in to leadership positions. 

Hence, this research is aimed at getting some special insight into the 

major difficulties faced by women principals as well as showing an 

enabling environment for potential women to assume leadership 

positions in education. Thus, in due course, the study attempts to 

answer the following basic questions: 

1. What are the societal stereotypical views that a ffect 

the roles and responsibilities of female principals? 

2. Do male principals and female principals show 

significant differerence in their managerial actions 

in school? 

3. To what extent is women's principalship career 

affected by conflicting expectations of career and 

family roles? 

4. What strategies are to be employed to Improve the 

competency of fema le principals? 

1.3 Objectives of the Study 

Any research work is meant for solving existing social problem and 

creating or raising awareness on existing social phenomena . Likewise, 

the purpose of the study is presented briefly as shown hereunder. 

Thus, the specific objectives of the study a re: 

-To know the extent to wh ich fema le principals a re 

subject to various social pressures; 
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-To identify some of the major factors accounted for 

the problems faced by women principals in school 

management particularly associated with societal 

stereotyping and home responsibilities ; 

-To examine whether there was diffe rence between m a le 

principals' and fema le principals ' effectiveness in school 

leadership; and 

-To identify ways and means of promoting women's 

principa l s hip performance. 

1.4 Significance of the Study 

One might legitimately ask who is likely to be audience of the research 

on women in school principalship, and what is its benefit? I, the 

research er. believe that a ny research on women, in our country, 

Ethiopia, whatever the topic may be , is warranted as long as cultural 

s tereotypical attitudes , prejudice and bias that severely d evalue 

women becomes history , a nd equa li ty is m a intained between the two 

sexes in a ll aspects . In light of this , the study becomes u seful a nd 

time ly in considering the impediments to the principalship caree r 

d evelopment of women. 

There fore, this study is felt to be important for the following reasons: 

1. by identifying the major cu ltural stereotypical 

a ttitudes about fema le principa ls, the study could 

s how means of overcoming the proble m ; 

2 . by identifying the major barrie rs to fem a le 

principa ls' career , the study could he lp the 

deve lopment of career st rategies th a t a re compatible 

with cultural a nd social con texts of the country; 

3. th e study may provide policy- makers with 

information that may he lp them a ware of the 

II 
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possible problems female principals encounter because 

of their sex; and 

4. It may also give some suggestions for researchers 

who want to under take further study in the future . 

1.5 Delimitation of the Study 

As the title of the research indicates the study is delimited to the 

investigation of some of the major factors that affect the roles and 

responsibilities of primary education female principals in East Hararge 

zone in Oromia. According to data obtained from Oromia education 

bureau gender department (refer to appendix-C), East Hararge zone 

was selected because of that relatively large number of primary school 

female principals were found in this sample zone. 

Delimitation has also been m ade because the research would not be 

more manageable and concise if other zones from different areas were 

included in the study. 

1.6 Limitation of the Study 

Originally, in addition to primary education, the study intended to 

include secondary education female principals. However, according to 

the data obtained from Oromia education bureau, no women had 

been evidenced to work at this level. 

In addition, because of the inadequacy of reference materials related 

to this study in the country; the researcher has been forced to rely 

almost on foreign sources. 
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1. 7 The Research Design and Methodology 

1. 7.1 Method 

As mentioned earlier, the study focuses on investigating some of the 

m ajor impediments to femal e principals ' career in East Hararge zone. 

To this effect, descriptive survey method was employed with the 

assumption that it could h elp gather data with wider coverage on 

current status re lated to the subject under inve stiga tion. Its 

appropriateness for s uch kind of study h as been recommended by 

Seyoum and Ayalew (1989), and Best and Kahn (2004). 

1. 7.2 Source of Data 

All data were gathered from pnmary sources. Teachers (both male 

and female), male and femal e principals, female working at woreda 

edu cation office in ch arge of women's affairs, supervisors and heads 

of woreda education offices were included as sou rces of data. 

1.7.3 Sample Size and Sampling Techniques 

There are eighteen woredas in the zone. Out of these, female 

principals were found in fourteen woredas. Sch ools ran by fem ale 

prin cipals were identified (based on th e information obtained from th e 

fourteen woreda education offices) an d out of 5'74 school s in thi s 

woredas 51 schools ran by female principals were selected usmg 

availability sampling to include all the female principals . 
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Table 1. Woredas Included in the Sampling and Number of 

Schools they constitute. 

No Name of Wored. No of Schools No of FemaIe Percentage of 

Principals Female 

Principals 

1 Babbile 23 1 4 .35 

2 Baddano 60 2 3.33 

3 Da dar 50 2 4.00 

4 Fadis 36 3 8.33 

5 Gola oda 28 5 17.86 

6 Gurawa 48 5 10.42 

7 Gursum 45 6 13.33 

8 Haro-Maya 50 6 12.00 

9 Jarso 3 1 1 3 .23 

10 Kombolca 25 1 4.00 

11 Kurfa Challe 22 4 18.9 

12 Malka Ballo 5 1 :3 5 .9 

13 Meta 65 2 3. 1 

14 Qarsa 40 10 22.5 

Total 574 51 8.89 

On other hand , among the fourteen woredas shown on Table 1 a bove; 

nine woredas were randomly selected to have suffi cie nt inclu sion of 

female and male teachers, and m ale principal respondents. The 

assumption for s imple random selection was uniformity of all woredas in 

underlying social and sex s tereotyping factors that had implications 

against female principals. Schools run by male principals were randomly 

selected since there was no s ignificant social differen ce among the 

woredas and schools in th e zon e . Thus, 5 1 female principals, 40 male 

principals, 50 female teachers, and 30 male teach ers, that is, a to tal of 

17 1 respondents were se lected fro m the sample zone. 
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Female teach ers and male teachers were selected using simple random 

sampling for two reason s; for one thing, both groups of teach ers were 

s ufficiently available, secondly, th e social setting in which they were 

working was similar. The size of the responden t for each group was to 

have reliable data for analysis . Many research literatures describe that 

sample size of 30 generally ensures representativeness of the data. 

Therefore, as sample size more than 30 is tesTable for research, for its 

more manageability and concise with the limited time available at the 

research er's disposal, the above mentioned numbers were decided as an 

adequate sample size. 

1. 7.4 Instruments of Data Collection 

As mentioned earlier, the methodology IS descriptive survey on the 

problem. Thus, III collecting data the researcher e mployed 

questionnaire and interview with the assumption that they are more 

appropriate to gather reli a ble information particularly when the study 

is a descriptive survey . 

1. 7.4.1 Questionnaire 

It is be lieved tha t the inform a tion through questionnaires IS 

convenient, reliable and adequ ate which can be obtained from a large 

number of respondents with m a s hort span of time. Th e 

qu estionnaires were prepared , originally in English, which were later 

translated in to Afan Oromo to prevent misunderstandings and 

misinterpretation on the parts of the respondents. It was filled out by 

female principals and male principals as well as by female and male 

teachers. 

The qu estionnaire has four parts. Most of the questionnaires were 

common for all the four groups of respondents whi le some were sex­

specific to principals. The first part was prepared in the form of likert-
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type scale and filled by both sexes of teachers and principals. It was 

attitudinal question that were prepared with the intention to obtain 

information on the level of teachers agreement or disagreement with 

cultural stereotypical attitudes that devalue women's school 

principalship roles. 

The second part was only filled by the teachers (both male and female). 

Items in this part were prepared by the investigator from the existing 

literature and based on the guideline material for the roles and duties 

of school principals (MOE, 2002). Each item in this regard represents 

a particular behavior or style of a principal. For each item five 

alternatives were given (i.e. very high, high, moderate, low, very low) in 

order to label the degree to which both male and female principals 

exhibit a particular behavior or style effectively. 

For section three multiple types of items were prepared. These items 

focus on women's dual role (family-career connict). career orientation 

and gender bias were filled by both female and male principals with 

some sex specific items only filled by female prin cipals. With the 

intention to disclose free responses of respondents , some open ended 

items were also included in this section . The last one was prepared for 

male and female teachers. It was entirely an open ended prepared with 

the intention to get s uggestions to alleviate problems female principals 

face in school management. 

In sum, the reason why the questionnaires were also filled by male 

teachers and principals was due to the fact that the information 

obtained by female teachers and principals n eeds to be cross·checked. 

1. 7.4.2 Pilot Testing 

In order to undertake some necessary corrections before it is going to 

be distributed to t he target population, try out of the questionnaire is 
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important. Thus, the draft questionnaire was first administrated to 1 

female principal, 3 vice female principals, 6 male prin cipals and 20 

teachers for pilot testing at Bishoftu town. After the questionnaire had 

been filled and returned, each of the items in the questionnaire was 

thoroughly examined. Ambiguous and unclear statements were 

corrected and the final questionnaire was distribu ted to each of the 

entire sample population 

1. 7.4.3 Interview 

In addition to questionnaire, the researcher employed structu red 

interview questions as a second instrument for data collection to 

complement and obtain relevant da ta that were not handled by the 

questionnaires. Structured intervie w questionnaires were designed 

and administe red to woreda education office officials (women's affairs, 

supervisors and h eads of WEO) . The interview questions were made to 

address the problems faced by female principal s in their roles of school 

managemen t. 

1. 7.5 Methods of Data Analysis 

Data collected through sets of questionnaires were analyzed using 

software for statistical packages [or social sciences (SPSS). Scales of 

five use d during data collection were redu ced to three scales [or 

analytical simplic ity as '1' for 10w', '2' for 'partial ' (medium) and '3 ' to 

represent 'high' or 'strong'. Based on this scale, m ean responses were 

grouped in to three leve ls. Mean responses be tween 1.00 and 1.75 

were labe led as 10w' or 'rare', mean responses between 1.76 and 2.25 

were labeled as 'partial' or 'medium', and m ean responses between 

2.26 and 3.00 were attribu ted as 'high' or 'strong'. Percentages was 

used to know reported degree of husbands ' h e lp amongst married 

female principals; mean scores of male and female teachers were 

separately summarized and then the differen ces of these mean scores 
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were examined through t -test. In addition, t-test was also used in 

order to examine the degree to which female versus male principals 

perform their managerial duties effectively, mean scores given to 

female and male principals by both sexes of teachers were calculated 

for each dimensions or styles in order to s how the relationship 

between principals' sex and managerial effectiveness. To consider 

whether school management is affected by physical and biological 

factors one way ANOVA was used. This was to see whether or not 

female principals are less capable and physically less strong as it is 

explained stereotypically. Chi-square was used to examine whether 

there was difference in opinion between female and male principals on the 

level of support offered by husbands to married female principals. Generally, 

percentage, chi-square, mean, t-test, and one way ANOVA were used 

on the basis of their a ppropriateness to each question. Statistical 

significance used in the study was level of confidence at 95%, that is, 

probability level of less than 0 .05. The probability level less than 0.05 

is commonly accepted in quantitative educational researches and 

other wider areas. 

1.8 Definition of Important Terms 

Sex- Role Stereotypes- The generalized beliefs the society holds 

th at particular behaviors are 

characteristics of one sex group as 

opposed to the other (Lerner and Spanier, 

1980) . 

Sex-Role (Gender Role) - socially defined set of prescriptions 

for behavior for people of a particular sex 

group (Lerner and Spanier, 1980). 

Responsibility- the obligation that an individual assumes 

when he! she accepts a gene ral work 

assignment or job, to perform properly 
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the functions and duties that have been 

assigned h im/her to the best of his/her 

ability, in accordance with the directions 

of the executive to whom he / she is 

accounTable (Unger, 1996). 

Stereotypical Proverbs- Sayings that are told by the society 

regarding men's and women's sex 

ro les. 

Sex Role Orientation- The tendency of an individual to show 

behavioral patterns that can be labeled 

e ither as egalitarian or traditional (Beer e, 

1990). 

Masculinity-male characteristics such as aggressIveness, 

which are general ly regarded as opposed to 

feminine passivity, social 

indicative of male, u sed 

responses 

with the 

connotation that masculine 

supenor and feminine 

inferior(Good,1973). 

feelings 

feelings 

Administration/Management/Leadership/Principalship:-

are 

are 

directing, planning, orgamzmg, 

coordinating, controlling all matters 

pertaining to school affairs with in the limits 

of delegated responsibilities and authority 

(Good,1973) 
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1.9 Organization of the Study 

One of the important components of any research is its organization. 

Hence, this paper is organized in to four chapters. The first chapter 

deals with the background of the study, statement of the problem, 

objectives of the study , significance of the study and delimitation. The 

methodology and procedures employed to collect and analyses the 

data and definitions of key terms are also included in this chapter. 

The second chapter presents the review of the related literature. The 

third chapter deals with the presentation, analysis and interpretation 

of the data, while summary, conclusion and recommendations are 

included in the last chapter. 
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CHAPTER TWO 

Review of the Related Literature 

Factors that affect the roles and responsibilities of female principals in 

school management are many and interrelated. Some of the major 

ones which are indicated in the works of different researchers 

(Oplatka, 2003; Colman, 2002; Evetts, 1994; Shakeshaft, 1989) 

include: the impact of cultural sex- role stereotypical attitude, job­

family conflicts, and biases attached to leadership styles and job 

performance of women principals. The strategies and actions to be 

implemented to promote the competency and performance of female 

principals in school principalship roles are also treated in this 

chapter. 

2.1. The Impact of Cultural Sex-Role Stereotypical 

View on Women's Leadership Career 

In varIOus s ocieties, assuming leadership positions has been 

conceived of as a sole province of masculine con cept. Such 

conceptualization of leadership as a masculine province has been 

concretized because of the nature of the workplaces and 

organizational atmospheres that reflect traditional masculine values 

of competition , aggression , and achievement (Zellman, 1976). 

As a result, valu e traits and activi ties of leadership are traditionally 

associated with masculinity (Spence and Hemlre ich, 1972). This 

indicates that "stereotypically masculine behaviors characterize 

leadership and that stereotypically feminine traits are devalued" 

(Cann and Siegfried, 1987:401) 

As reviewed and concluded by Fitzgerald and Betz (1983), the number 

of women who get into m asculine-oriented occupations, specifically in 
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management is limited because it is presupposed that they lack the 

drive, aggressiveness, and leadership ability required for success. 

Researchers who investigated the effect of sex role stereotypical 

attitudes on women's assuming leadership positions reported that the 

society as a whole seem to have unfavorable attitudes towards them 

(Rice et al., 1980; Stevens and Denisi, 1980; Schein , 1975; Rosen and 

Jerdee, 1973; Broverman and others, 1972). Supporting the same 

view, Fitzgerald and Betz (1983: 130) h ave the following to say: 

... although there are no clear-cut sex difference in 
management style, both supervisors and subordinates 
may believe that there should be differences ... These 
beliefs can be detrimental to women 's career adjustment 
because they may affect both evaluations and 
effectiveness of women's leadership efforts. 

As thoroughly expounded in this statement, irrespective of their ability 

to lead as their male counterparts, females are judged inferior and 

incapable to lead on mere subj ective basis. This societal stereotypical 

attitude elF-scribes women as passive, submissive, dependent (Rosen 

and Jerdee, 1973) . Other studies (such as Fauth, 1984; Marini and 

Brinton, 1984) indicate that whi le females are considered as more 

fearful, timid, and like ly to seek help and reassurance from others, 

while men are considered as courageous and determined. 

Apart from the biological variations that differen tiate the female fro m 

th e male, there are psycho- s ocial facets of the society that make 

boundaries for behavioral manifestations that are considered 

appropriate for each sex. 

These psychosocial pressures would directly or indirectly dictate every 

sex member of the society to act according to its rules and regulation s 

(BukatKo and Marvin, 1992; Colwiil , 1989). The commu nity spells out 

some of the rules a n d regu lations clearly in black and white and their 
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effect would be direct on the behavior of its members. Stereotypes begin 

to influence the behavioral and personality developments of individuals 

from early years of life . 

They are indicative of discrimination to the existence of sex role and 

occupational stereotypes. Adkison (1981:313-314) maintained that 

"since management is stereotyped as a masculine area, communities do 

not accept women in leadership positions; decision makers will not 

recruit and hire women for managerial positions." 

However, what is really true about sex-role stereotyping IS that smce 

men and women have diffe rent hormones and body parts, it is natural 

for some real difference to exist between the two sexes (Ronald, 1992). 

Thus, according to some researchers (Bukatko and Marvin, 1992; 

Marini and Brinton, 1984; Jacklin and Maccoby; 1975) some of the sex 

role stereotyping m ay have biological ground. Bukatko and Marvin 

11992:495) contend "the sex hormones, physical characteristics of boys 

and girls can potentially influence how they behave." For them, the 

tendency for men to be more aggress ive than women seems to resu lt 

from differences in dispositional traits. 

Findings of Maccoby and Jacklin (1981), Block cited in Marini and 

Brinton (1984) evidence sex difference in terms of women's superiority 

in visual-spatial ability. Their s uperiority in verbal ability has also been 

reported. It is found that men are physically stronger than women. 

What do these differences tell us? And how do they affect women 's 

career advancement to leadership positions? Do the existing trait 

differences between the sexes outweigh the similarities? Some 

researchers (for example Ronald, 1992; Dipboye, 1989) argue that the 

difference between men and women are not that wide to evidence as 

much difference as observed in status gap between men and women . 
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After making an exten s ive r esearch, Maccoby and Jacclin (1981) came 

to believe that the t'eal differe nces between the beh aviors of men and 

women are insignificant. 

A few n eurological studies also indicate that "even the largest difference 

in cognitive functioning is not as large as th e differen ces in male and 

female height" (Ronald, 1992:40), 

On top of this smce p eople are cultural animals the observed sexual 

differen ce is highly shaped by cultural factors, Ronald (1992) forwards 

one instance that implies the impact of environment on trait differences 

between sexes, The research er , fo r example , explains how women are 

more intuitive than m e n, and men less e motional than women . 

According to this a uthority , th e ability of girls to be in tu itive comes 

from society's emph asis on raising girls to be sen sitive. On the other 

hand younger boys are told to ignore pain and not to cry. Thus, if not 

all, most of the diffe re n ces are largely reinforced by cultural factors. 

Theories of sex role s ocialization explain th e process by which 

individuals learn th e be h avior that a cultu re defines as suitable for 

their sexes. Just from birth, children learn the behavior that is 

a ppropriate for th eir sex via the process of sex role s ocia lization 

(Yelfign, 1990) . 

As per this divis ion of labor while men are expected to s upport th e 

family mcome, women s houlder th e responsibility of home 

management, child care and catering the emotional n eeds of the family. 

Women's home making and family roles furth er tran scend to their work 

lives. The ir sex role becom es th eir work role . 

The carry over of the sex role to the work role primarily emanate s fro m 

society 's insisten.ce that an individu al's sex m akes a diffe re n ce in very 

domain of human experien ce. Thus, a person often seen as a man or a 
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women fir s t , a nurse or pIpe fitter second (Nelson cited in Gutek and 

Morsasch , 1982). 

According to some researchers (Marini and Brinton, 1984; Grambs, 

1978 Coles, 1975) women's separate roles (which are largely attuned to 

family affairs) perpetuate their exclusion from positions of prestige in 

several ways. 

First, women's concentration on jobs tha t complement their 

tra ditional roles affect the status of the occupa tions they hold, 

cr eating a re lationship between the status and sex typing of 

occupations, high sta tus of occupations being accepted as male 

(Marini and Brinton, 1984). 

Secondly , female jobs have been p erceived as having characteristics 

such as greater flexibility of working hours and are thus cons idered 

easier for women to combine with family responsibility. This in turn 

lessens their managerial and a dministra tive p erformances. According 

to Geiger (1989) schedule flexibility IS rare ly accepted for 

administrative and managerial jobs as these jobs are con s idered 

challenging and time taking. 

In th eir review of the effects of s ocietal attitudes and believes a bout 

wom en's roles and capabilities in leadership, Fitzgerald and Betz 

(1983:97) noted that " ... society influences girls and you ng women to 

limi t their life roles and occupational options on the basis of gender 

alone, withou t regard for or interest in their unique individu al 

cap a bili ties and poten t ial for development." 

Ge n erally, in many societies females and males are exp ected to show 

behavioral ch aracteristics that are considered appropriate for their 

sex members. Researchers who assessed the d irect influen ces of sex 

role stereotypes on the evalu ation and trea tment of women and m ale 

in managerial and leadership positions disclosed those individu als 
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who have traditional sex role orientations seem to have negative 

attitudes and react unfavorable to female leaders (Rise et al . , 1980). 

Thus, since leadership is traditionally viewed as masculine concept 

(Hollander and Yoder, 1980) , women will not have vigor to enter this 

male-dominated area. Coupled with this notion of leadership, 

Johnson (1978) further discussed that fear of being criticized and/or 

ostracized by her associates for the violation of sex role expectations 

will limit females to exercise power strategies that accord with 

traditional role expectations. 

Brown (1979) in his reView of male and female leadership studies, 

reported that many of studies that used students as their subjects 

support the traditional female stereotypes and those studies that used 

practicing managers as their subjects did not show such stereotyped 

conceptions of leadership . He supposed that the socialization 

expenences 111 the real work world might have modified their 

attitudes. 

2.1.1 Sex-Role Stereotypical Views of the 

Ethiopian Peoples on Women 

In Ethiopia, there are many sayings that signify the impact of sex role 

stereotypes on women. The maJe ch ild receives treatment in ways that 

encourage self-efficiency, independence, aggressiveness, high 

achievement behavior and the like. But the girl is mainly, if not 

comple tely, brought up in ways that she will be good wife, thus 

inducing the sense of depe nden ce. 

According to Tesfaye (1997),women had lower place than men in 

traditional Ethiopia, because a man is considered to be the bread 

winner of the family in most of Ethiopian cultures. In support of this 

view Seyoum (J986) commented that since men were considered to be 

the bread winners, they were s upposed to get edu cation, job, and a 

better treatment in general. Moreover, women were considered to exist 

26 



to please m en; accordingly, th ey were expected to be good WlVes or 

mistress and moth ers . 

Because of these cultural beliefs, families tend to influence the 

upbringing of their daughters based on the cultural values and 

religious norms (MOE, 2004) . These cultural values include (Em ebet, 

2000) traditional divi s ion of labor which creates huge problems on 

females. They aye ofte n required to h elp their mothers with domestic 

activities and looking after children. 

The proverbs u sually reflect that women are weaker than men and as 

a result they are not considered appropriate for leadership roles and 

other high-status occupations. If we take the following proverbs, they 

can illustrate the extent to which they cou ld create psychological 

repercussions on both sexes: 

" (D ' ).\': !'mtl.e. which can be translated as "one who 

~, 'H'. ~,·7tUdl(h. r. Il(l.~ " gives birth t :> a son gets respected like God" 

On the other hand, 

"i\.+ !'mtl .~ "On e who gives birth to a female, goes down to 

001' !'ma" h e ll." (Mekuria, 1982E.C) 

The above proverbs indicate that the society seems to h ave negative or 

unfavorable attitudes towards women. Besides, there are sayings that 

affect th e inability of women to analyze things in their everyday lives. 

Let see the following proverb : 

i'h'}' "'111'. n.;f:·?1~+ "If a wome n lacks fire wood, she uses th e 

9v
(l{l '}'~~'''tl~f- pilla r of the house" (Mekuria, 1982E.C) 
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When we critically get into these and other sayings, most of them, if 

not all , put women down in the social , political, economical aspects of 

the society. Despite their contribu tion to the social welfare and 

development of the country, they are not usually considered as 

significant in playing in leadership positions and other decision 

making processes. 

However, although trait differences between men and women are not 

that wide, women's career progress and planning seem to have always 

been affected by the belief attach ed to the norm that "women are 

differen t from men". The crux of the issue is not in the categorization 

of "masculine" and "feminine" traits. But the problem lies on the value 

attached to the assumed differing m asculine and feminine traits 

(ColwiU , 1989). 

It so happens that while masculine traits h ave always been 

considered as suiTable for ones career progress , but feminine traits 

are considered as irrelevant , mainly for ones progress to 

administrative and managerial positions (Grambs, 1978; Schein, 

1973). 

According to Shakeshaft (1989) the male hegemony takes all men (as 

a category) suiTable for l ~adership , and al l women as possessing traits 

irrelevant to administration and managerial duties. 

The impact of stereotypes and the potential bias that male attitudinal 

be lief imposes upon women's caree r progress mainly into the field of 

educational leadership is, therefore, the focus of the next topic. 
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2.1.2 Prejudice against Women as School Principalship 

As explained earlier, sex-role stereotypes are individual level 

explanations as to why women do not succeed to administrative 

positions. As per this assumption, female deficiencies in knowledge, 

skill and personality have been presented as blocking women from 

entering and advancing in the field of administration. 

For example, women have been considered as less task- oriented 

than men and they are reported to lack the so called "task oriented 

traits such as aggressiveness, rationality, enterprising and toughness 

so as to make out good administrators" (Oipboye, 1989). Many of 

these beliefs are usually forwarded in the form of sex stereotyped 

assumptions. For example, for Shakeshaft (1989) male school board 

m embers believe that women can not stand the emotional and 

physical stress that school administration demands. One instance, 

which is documented by some researchers (such as Shakeshaft , 1989; 

Grambs, 1978) is women's incap3bility to handle student disciplinary 

problems. In this regard, women's small and supposed lack of 

strength has been presented as reason for their inadequacies for 

managing student disciplinary problems. 

Another frequently h eard comment a bout women's shortcomings In 

administration is that they lack self confidence mainly in order to 

exercise command and set things done (Browman et al,1965). 

However, the finding of Maccoby and Jacclin (cited in Abebayehu , 

1995) evidences no sex differe nces in tenns of the level of confidence 

men and women d evelop. In fact, it is found that there are areas in 

which men and women exh ibit self confidence are different. While 

men are observed to show self confidence in pu blic sphere activities, 

women s how this in private sphere areas (Shakeshaft, 1989). 

29 



As Shakeshaft (1989) further argues the thing is that women's self­

confidence has always bee n judged in terms of male defined 

standards, i.e. in light of the level of confidence women develop in 

pu blic sphere activities. 

Thus, smce women h ave been kept separate from public sphere 

activities, obviously they lack the experience (Yeaky, 1986). Their lack 

of experience, therefore, has been misinterpreted for lack of self 

confidence. For instance, based on the report of educational research 

service, Shakeshaft (1989: 114) documents the biases held by male 

superintendents regarding behaviors a nd activities featuring women. 

As per this claim, thus women more likely than men are expected: 

... To enJoy doing routine tasks; not to set long range 
goals or work towards them; to want less 
responsibilities; to be home rather than job oriented; to 
be more sensitive to criticism; to be less aggressive than 
men; to be less likely to stand under fire; to be less 
independent and self sufficient; to elY more easily; to be 
good at detail work; to be unable to understand formal 
matters. 

That women experience frequ ent absenteeism and that they take more 

maternity leaves, that they suffer more work related problems, and 

that they are excessively emotional at work have also been presented 

as their deficiency in management (Rosen and Jerdee, 1973). And also 

they are considered as passive and more dedicated to their fami ly. 

However, a part from the common assumption which is based on 

stereotyped beliefs, different findings conducted at different settings 

(with women in adm inistration) do not bear this out. That woman fail 

as administrators because of their excessive emotions and their 

passive behaviors and frequ ent absenteeism at work have not been 

evidenced so far . 

The consequences of sex-role stereotyping cou ld be manifold. After all , 

individuals who h ave traditional sex role orientations seem to have 
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attitudes and react unfavorably to female leaders. Likewise, as discussed by 

Johnson (1978). this societal sex-role stereotyping can Limit women's 

entrance and a dvancem ent into leadership positions, because the social 

norms make them to have low s e lf-image. Every society has its own 

stereotyped beh avioral patterns where the males and females are expected 

to follow (Brehm and Kassin, 1990). 

2.1.3 Gender Stereotype and Women's Self-image to 

School Principalship 

Although male bias is one of the most strong factors that affects the 

duties of women in school administrations, the extent to which 

women themselves internalize, or reject traditional sex-role 

stereotyping also limit their career responsibilities 

(Shakesshaft,1989) . 

According to Morriss and others (1999) throughout the various 

patriarchal system, while men have guarded their own positions, 

women h ave uncritically accepted the economic and social 

conditioning, which in effect h as contributed to th eir inferior position. 

Despite tremendous jobs that women accomplish in society, they fail 

to realize their potential and trend to underscore their own 

achievements (Yelfign, 1990). For instance, evidences show that in the 

evaluation of principals, women principals receive higher rating than 

men both from their subordinates and superiors. 

However, women tend to see themselves as performing more poorly 

than their male peers (Deaux cited in Dipboye, 1989). Lack of courage 

to try new skills, and fear to j oin leadership positions lest they should 

en cou nter failure as administrators among m any women (Stracher, 

1993). Thus as women underestimate their own values, they tend to 

put low trust upon oth er women further perpetuating their own 

subordination to lower position. 
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However, it should be noted that socialization and sex-role 

stereotyping may not put similar adverse effect on all women. In other 

words, some women some how come to manage and overcome sex­

role stereotypes and thus, succeed in their careers. 

Generally, in many societies' women and men are expected to show 

behavioral characteristics that are considered appropriate for their 

sex members. Accordingly, the male population are descried as having 

personal traits that are appropriate and fit for leadership while women 

traits make them unable to challenge administrative and managerial 

jobs and append them in what one calls "soft" jobs (Dembo,1995; 

Haccoun et al,1978; Schein, 1975; Broverman et al, 1972). 

Shakeshaft (1989) examined 19 studies that focused on attitudes 

towards and opinions about women in school administration. Surveys 

of administrators, board members and students show that those 

popUlations tend to hold attitudes more favorable to men than to 

women L'1 administration. However, another survey found that female 

board members, superintendents, and educational administration, 

students tend to hold more favorable attitudes towards women than 

men in the same positions. 

2.2. Leadership Effectiveness of Men and Women School 

Principalship 

As varwus researchers maintain (Davies and Gunawardena, 1992; 

McGrath and Goin, 1992; Shakeshaft, 1989) there is a need to look 

into the existing differences between women and men educational 

administrators regarding the behavior they exhibit in the work as 

administrators. 
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Whether there is justification In the claim that women are less 

competen t than men on the way they manage their schools IS, 

therefore, the focu s on this part. 

While examining the managerial performances of women and m en in 

school a dministration , differen t findings focu s on different issues. 

However, the summary of many of these findings (for example, 

Stracher, 1993; Shakeshaft, 1989; Coles, 1975; Morsink, 1970) seem 

unto fall in identifying the existing differences in the areas of work 

environment , leadership , communication, decision making and 

conflict resolu tion. 

2.2.1. The Career Experiences of Women and 

Men in School Leadership 

According to some research er s (McGrath and Goin , 1992; 

Shakeshaft, 1989) although activities that women and men school 

principals undertake to m ee t their job responsibilities are basically 

the same with some differences too. Diffe ren ces in th e manner they 

spend their time, in their day-to -day interactions in the priorities 

that shape their actions, in the perceptions of th em by others and in 

th e satisfaction they drive ou t of th eir work ar e some of the areas 

where sex differences seem apparent. Therefore, these differences 

combine to create a work environ m ent which is some what different 

for women school principals than m ale counterparts. 

In light of thi s , first it is observed that areas of emphasis women and 

m en school prin cipals lay in budgeting (spending) their time is some 

what diffe ren t. For example, women principals more often than m en 

principals are observed con d ucting unsch edu led m eetings , taking 

fewer trips away from the building and observi ng teachers frequently 

(McGrath, 1992). It is al so no ted that femal e principals take s horter 

desk work session during th e school day and spend less time during 

and after school hours (Davies and Gunawardena , 1992). The 
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managmg the business side of school administration. Thus . 

management was supposed to come before teaching. 

It should be noted that it is not only the administrator's perception of 

himself or h erse lf and the mission that each carries out that make a 

different working environment for women and men principals . 

The perception others hold abou t the sex of the principal also 

influences a working environment which is somewhat different for 

women and m en principals. 

On the whole, studies (for instance Davies and Gunawardena, 1992; 

Coles, 1975) report th a t male teachers prefer to work with male 

principals, whereas, female teachers prefer to work with female 

principals. 

However, working experience with women and men principals m ay 

change the attitudes that teachers hold about the sex of the leader. 

For in stance, as found out in Davies and Gunawardena (1992) who 

had never served under fe male principals declined to choose a female 

as a h ead; while those who had the exposure to both group of 

principals don't present gender as a variable in evaluating a principal. 

Eventually, the source of satisfaction women administrators derive 

out of th eir work is identi fied as one determinant in shaping their 

working environments. It is evidenced that many women obtain 

satisfaction more from intrinsic aspects of their job than from its 

extrinsic aspects (such as money, prestige, e tc) where as , Lioyd (1991) 

notes that the link between m en's mind, money and power is obvious. 

The writer keeps on saying that "many men feel unsuccessful and 

even unmanly III the company of women who earn more than they 

earn." Women on the other hand capture money and power for the 

sake of good personal relationship at work. 
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From the foregoing discussion it looks that although m en and women 

tend to do the same things in undertaking their duties , the e mphasis 

they lay on the importance of tasks, and the manner they b ehave in 

discharging their duties is to some extent different. Overall, however, 

the observed difference s seem to favor women than men. 

Bearing in mind ones fIrst loyalty more with teachers and students , 

their primary commitment to the instructional aspect s of school 

management are the most glaring ones woman to out- rank their male 

counterparts. The last issues , that is, the commitment women pay to 

the instructional side of s chool administration as indicated in the 

works of Davies and Gunawardena (1992) is the bench mark around 

which all is calculated. The writers further maintain that all other 

roles and du ti es are facilitators than central to the educational work 

of the school. 

2.2.2 Strategies and Skills Associated with 

Female and Male Principals in School Leadership 

Ba sed on LBDQ (Leader's Behavior Descriptive Que stionnaire), 

Morsink (1970) a ttempted to fInd out if there are sex differences 

between women and men school principals in terms of twelve 

dimensions. The dimen s ions inclu de: re presentation, demand 

reconciliation, tolerance of uncertainty , persu asiven ess, and initia tion 

of structure, tolerance of freedom, role a ssumption , consideration, 

production emphasis, predictive accuracy, integration and s uperior 

orientation . Morsink shows non signifIcant differe nce between the 

styles of women and m en principals in any of th ese dimensions. 

Employing instruments other than LBDQ , oth er re search ers h ave 

come up with some differen ces in the leader ship styles of women and 

m en educational administrators. For instance, S tratch er (1993) fInds 

36 



out women school principals to score high ill interpersonal 

dimensions; s uch as student and teacher moral compared to male 

counterparts. Jarvis (Cited in Adkison, 1981) has also reported that 

women principals out-ranked men on the trust and consideration 

dimension. 

As far as differences between men and women in leadership positions 

are con cerned, two contradictory views appear in the literature. While 

some researchers found no substantial evidence for gender difference 

in educational leadership (Jirasinghe and Lyons, 1996; Mertz and 

McNeely, 1998). others argue ardently that men and women differ in 

the ways they mange p eople, although the difference are not 

considered to be innate, but, rather, the outcome of different 

socialization patterns (example, Hall, 1996; Marshall, 1995; Regan 

and Brooks, 1995). 

Female principals common ly tend to adopt a democratic, participative 

style, to pay much attention to vision -building for the school, to spend 

mu ch time in change initiation and implementation, and more 

familiar to curricu lum and teaching Issues (Oplatka, 2003; 

Shakeshaft, 1989). 

For example , a caring attitude is expressed by one of a Singaporean 

female principal (Morriss and others 1999: 194) who states that "I like 

to believe that 1 am open and supportive, very supportive. 1 listen to 

my teach ers, especially where their personal problems are concerned." 

The writers further add that the female principals' concern for 

harmonious staff relationships, which they saw as crucial to realizing 

their vision for the school, led most of them to adopt a collaborative 

style of management which stressed team work a bove individual 

effort. 
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Accordingly to Celikten 's (2005) study in Turkey, for example, 

teachers were found to believe that women principals create a 

friendlier atmosphere by spending more time listening to their 

personal problems that they are not a s authoritarian as men . 

Eagly and others (1992) have m a de a comparative study on the 

leadership styles of women and m en school principals. 

In the measure of task oriented styles, women principals scored 

higher than male prin cipals. Similarly, Gross and Trask (as cited in 

Shakeshaft, 1989) report the superiority of female principals in task 

oriented styles. For examples, women are evidenced to exert more 

control of teachers' professional activities by requiring teachers to 

keep the principal informed a bou t problems of children, by checking 

whether teach ers had prepared lesson plans, etc . According to Heller 

(1982:10) women's superiority in task oriented dimensions IS an 

important observation in deciphering the commonly hold belief 

"women are like earth mother and that they sacrifice their d'-lties for 

p eople ." 

Generally, while the debate a bout gender differences in leadership 

styles has been hotly contested, it is less difficult to s how gender 

dissimilarities in the experien ces of principals, s imply because m en 

and women are influenced differently by their gender during 

childhood, with family issues and throughout their professional adult 

lives. 

The findin gs so far discu ssed reveal that while the pre -socialization 

and pre-placement pa tterns of m en and women are different, these 

differences don't b ear out the inferiority of wom en's leadership styles 

to m en 's. 
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Yet, Schmuck (1986: 181) has evidenced that there always appears to 

be differential expectations from others d epending upon wh ether a 

leader is a male or a female. According to Schmuck, women's 

devaluated status in the society transcend, to the work place creating 

"a legitimating gap" to the styles of leadership exercised by women. 

2.2.3 Decision Making Strategies of Women 

and Men Principals 

Researchers like Eagly and others (1 992), Heller (1 982:) and 

Shakeshaft (1989) found out that woman are perceived as more 

democratic and participatory than m en In their styles of decis ion 

making. 

Sh akesh aft (1989) evidences the work of female principals or more 

characterized by askin g su bordina tes for information more often than 

their male counterparts. 

Berman (cited in Shakesh aft, 191'9) also observes women principals 

as compet itive in m eetings. And that they are less committed to the 

formal hierarchy and more wi lling to submerge disp lays of personal 

power in order to get the efforts of others. 

Emphasizing women 's inclusive and participatory strategies and the 

a dvan tages gained in sharing ones power in decision making, Graham 

(1991:1 54) has this to say: 

Power is not a lump of heat that can be cut up and shared ... it is 
interactive and increases the total power of the group ... By 
pooling individual powers, we get not only the addition of the 
separated personal power of those in the group but also 
something extra- the extra value created through their 
interaction. Women leaders are in f act pooling the power of the 
members in their group, thus increasing individual and overall 
effectiveness. 

On top of exercisin g a more participative and inclu sive strategies in 

decisio n making, women educational administrators are also found to 
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be evaluating their decisions more often than their male counterparts 

(Morsink, 1979). Women are also reported as including long range 

planning and evaluative data in making decisions and thus h ave been 

rated as better planners (Shakesh aft, 1989) . 

2.2.4 Conflict Management Strategies of 

Women and Men Principals 

Researchers (Shakes haft, 1989; Fauth , 1984; Grambs, 1978) realize 

women and men educational administrators as enforcing a variety of 

conflict managem ent styles. 

Overall, however, it is noted that women most often than m en 

withdraw from conflict, or use collaborative strategies where as men 

use authoritarian res ponse (Fauth, 1984; Grambs, 1978) . In school 

situations handling students disciplinary problems as one of the most 

important areas where the administrator's a dequacy in mana ging 

conflict is evaluated . 

The evidence s h ows that the response of m en principals for student 

disciplinary problems is authoritarian . As noted by Grambs (1978 :41 ) 

"aggressIOn by students IS m et by counter aggressIOn by 

administrators" . 

On the other hand Grambs (1978) argues that women don't react to 

aggression-producing situations in the same way and the same degree 

as men do. And they seldom respond to attacks with attacks. Instead , 

th ey u se more problem solving approach. Unl ike men, women are 

more prone to find out what caused th e behavior while men tend to 

d eal more with th e behavior itself. 

The differen t strategies e mployed by women and men school 

principals in handling con fli c t are largely the out growth of the 
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socialization process. The fact that men have been brought up and 

encouraged to be adven turous and combatant from early childhood 

(Maccoby and Jacclin, 1981) gradually makes them to be more 

aggressive in manner. While women's socialization, which is more 

attuned to affiliate manners does not allow them to prescribe 

aggreSSIOn for aggressive behaviors. According to Shakeshaft 

(1989:190), therefore, "women cool conflict out than hit it up." 

2.2.5 School Principalship and Gender Role 

As far as cultural role expectations are persistent, it is no wonder if 

women and men exhibit a different approach in the management of 

schools. The crux of the issue is, however , whether wom en's 

management strategies are deficient to men's. 

According to Heller (1988:61) while deciding a strategy suiTable for 

edu cational management, first of all, one has to see the central 

purpose of schools. Considering a student as a focal point and a good 

teaching-learning others to meet the objectives of the educational 

system. 

On the other hand, Rosner(1991) notes the command and control 

which has largely been considered a masculine virtue is not suiTable 

for giving institutions (such as schools). 

As Davies and Gunawardena (1992) contend, a school leadership, 

thus, need a shift of norm from "hierarchy" to "collegiality". 

It should be, however, noted that all feminine style are not the best 

styles and the only way for good school management. Nor does it 

mean that those which are masculine are deficient for management of 

schools. 
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In the first place, without forgetting that women and men educational 

leaders behave differently due to the impact of socialization, stressing 

on gender differences of leadership styles is one concern. 

Second, as women and me n school principals work together and get 

much of management exposure, the styles they use will be more 

complimentary than different (Sonnenfield, 1991). 

Third, many of the successful men school principals are evidenced as 

employing those leadership styles that are largely considered as 

featuring successful principals (Epstein, 1991) . This entails that many 

of the accepted styles which largely feature women (such as 

collegiality and participatory approaches) are also employed by 

successful male principals. Fourth and most important, there is a 

need to make an amalgamation between feminine-masculine styles in 

order to be eclectic and situational (Strober and Gordon, 1975). 

Thus, as workable management strategies are being chosen out of 

blended styles, and as women and men start learning from each 

other, the tendency to categorize styles along sexual lines gets less 

strong, and both sexes are treated equally as individual leaders than 

as a categOIY of women and men . 

2.3 The Impact of Job-family Conflicts on Women's 

PrincipaIship Duties and Responsibilities 

It is an age long tradition in many cultures and societies irrespective 

of race or color when the issue of women's career lives are considered, 

that they are highly contingent up on their family lives 

(Shakeshaft ,1989; Marshal, 1985; Adkison, 1981) . And indeed th e 

impact of women's home making roles is especially difficult for 

women's progress into administrative areas (Marshall, 1985). 

42 



In light of this , a number of factors h ave been identified as h aving an 

important influence on women principalship activi ties. First, it is 

women's marital status. It is assumed tha t single women are expected 

to h ave more time and less constraint for their career than married 

ones (Browman et al, 1965) . According to this contention, it is 

be lieved that th e road for self fulfillment can not be selected if the 

woman is married. The decision as to how much t ime, effort each wife 

and moth er devotes to career outside the home, has essentially been 

con s idered a family m atter. 

However, there are re lative determinants of the extent to which 

women's marital status affects the advancement of women to 

administrative positions. One such d eterminant is the characteristics 

of h er marital partner. Gen erally , it is believed that those women 

administrators who become successful in their career are th e ones 

who obtain substantial h elp from their husbands (Nancy, 1989). Yet 

findings in this regard are mixed . For example Coffi and Ekstrom 

(cited in Shakeshaft, 1989) underscore the impact of husbands h elp. 

The findin g evidences the p rofiles of many women educational 

administrators who claim that they did not get any help from th eir 

husband for th eir s uccess. On the other hand, Nancy (1989) reports 

that wom en principals, in her stu dy, owe much their husband for 

their s u ccess. And still another determinant of husband help is the 

situation in dual career families. 

The evidence shows tha t women administrators take the larger s hare 

of th e work in th e home th an they do in relation s hip wh en only the 

husband works outside the home (Shakeshaft , 1989). 

In the end , among m arried women child bearing and child reanng 

practice are expected to be important variables. In ligh t of this, the 

number and age of children are generally considered to influen ce 
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women's career advancement. Many and younger children are for 

instant considered to inhibit career progress of women (Rosen and 

J eredee, 1974). 

The burden of child care is found to be difficult particularly for female 

principals because as, Nancy (1989) explains that women in upper 

management can possibly afford at home child care which enables 

them to go full speed ahead with their careers, but like school 

principalship, the cost of good child care is crippling for women at 

lower and middle management levels . 

On the whole, the above findings indicate that women edu cational 

administrators who are successful in their administrative career are 

the ones who have no or few children, whose children are grown, and 

those who can privately afford child in th e form of full time house 

keeper. 

Shakeshaft (1989), refen-ing to the study conducted by American 

Association of School Administrators (AASA) reports that 78% of super 

intendments and school board presidents, believe that women more 

than men put family on top of their jobs. Women are also depicted as 

taking more time off for personal reasons than do men. 

As reported by Shakeshaft (1989) , home and family responsibilities 

that lay obstacles for women in two ways: first women should 

effectively juggle all their tasks. Secondly, they must contend with 

male executives who are totally convinced that not on ly are women, 

unable to manage the balancing act but that it is odd for them to even 

attempt it. 
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2.3.1 Personal and Family Impact as Disincentives to 

Female Principals 

One of the barriers to women's effectiveness in school principalship is 

the way how leadership is conceptualized. It h a s its own powerful 

implications. For example , many women in positions of leadership in 

schools find it difficult to lead in preferred ways because, as Hackney 

and Runnestrand (2002) point out that early theorists of leadership 

failed to include the social, historical and cultural context s of women , 

the organizations behavioral expectations for wom en leaders are often 

incompa tible with women leaders' world views and life experiences. 

Caldwell (1996) indicates the emphasis on more instrumental, 

market -driven competition dimensions and a strong focus on 

outcomes, has located school leadership more deeply in the corporate 

mode , which is clearly at odds with school leaders as community 

leaders. According to this writer, this s ty le of leader ship seems to 

reinforce many ch aracteristics of stereotypical m asculin e behavior. 

This is observed becau se of that, as Power (2002) noted women 's 

identities and roles h ave tra ditionally been associated with parenting 

and caring, wh ilst m en 's ide ntities tend to be associated with paid 

employment and becoming lea ders . These diffeling socialization 

process and the perceptions that develop around them clearly 

a dvan tage men in gaining knowledge, s kill s an d n e tworks sui ted to 

leading institutions (organizations). On the other hand, women are 

perceive d to be inadequately qualifie d, particularly, in t.erms of 

experience and capa ci ty to make 'th e tough' decisions. 

According to S harafu d een (2000), the apparen t women 's under­

achi evement in management of sch ools is observed because of 

internal barriers su ch as low self-image and lack of confidence 

res u lted from m en 's position of power and privilege over wome n with 

in schools. 
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Factors such as the complexities and tensions of student discipline, 

the size of the workload and the need to attend large numbers of 

mee tings ou t of school hours intrude in to and reduce, physical and 

psychological time and space which female principals wish to allocate 

to themselves and their families (Sinclair, 1998) . 

Dean (1995) points out those family responsibilities are of 

fundamental importance to female teachers and can influence their 

career decisions to a great degree. Supporting this, Grace (1995: 184) 

has presented, what a female primary school principal complains her 

dual role as follows: 

... my time at home with my family and friends is 
constantly being eroded--- I have never begrudge 
time given for the children and the school but I am 
becoming more and more resentful that it is my 
own personal space and time that is being eroded 
otherwise I am made to feel that I am failing in my 
professional duties. This situation is becoming 
unaccepTable to me even though my family is 
grown up. It must be intolerable for younger 
teachers with young families. 

Thus, according to Grace's research, it seems that female principals 

around the world are being dominated by the higher needs of the 

family and there is no doubt that this need is of greater importance 

than any other need. For in stance, lack of aspiration in women is 

largely the reflection of reality In te rms of home and family 

responsibilities (Marshall, 1985). 

Shakeshaft (1989 :89) also points out that if a woman works outside 

home, s h e will continue to do the major portion of work inside the 

home as well. She also underlies , "for males to be husbands, fathers 

and school administrator entai l not two careers, but one. For most 

men , family responsibility is work responsibility-bring home the 

paycheck. For most women, work responsibilities are added to home 

tasks ." Household activities, which include child rearing, cleaning, 

food preparation, and others which women shoulder leave them li ttle 
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time and energy for school activities that lessons their success 

(Teshome, 2003). 

As a result women tend to glVe less attention to their work 

responsibilities as means of keeping their sense of femininity. This is, 

in fact, an expected response to societal pressures on the part of 

women. 

Regarding this, Homer (1972) states that anticipation of success for 

administrative positions against the male competition poses a threat 

to the sense of femininity and self-esteem. And this serves as a 

potential bias for being socially rejected. Thus, in order to appear 

more feminine , women disguise their abilities and act in a more self 

limiting way. 

2.4 Actions and Strategies to Enhance Female 

Principals' Role in School Management 

2.4 .1_Confidence-Building and Extending 

Potential_Support and Facilities 

In order to lesson their stress, women principals should listen to 

themselves and should not totally rely on arch etypes (Colman, 2002). 

Cubillo and Brown (2003) argue that women can e merge successful in 

leadership if they are self-relian t and self-motivated in spite of having 

faced unweicoming, even hostile, male-dominated environment. Olser 

(1997) comments that to increase women's belief and confidence in 

their abilities, women need moral support and a sense of trust from 

their families as well as extensive mass edu cation al programs coupled 

with conscious effort to change traditional values. 
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Firm belief in their competence and abilities to improve education are 

contributing factors for women's man agerial performance (Mendez­

Morse, 2000). 

World Bank (2002) comments that in order to tackle the problem of 

deep-rooted societal stereotyped attitude that devalue women 

irrespective of their multiple roles, establishing supportive nation al 

policies (more gender specific policies) is critically important. These 

policies should include like establishing child care center for women 

at school and community, moditying h ome technology, such as fuel ­

efficient, wood burning stoves, accessible water walls, etc. which in 

one way or the other may h elp minimize the interface of women's dual 

role upon their career development. 

2.4.2. Providing Training Programs 

According to Hyde (1994), women lack of appropriate competencies 

and skills, both social and managerial, is an important barrier to their 

abilities to compete on an equal footing with men. Training programs 

for women principals thus represent a n important strategy for 

enhanc ing their knowledge about school management as well as 

sharpening their skills and competen cies in a range of activities of 

school administration. The writer further explains that the training 

can be short term courses and t raining workshops offered by higher 

education institutions or organizations which can be fully residential 

over a few days or a week, s pread over two or three optional days or 

half day/few hours per hours per week over a semester. 

Similarly, Almaz (1995) suggests that glVmg gender-awareness 

training for teach e rs , edu cational officials a nd society at large helps 

reduce gender stereotypical a ttitudes of the society towards women. 

The writer further adds, encouraging the setting up of professional 

females association that helps challenge gender bias and the 
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dominant group. Besides, it can guide them to articulate th eir needs 

and in terests to government and policy makers with a unified voice. 

2.4.3 Establishing Women's Networks 

According to Ea gly and oth ers (1992) women can overcome some of 

their problems in school management by being a part of networks 

which are s pecially designed to enable women easy access to 

experience sharing and to critically support, counseling and advice 

they may need to enhance their performance fun ction more effectively 

in their career. 

Hyde (1993) indicates women networks as they assist them effectively. 

To the authority , the networks can undertake a range of initiative to 

help promote their members. These include holding workshops, 

seminars, m eetings, lea dership development programs and advocacy. 

Similarly, Fennel (1999) has suggested that government and others 

who give attention to women's pressure and impediments s hould 

embark on changing policies, raising awareness of the problem, 

improving skills and competencies for women, and changing a ttitude 

of m en and wom en and creating a more enablin g women-friendly 

en vironment. 

Sinclair (1998) h as proposed th at the government h as to strength 

women's feeling of connection by creating and developing both formal 

and informal n e tworks, take a good look at women's performance 

evaluation system as well as usage of a ppropriate promotion criteria 

and norms of work groups and interpersonal rela tionships th a t need 

to ch ange to create a performance culture inclusive of women. On the 

other hand, another ac tion a government has to take is e liminating 

sex- role s tereotyping in educational curricu la The edu cational 

m aterials h ave often presente d images of traditional , social, domestic 

and occupational roles for both women and men. From an early a ge, 
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children thus develop notions of male and female roles which are 

outdated and an old fashioned. Wirth (2001) has stressed that since 

social roles constantly evolve as societies change, school texts should 

reflect the latest development and the governments should implement 

equality policies and laws so as to systematically reduce sex role 

stereotyping a t all levels in the curricula of educational institutions. 
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CHAPTER THREE 

PRESENTATION, ANALYSIS AND INTERPRETATION 

Findings of th e research are analyzed thoroughly in this chapter. The 

ch ap te r is s ub divided into four parts, and analyzed accordingly-that is: 

characteristics of th e respondent; social factors, physical and biological 

fac tors, and family related factors that affect female principalship roles and 

leadership qualities exhibited by female principals. 

3.1. Characteristics of the Respondents 

Fou r groups of respondents were included in the study, specifically, female 

principals, male principals, female teachers and male teachers. Four sets of 

questionnaires were distributed to each respondent group. All th e 17 1 

respondents returned the questionnaires. Most of th e questions were 

common to all the four groups of respondents while some were sex-specific 

to principals and teach ers . The diffcrcnce in some of the questions was 

re lated to the differing roles th at might be played by the different sexes. 
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Table .2 Sex, Educational background, Work Experience and Marital Status of Respondents by Type 

R esponden t by Type 
Female Male Female Male Female Total Male Total 

Item Principals Principa ls Teac hers Teachers 
no. Issue F % F % F % F % F % F % 
I Sox 51 29.8 40 23 .5 50 29.2 30 17.5 10 1 59.1 70 40.9 
2 18· 30 yrs. 37 72.50 30 75 38 76.0 20 66.67 75 43.9 50 29 . 1 

Age 3 1-40 yrs. 12 23 .5 9 22.5 10 20.0 10 33.33 22 12.8 19 10.3 
41 -50 yrs. I 2.00 I 2.50 2 4.0 - - 3 1.7 I 0.60 
51 -60~s. I 2.0 - - - - - - I 0.60 - -
Total 51 100 40 100 50 100 30 100 101 59.0 70 41.0 

3 Educational Certificate 39 76.5 21 52.5 41 82 19 63.3 80 79.2 40 57.1 
Level Diploma 12 23 .5 19 47 .5 9 18 II 36.7 21 20.8 30 42.9 

Total 51 100 40' 100 50 100 30 100 101 100 70 100 
4 Work 1-5 yrs. II 21.6 15 37.5 19 38 .0 12 40.0 30 29.7 27 38.6 

experience 6-IOyrs. 23 45 .1 16 40.0 24 48 .0 18 60.0 47 46.5 34 48.6 
in teaching 11-15yr~. 13 25.5 6 15 .0 6 12 .0 - - 19 18.8 6 8.6 

16-20 yrs . 2 3.9 2 5.0 I 2.0 - - 3 3.0 2 2.8 
>20yrs. 2 3.9 I 2.5 - - - - 2 2.0 I 1.4 
Total 51 100 40 100 50 100 30 100 101 59 .0 70 41.0 

5 Marital Married 35 68.63 26 65.0 33 66.0 22 73.33 67 66.3 48 68.6 
Status Unmarried 16 31.37 14 35.0 17 34.0 8 26.67 33 32.7 22 31.4 

Total 51 100 40 100 50 100 30 100 101 59. 0 70 41.00 
6 No. of None 23 45.1 13 32.5 24 48.0 13 43.3 47 46.5 26 37.1 

owned 1-4 28 54.9 27 67.5 26 52.0 17 56.7 54 53.5 44 62.9 
children Total 51 100.0 40 100.0 50 100 30 100.0 101 100 70 41.0 
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Table 2 above depicts the sample SlZC of each group, and the general 

background of the respondents. Thus, 5 1 of the respondents (29.8 percent) 

were fem ale principals , 40 of the respondents (23.5 percent) were male 

principals, 50 of th em (29.2 percent) were female teachers and 30 of them 

(17.5 percent) were male teachers. Male principals were included to see how 

th ey considered the strength s and weaknesses of their female counterparts. 

The inclusion of female teach ers and male teachers is to identify their 

reaction on female principalship qualities with respect to male counterparts. 

Educationally, 39 (76.5 pe r cent) of the female respondents had certificate in 

teaching, 12 (23.5 percent) had diploma. Male principal respondents h ad 

better educational level than fe male p rincipals. 47 .5 percent of them had 

diploma in teaching areas. Similarly, edu cational leve l of teach er s was better 

for males than female ones. Over thirty six percent of th e male teachers h a d 

held diploma while the p ercentage of female teachers for s imilar edu cational 

level was only 18. 

Most of thf' female and male principals h ad expenence in teaching and 

sch ool principalship between five to ten years of service (45.1 percent and 

40 .0 percent respectively). Over thirty three percent of th e female p rincipals 

and 22.5 percent of the male principals had work experience more than ten 

years . Usually, the more experien ce is accumula ted by prin cipals in teaching 

and educational management areas, t.h e better they would be ab le to lead 

th e teaching learning process. As indicated, fem ale principals had work 

experience s imilar to, even better than their male coun terparts. 

3.2. Social Factors that Affect Female Principalship Roles. 

The social factors can h ave adverse effect s on the roles p layed by female 

principals at schoo!. The influ ence m ay be high since home related activities 

like food preparation, child rearing, and other s are considered (especially in 

Ethiopian case) to be mostly females' roles. 
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With this View, major social factors that may have undesirable effects on 

female's principalship roles were forwarded to the four respondent groups to 

rate the degree of their influence in this respect, as depicted in Table three 

below. 

Accordingly, the effects of home roles against women's principalship duties 

were responded by all respondent groups to h ave medium influence (grand 

mean= 2.22). 
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Table. 3 Mean Distributions of the Social Factors that May Affect Female Principals hip Roles 

I 
I I 
I 1 Mean I Respon.d elT b~ Type 

lie . ~ and I 

! m , Affecti ng tactors S.D. 
t-=-

, G.-and I Female Male Female "'{ alt= Of. TF . nO' L i Principals Principals Teachers j ~3chers Mean ratio r I Women's home role handicaps their I Mean ! 2.10 
1

2.33 2.24 ~r 2.22 3 1 .46 
rincl al sh ip 101e5 1 S.D. i .96 .94 I .95 .98 .96 167 

2 Vv'omen need to have extra talents Mean I 1.47 1.65 1.82 : 67 1.65 3 I .1.19 
to males t~rincipals S.D. 

, 
.86 .95 .96 96 .93 167 I 

3 I Principalship position holding Mean 1. 65 2.60 2.04 ~ .+0 2.12 3 : 9.23 
require l:i"equent visibility to ihe S.D. .91 .78 I 1.01 .93 1 .98 167 

I 

tfublic I 

14 
. School communrty does not lrke Mean 2.14 2.23 2.16 : .07 2. 15 13 I .15 
, female to be.Jllincipal S.D. 1.00 .97 1.00 :.02 1.00 167 

15 ' -I Success in principalship fo r females Mean 1 1.76 1.75 1.90 :.75 1.77 3 

I 
I 

S.D. I .94 : 1.01 1 demands being single .88 .94 .95 167 
! 

i"6i Family respollsibilities are equally 1 Mean 1 1.39 1
1.48 1

1
.
32 1.63 1.43 

I ~67 ! i shared by couples ( husband & S.D. .80 .85 .74 .93 .82 
! ! wife) 
j7 -1 Women with large family size fail I Mean 

1 2.29 
1

2
.
30 2.26 :.27 

1
2

.
28 

I ~67 I to accomplish principal ro les as S. D. I .92 .97 .94 .98 .94 , 
I eXj2ected ! 

12.23 ~ 1.92 1 8 [ Women lack self confidence io Mean 1 1.41 ~1.78 ~ U exercise leadersl"lj£ S.D. I .80 .97 I 1.01 .89 .97 167 
I 9 I Single women have more time and Meon : 2.37 ~ l' ! 2.44 i 2.20 2.30 1 31~ I j 1ess constraints to realize leadership i S.D. 

I ~. J 
I .91 I 100 1 .94 . 167 i .94 ' 94 
I I . . . 

L----L!ole I .L I ' 1 I 

N=171; Mean bi n 1-1.75 'rarely agree'; maan 1.76-2.25 'partially agree'; mean> 2.25 'agree', p<O.05 
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The following explanations are gIven on basis of Table 3 above. Thus, the 

view that women were expected to have extra talents to male counterpart to 

gain the position of school management was generally responded by all 

respondent groups a s having a low importance (grand m ean= 1.65). 

The importance of frequent visibility to the public to gam school 

principalship position was responded as having medium value (grand mean= 

1.84) by female respondents (both female principals and female teachers) 

while it was responded by both male respondent groups that frequent 

visibility to the public had high significance in this respect (grand mean = 

2.50) . 

Respondents were also asked whether school community was happy when 

they had female principals, and it was responded that such sex related 

biases had partial importance (grand mean=2.15). That is to say, school 

community did have some special feeling with type of sex holding the 

position. Whether be ing single is required from females to assume principal 

position was responded by all respondent groups to h ave partial con tribution 

(grand m ean= 1.77) . The importance might be related to the stress exerted 

owning to double res ponsibilities of home and school. It was also responded 

by all respondent groups that single women had more time and less 

constraints to realize leadership roles (grand mean=2 .30). In this respect, 

respondents were asked wh eth er family responsibilities were equally shared 

by husbands and wives. The rating showed that husbands used to share 

such r esponsibility only rarely (grand m ean= 1.43). In relation to this, 

respondents were asked if women with large family s ize faced challenges in 

accomplishing principalship responsibilities as expected. The responses 

revealed that such female principals were highly confronted with overlapping 

responsibili ties (grand mean=2.28). 
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3.3. Physical and Biological Factors Affecting Female 
Principals hip Roles 

The impact of physical and biological factors on management capacity of 

females is at times controversial, but it is generally believed that its 

significance is negligible. However, some researchers reported that sex 

stereotyping may be grounded on biological factors . It is said that men are 

physically stronger than women (Maccoby and J ackline in Marini and 

Berinton,1984). On the other hand, as Colwill (1989) states, although trait 

differences between men and women are not that wide, women career 

progress seems to have always been affected by the belief attached to the 

norm women are different from men. This idea IS supported by another 

researcher, Grambs(1978). According to him, feminine traits are 

considered, mainly, as irrelevant for one's progress to administrative and 

managerial positions. 

In this context, the school community sometimes tends to believe that the 

complex problems in school management require principal's physical 

strength. As indicated in Table 4 below, respondent groups were asked if 

there was a view among them that physical and biological factors have 

adverse effects on women's principalship roles . 

One of the questions presented was whether nature favors males alone to be 

principals, not females. Female principals did not accept the assumption 

(mean=1.36). The other groups of respondents responded that nature 

partially favors males than females to be leaders (grand mean =1.76). The 

implication probably is th at while female principals had practically 

confirmed nature did not favor male, female teachers who did not have the 

chance to prove the assumption and male who h ad stereotypical VIew 

considered women as h aving unfavorable trait for leadership. The 

importance of physical strength of principals in order to maintain student 

discipline through physical attack was responded by all respondent groups 

as partial (grand mean= 1.81). 
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Table .4 Mean Distributions of Responses on Physical and Biological 
Factors that Affect Female Principalship Roles 

Mean ResDondent bv TVDe 
Affecting factors and Female Male Female Male Gran Dr. F 

P'rincipals Prine Teachers Tcachc d ratio 
Mean ipals rs 

Nature favors males Mean 1.36 1.72 1.68 1.80 1.69 3 .207 
more to be managers S.D. .94 .97 .96 1.00 .95 167 
than femal es 
Physical strength is Mean 1.79 1.80 1.92 1.75 1.81 3 .137 
demanded to S.D. .98 .98 .94 .98 .96 167 
maintain discipline as 
nrincinal 
Women by nature are Mean 1.51 1.90 1.80 1.87 1.75 3 1.584 
more emotional than S.D. .88 1.01 .97 1.01 .97 167 
men 
Women by nature are Mean 1.41 2.23 1.92 1.60 1.78 3 6.57 1 
fearful and suspicious S.D. .81 .97 1.01 .98 .97 167 
to have confidence in 
makin.g decisions 
Women can ' t Mean 1.47 1.55 1.64 1.70 1.58 3 .506 
challenge hardships S.D. .88 .90 .94 .95 .91 167 
as men do 

N=171; Mean:S1.1. 75 'rarely agree'; mean 1.76-2.25 'partially agree'; mean> .2.25 'agree', p<O.05 

ANOVA test of significance with df. of 3 and 167, and probability level less 

than 0.05 s howed that statistically there was no significant difference among 

the respondent groups on the issue. From this, it might be inferred that 

school management is not the attribute of art alone but needs relatively 

energetic physical strength as well to effect physical punishment. This holds 

true especially if the leader believes that physical punishment exercises 

(which is accompanied by aggressiveness) are necessary to manage student 

discipline, although su ch concept of leadership generally does not lead to 

effectiveness. 

According to Bukatko and Marvin (1998) men tend to be more aggressIve 

than women as a result of dispositional trait differences. Actually, some 

research fmdings indicated that women's lowe r physical strength have been 
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reflected as a reason for their inadequacies m managmg students' 

disciplinary problem s. 

Besides, whether women are able to challenge hardships as men do was 

forwarded to respondents, expecting that respondents might view school 

principalship roles are related to physical perseverance in times of 

hardships. All respondent groups replied its importance in this respect was 

low (grand mean = 1.58). Statistically, no significant difference was observed 

among the means. That is to say, there was a similar view among al l 

respondent groups that women cou ld stand hardships as men do. This 

response seems to h ave gone against the finding documented by Shakeshaft 

(1989) that male school board members believed that women could not stand 

the emotional stress school leadership demands. In fact, the cultural and 

social factors under which Shakeshaft studied are not the same with that of 

the sample rone considered in this study. At the same time the variations 

might be related to respondent types. While in this study the respondents 

were teachers and principals, in Shakeshaft's research, the respondents 

were school board members. 

3.4. Psychological Factors Affecting Females Principalship 
Roles 

Sex stereotyping is more of social and is often accompanied by psychological 

attacks that are aimed at suppressing women's leadership and other public 

aspirations. Otherwise, the logic behind sex role stereotyping is generally 

unsubstantiated. 

Yet , it is widely alleged women are so sensitive and dependant that they 

require assurance from men (Rosen and Jerde, 1973) . Other study showed 

that women are kept alien from public spheres in leadership, and hence, are 

deficient in such experiences (Yeaky , 1986) . Lack of experience undoubtedly 

can lead to poor self-confidence in leadership. Among many psychological 

factors, the researcher selected three of them for prac tical reasons. Tha t is , 
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with the prerruse that if these three had any setback on their leadership 

responsibilities, other associated factors would h ave similar impact. 

Table. 5 Mean and Standard Deviation Distribution of Psychological 

Factors Affecting Women's Principalship Roles 

Mean Respondent b Type 
Affecting and Female Male Female Male Grand Df. F 

lie S.D Princip Prine Teachers Teac Mean factors J"atio m 
als ipal' hers no. 

I Women Mean 1.16 1.30 1.32 1.53 1.30 3 1.797 
are S.D. .54 .72 .71 .90 .71 167 
inferior to 
men 

2 Women Mean 1.31 1.60 1.48 1.80 1.51 3 2.146 
need S.D. .74 .93 .86 .1.00 .88 167 
reassuranc 
e for their 
work from 
others 

3 Women Mean 1.41 2.23 1.92 1.60 1.78 3 6.5 I * 
lack self S.D. .80 .97 1.01 .89 .97 167 
confidenc 
e to 
exerClse 
leadership 

N=171; Mean bi n 1and1.75 'rarely agree'; mean 1.76-2.25 'partially agree'; mean> 2.25 'agree', p<O.05 

As indicated in Table 5 above, the view that wom en are inferior to men in 

exercising leadership was rarely accep ted by all respondent groups. Alt hough 

female principals did not reject the view as non sense, they accepted that 

women are inferior to m en. It was rarely accepted that women need 

r eassurance from others in their work (mean= 1.51). 

A mere look at the means of the response groups d emonstrates th e Vlew 

th at wom en lacked self confidence to exercise leadership in school seem ed to 

h ave been well accepted by male principals more than other groups 

(mean=2.23). Interview m ade with WEO h eads and WEO supervisors also 

s howed that women principals lacked self confidence. 
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A further look at statistical analysis using ANOVA test of significance on the 

difference of the means showed that there was significant variation between 

male principals and female principals on the view that women lacked self 

confidence. In other words, while male principals considered that female 

principals had serious problem of self confidence in exercising leadership, 

female principals regarded that their lack of self confidence was not as such 

serious. The difference in their opinion was, however, only a matter of 

degree. Other wise, female principals did not totally reject the view. 

The foregoing analyses of the responses in the above Table indicate that 

while women principals accomplish remarkable activities in their school 

leadership responsibilities, at times, they undermined their achievements 

without the presence of men's reassurance. On the other hand, female 

principals considered the view that female are inferior to men to be a futile 

assumption. It may be possible to conclude from the responses that, in some 

instances, women principals lacked consistency in the way they considered 

their self concept in relation to their principalship qualities. The confusion 

might be a result of the deep-rooted influence of what Sharafudeen (2000) 

called "men's position of power and privilege over women". 

3.5. Leadership Qualities Exhibited by Female Principals 

Empirical evidences showed women were observed demonstrating umque 

managerial qualities. For example, it was found out that women school 

principals were observed conducting unscheduled meetings, watch teachers' 

performance more frequently, take little time for walk, and interact with 

teachers and students more frequently and friendly (McGrath, 1992). 

In relation to such desirable qualities, teacher respondents (both male and 

female respondent groups) were asked (in Table 6 below) what level of 

leadership qUalities their respective female principals usually demonstrate. The 

qualities may not be common to all female principals but the purpose was to 

see the positive aspects of leadership issues observed in most female principals. 
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Table .6 Mean Distribution of Responses on Leadership Roles Exhibited by Women Principals 

Leadership qualities of women Mean Respondent by Type 
principals and S.D. Female Male Grand Df. T-value 

hem Teachers Teachers Mean 
110 . 

. 1 Women assume full responsibility for . Mean 2.42 2.43 2.43 78 -.072 
activities, actions and behaviors S.D. .79 .82 .79 

2 Women set accepted standard of norms Mean 2.34 2.60 2.44 78 -1.492 
for school community S.D. .80 .68 .76 

3 Women deal effectively with pressures Mean 2.46 2.67 2.54 78 -1.23 3 
from outside the school that might S.D. .76 .66 .73 
interfere with teaching learning 

4 Women maintain emotional stability Mean 2.48 2.53 2.50 78 -.331 
and ability to relax under pressure S.D. .68 .73 .69 

5 Women employ diplomacy and wise Mean 2.44 2.70 2.54 78 -1.600 
judgment that wins teachers' approval S.D. .73 .65 .71 

6 Take remedial actions for wrong Mean 2.70 2.73 2.71 78 -1.011 
doings S.D. .54 .64 .58 

7 Participate the staff in decision making Mean 2.56 2.77 2.64 78 -2 .0 18 
S.D. .68 .57 .64 

8 Encourage innovations and noble ideas Mean 2.52 2.70 2.59 78 -.248 
S.D. .74 .70 .72 

9 Sets plan, and watch their performance Mean 2.54 2.57 2.59 78 -.158 
S.D. .73 .73 .72 

10 Mobilize stakeholders for support Mean 2.54 2.57 2.55 -.154 
,-S.l:). _ .76 .73 .76 

-- -- ----- -- --- - - - -

N=171; MeanS1_1.75 'rarely agree'; mean 1.76-2.25 'partially agree '; mean> 2.25 'agree', p<O.05 
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As indicated in Table 6 a bove, asked the level of full responsibility female 

principals assume for activities, actions and behaviors, both respondent 

groups rated high (grand mean=2.43). Besides, level of setting accepted 

standard of norms for school community, maintaining emotional stability 

and ability to relax under pressure , employin g capacity to use diplomacy and 

wise judgment, level of taking remedial actions for wrong doings, intensity of 

participating staff in decision making, level of encouraging noble ideas, 

capacity to set plans, and watch their performance, and the art of mobilizing 

stakeholders for support were all r ated by both groups of respondents as 

high exercises. 

Statistically, no significant difference was identified between male and female 

teachers on th e leadership quality variables (as illu strated in the Table 6 

above) indicating agreement of responses . Most of these mana gerial quality 

variables might have emanated from their frequent and fri endly relations 

they could maintain with, especially, teachers. 

In other words, diplomatic approach, fair judgment, partic ipa tory decision 

making, preparation of quality plans , and success in winning others' support 

are all linked to creation uf intimacy and discussions with colleagues. 

Interview conducted with Woreda Education Office heads and Woreda heads 

of Women's Affairs s howed that female prin cipals were more human-oriented 

than male counterparts. This finding goes with the result evidenced by 

Deaux (cited in Dipboye, 1989) that women principals received higher 

,-atings than th ei r men counterparts with regard to e n s uring quality school 

leadership. 

3.6. Family Related Factors that Affect Women's 

Principalship Roles 

As mentioned elsewhere in th e literature , women's career is subject to their 

family lives, and this s ituation is simi lar across cu ltures (Mars hal , 1985). A 

study by Browman, and others (J965), for instance , showed that single 
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wom en had more time and fewer constraints for their career th an married 

ones. 

Unfortunately, the impact of women's home roles is, especially, difficult for 

their progress into a dministrative areas (Marshal, 1985). The roa d to holding 

position is not as s u ch easy if a woman is married. Women facing frequent 

a bsenteeism , taking maternity leaves m ore often, being more dedicated to 

their family roles, and s uffering from more work problems have been 

presen ted as their deficiency in management (Rosen and J erde, 1973) . In 

Ethiopian case, women home roles are repeatedly reported to h ave great 

influence on their ou t of home job responsibilities . 
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Table.7 Family Related Factors that Affect Women Principalship 
Roles 

Item Respondent by Frequency and Percentage 
type of Respondents' Reaction 

Yes No Total 
F % F % F % 

Women principals need Female principals 45 88.2 6 11.7 51 100 
more 4 6 
help than male ones Male principals 5 12.5 35 87.5 40 100 

Total 50 54.9 41 45.0 91 100 
4 6 

Women's marital status Female principals 28 54.9 23 45.1 51 100 
affects their school Male principals 23 45.1 17 54.9 40 100 
principalship roles Total 51 56.0 40 44.0 91 100 
Female principals Female principals 35 67.3 16 33.7 51 100 
perform equal to male Male principals 17 32.7 23 67.3 40 100 
counterparts in leadership Total 52 57.1 39 42.9 91 100 
Women 's marital status Female principals 26 51 L5 49 51 100 
affects their advancement Male principals 18 45 22 55 40 100 
in leadership positions Total 44 48.4 47 51.6 91 100 
Home roles are obstacles Female principais 20 86.9 3 13.1 23 100 
for females to accomplish Male principals 27 93.1 2 6.9 29 100 
their principalship duties Total 47 90.4 5 9.6 52 100 
Child care is a difficult Female principals 26 51.0 25 49.0 51 100 
task for women principals Male principals 22 55.0 18 45.0 40 100 

Total 48 52.8 . 43 47.2 91 100 

N=171; 1; MeanS1.1. 75 'rarely agree'; mean 1.76-2.25 'partially agree'; mean> 2.25 'agree', p<O.05 
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I .011 

I .061 

I 6.249' 
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With this view, both female and male principal groups were asked whether 

family related factors exert influence uniquely on female principalship roles 

(Table 7). Most (54.9 percent) of female principals responded that female's 

marital status affects their school principalship roles. On the other hand, 

most (54.9 percent) of male principals did not accept the view that females' 

marital status had an inverse relationship with their school leadership roles. 

In relation to women principals' advancement in leadership positions, most 

(51 percent) of female respondents responded that marital status affects it 

while most of male respondents (55 percent) did not accept its effect. But, 

both groups of respondents agreed that child care was a difficult task for 

women principals in playing leadership roles. 

It seems paradoxical that most (87.5 percent) of male principal respondents 

did not accept the need of special help to be given to female principals. 

However, most female principals (88.4 percent) replied there was a need to 

provide special support to them. The implication is that male principal 

respondents did not have consistent view on the family related factors that 

hampered women's leadership roles and the logical importance of particular 

support required to enable female principals achieve their leadership roles. 

3.7. Level of Support Given by Husbands to Their Wives 
Who are Principals 

The impact of marital status against women's desire to hold school 

leadership position seems an implicit conclusion. The question is what 

factors have relative importance in determining the advancement of women 

to administrative positions? One of the determinants is the characteristics of 

their marriage partner. Generally, it is believed that women principals who 

become successful in their career are the ones who obtain substantial 

support from their husbands (Nancy, 1989). Research findings by different 

scholars indicated the existence of combination of support from some 

husbands and lack of it from others (Nancy, 1989; Coffm and Ekstrom cited 

in Shakeshaft, 1989). 
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Female principals and male principals of the sample zone were asked the 

status of support offered by husbands to school principal wives. 

Table 8. Level of Support Given by Husbands to Female Principals in 
Home Roles 

Respondent by Type Significance 
level 

Item Level of Female Male Total Df. X2 
support plincipals plincipals value 

F % F % F % 
Support Low 10 28.6 26 96.3 36 58.1 2 28.924 
given by Moderate 10 28.6 I 3.7 II 17.7 
husbands High 15 42.8 - - 15 24.2 

Total 35 100 27 100 62 100 

As indicated in Table 8 above, most of female principals (42.8 percent) 

replied they received support from their husbands highly. Only few (28.6 

percent) proportion of the female respondents replied that they hardly 

received help from their husbands. On the other hand, most of the male 

principals (58.1 percent) responded that husbands rarely gave support to 

their principal wives. 

Statistical analysis usmg chi-square showed that there was significant 

difference between female principals and male counterparts on the level of 

support offered by husbands to their wives who were principals. In other 

words, while female principals appreciated the support given to them by 

their partners to be high, male principals took the position that husband 

had less inclination to he lp their partners who were principals. The 

implication is that the positive attitude female principals had to their 

husbands might be associated with their success in holding the position was 

related to the support given to them by their husbands. As shown in Table 

eight above, most of them responded that the impact of family roles on their 

principalship duties had only partial contribution, perhaps because 

husbands supported them in their home roles . 
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3 .8. Sex Related Problems Faced by Female Principals in 
Schools and Measures Taken to Alleviate the Problems 

Female principals were asked whether they had encountered problems 

becau se of their s ex . Accordingly, they were asked if teachers considered 

them inferior. 

Table. 9 Problems faced by Female Principals because of their 
Sex and their Roles and Measures Taken to Alleviate 

Reasons for women to perform less I ~~~~~~~~~~-+2-----hi]"""---1 
than men principals r 

Opinion of husbands concerning 
\VIves 

Most (58.8 percent) responded they did not face such problem, and 41.2 

percent of them r eplied tha t they encountered problems from teachers 

because of their sex. Female principals replied elsewhere in this analysis 

that females were inferior to males in some aspects. Such low self concept 

might b e partially related to harassm ent by m ale teachers . 
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Female principals were asked similar question vis-a.-vis students. Not a few 

of them (41.2 percent) responded that they were disrespected by students 

becau se of their sex. Interview result of WEO heads, WEO supervisors and 

WEO women's affairs representatives showed that female principals had 

repeatedly encountered gender related problems that required their 

respective office in terven tions. 

Female principals were also asked how far their leadership roles coped with 

their male counterparts. Most of them (57.1 percent) said that their work 

was comparable to their male counterparts, but about 42.9 percent 

responded they did not perform their job as male principals. Asked why their 

performance was less than male teachers, most of them (86.4 percent) 

responded family responsibility had undesirable effect on their principalship 

duties. Few of them related the setback to lack of training (4.5 percent) and 

lack of self confidence associated with sex stereotyping (9.1 percent). 

3.9. Personal and Family Impact as Disincentives to Female 

Principalo; 

One of the barriers to female school leadership effectiveness lS the way 

school leadership is conceptualized. Leadership theories and practices failed 

to consider the social, historical, and cultural factors of female leaders 

(Hackney and Ruunestrand, 2002). 

School leadership expectations glVe less attention to the role female 

principals play in community as family leaders and replications it has on 

school leadership effectiveness. 

In relation to this, women principals were asked the level of divergence 

between school leadership duties and home roles. Most (80.4 percent) of 

them replied conflicting expectations of family and school roles was a 

frequent episode. Only 19.6 percent of the female principal respondents 

responded that they rarely faced opposing expectations of home roles and 
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principalship leadership practices. Asked how they used to alleviate the 

problems, most (58.5 percent) replied they handover home roles and 

expectations to maids or equivalents. The rest responded that they have lived 

with the problem. 

Table .10 Degree of Conflict between School Leadership 

Responsibilities and Home Roles 

Item Frequency of conflict F 
Always 14 

Level of conflict arising Sometimes 27 
between home and prinei pal Rare 10 
ship duties Total 51 
Item strategy used F 

Employing house maid 24 
Ways used to alleviate Affording both home and school 17 
conflict between home and leadership expectations 
principalship duties Total 41 

% 
27.5 
52.9 
19.6 
100 
% 
58.5 
41.5 

100 

Such conflicting expectations might affect effectiveness of female principals 

in their school leadership. As Sharafudeen (2 000) indicates, the a pparent 

women's under achievement in school leadership is observed because of 

school r elated factors on th e one hand a nd family r ela ted expectations on the 

other. Specifically, factors such as the complexities and tensions in 

managing studen t disciplines, the Size of the work loa d in school, and the 

need to attend large number of meetings out of school hours intrude into 

and redu ce the physical and psychological time and space which female 

principals wish to allocate to their families. 

As a result, women might tend to give less attention to their work 

responsibilities as a means of keeping their family roles. Such problems can 

influence fem ale principals' career decisions to a great degree. 

Interview made with 27 of WEO officials reflected that lack of courage to join 

lead ership positions lest th ey might encoun ter failure as a dministrators h ave 

commonly been observed characterizing among many women in the zone 

under s tudy . By implication, the failure of female principalship effectiveness 

can and should not b e associated solely (if at all) with leadership 

inefficiencies. Social and family rela ted pressures need to be considered. 
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3.10. Comparison of Male and Female Principals in School 

Managerial Qualities 

Whether schools are led by male or female principals, the purpose is to have 

the school being visionary and acting on its mandates with short and long 

tenn objectives. The question is whether school leadership show difference in 

the type of sex that the school is led by. Various research works seem to deal 

with the variables in such as identifYing differences in work environment, 

leadership, communication, decision making styles and techniques of 

conflict resolution. According to some researchers like Shakeshaft (1989), 

McGrath and Gion (1992) and Coles (1975) although activities that women 

and male school principals undertake to meet their job responsibilities are 

basically the same, some differences were also identified. The manner they 

spend their time in the day-to-day activities , in the priorities that shape their 

actions, in others' perception to them, and in the satisfaction they drive out 

of their work are some of the areas where sex differences seem apparent. 

It is with this concept that female principal led school teachers and male 

principal led school teachers were asked what differences were observed 

between male principals and their female counterparts . 
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Table 11. Comparison of School Principal ship Qualities between Males and Females 

Leadership qualities of women principals Mean Respondent by Type 
and Female Male Grand Df. T-It em S.D. Led Led Mean no. value 

Teachers Teacher 
s 

1 Women assume full responsibility for activities, Mean 2.33 2.53 2.43 -1.131 
actions and behaviors S.D. .829 .751 .792 78 

2 Sets accepted standard of norms for school Mean 2.38 2.53 2.46 -1.027 
community S.D. 2.38 .714 .762 78 

3 Women deal effectively with pressures from Mean 2.45 2.55 2.54 -1.076 
outside the school that might interfere with S.D. 2.45 .667 .728 78 
teaching learning 

4 Women maintain emotional stabi lity and ability to Mean 2.43 2.63 2.46 -.45 8 
relax under pressure S.D. .747 .7 16 .728 78 

5 Women employ diplomacy and wise judgment Mean 2.55 2.50 2.54 .156 
that wins teachers ' approval S.D. .714 .716 .711 78 

6 Take remedial actions for wrong doings Mean 2.63 2.53 2.64 -1.361 
S.D. .667 .464 .641 78 

7 Participate the staff in decision making Mean 2.78 2.80 2.59 1.952 
S.D. .530 .716 .724 78 

8 Encourage innovations and noble ideas Mean 2.55 2.50 2.63 -.461 
S.D. .749 .705 .614 78 

9 Set plans, and watch their performance Mean 2.40 2.69 2.54 -1.804 
S.D. .810 .810 .748 78 

10 Mobilize stakeholders for support Mean 2.40 2.77 2.55 78 -2.918* 
S.D. .823 .583 .76 

N=171; Mean:s'1.1.75 'rarely agree'; mean 1.76-2.25 'partially agree'; mean> 2.25 'agree', p<O.05 

72 



As indicated in Table 11 above teachers led by both male and female principals 

responded that both types of principals assumed full responsibility for their actions, 

set accepted standard of norms for school community, withstand pressures from 

outside the school in similar fashion, maintains emotional stability at higher rate, 

usually employ diplomacy and wise judgment equally, takes remedial action for 

wrong doings, practice participatory decision making, encourage innovations, sets 

plans and supervise its implementation most often. Statistical analysis using t-test 

indicated no significant difference among the two groups of respondents in the 

leadership qualities demonstrated. Although teachers responded that both sex 

principals usually mobilize stakeholders for support, t-test analysis of significance 

indicated statistical difference. 

In other words, male principals tended to mobilize stakeholders for support more 

often than female principals. The responses give n by teachers that the degree to 

which women maintains emotional stability and ability to relax under pressure goes 

against a finding by Rosen and Jerde (1973) that claimed women were excessively 

emotional at work and, thus were deficient in holding leadership position. In 

general, the distinction viewed between men and women in their capacity to hold 

leadership positions seems to be stereotyped conclusion. Otherwise, as the finding of 

this research revealed there was no significant difference between women and men 

in exercising school leadership. 

3. 11. Measures to be Taken to Alleviate Sex Stereotyping and 

Family Related Problems Faced by Female School Principals 

Summary of the responses given by respondents hitherto reflect that irrespective of 

women principal's leadership competence, there still exists sex stereotyping and over 

burdening by home roles. Making school leadership inclusive to females that make 

up fifty percent of the school community is unarguable. Otherwise schools would 

remain under the mandate of males. Strategies need to be designed to support 

women principals in their school leadership duties. In relation to this, Olser (1997) 

commented that women n eed moral support and sense of trust from their families , 

and extensive mass educational programs coupled with con scious efforts , to change 
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traditional valu es as a m eans of increasing their belief and confidence in their 

abilities. The World Bank (2002) also suggested that in order to tackle the deep ­

rooted societal stereotyped attitude that devalue women irrespective of their multiple 

roles, establishing supportive national policies (more gender specific) is critically 

important. 

It was with this logic that respondents were asked to suggest up on ways to alleviate 

problems faced by female school principals. Questions were forwarded to 

r espondents by categorizing issues in terms of measures to be taken by women 

principals themselves, by the society in general, and by the government in 

particular. 

Demonstrating their abilities in leadership positions, building confidence in work 

and community related activities, achieving visible results in their principalship 

roles, good use of time management, standing against failures, and having small 

family size by making use of family planning were commented by respondents as 

actions expected from the side of women principals. 

From the societies' point of view, believing in m ental and physical equality of m en 

and women irrespective of biological differences and treating sons and daughters 

equally without any gender prejudices to this end, avoiding harmful traditional 

norms and cultures that in many aspects favor men and disfavor women, changing 

one's attitude with regard to home making responsibilities (like child care, food 

preparation, maintaining family sanitation), especially, the spouse; indoctrination of 

religious leaders on equality of sex, and emphasizing on gender edu cation were the 

major comments given by responden ts. 

From the government side, issuance and implementing (with commitment) gender­

specific policies , provision of trainings on issues ranging from career development to 

family responsibilities , enhancing gender sensitization strategies, increasing number 

of women leaders in school and oth er educational hierarchies, assigning male 

assistant principals in women-led schools so as to handle sex-related unavoidable 

occurrences (like a bsenteeism due to maternal leave), and provision of reward for 

female principals whose school leadership p erformances are encouraging. 
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To summarize, respondents' suggestions indicated that far-reaching job waits ahead 

of policy makers, policy irnplementers, non government organizations and civic 

societies to redu ce sex related biases and social influences to a remarkable degree 

so much so that females play a greater role in school leadership. It revealed that 

although what was done until then was promising, breaking the imbalance that 

exists in favor of males requires systematic work and patience. 
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CHAPTER FOUR 

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 

This chapter deals with summary of the fmdings, conclusions drawn from 

the fmdings, and recommenda tions given for the improveme nt of female 

principalship roles and chances to occupy the positions. 

The main objective of this study was to identify social and sex stereotyped 

factors that affect females' principalship roles in school. 

The specific objectives were: 

1. To know th e extent to which female principals were subject to 

various social pressures; 

2 . To identify some of the major factors accounted for the problems 

faced by women principals in school management, particularly 

associated with s ocietal stereotyping and home responsibilities; 

3. To examine whether there was difference between male principals' 

and female principals' effectiveness in school leadership; and 

4. To identify ways and means of promoting women's principalship 

performance. 

Sets of questionnaires and interviews were instruments u sed for data 

collection. Statistical tools used for data analysis were p ercentage, mean , 

chi-square, t-test and ANOVA. 

To this effect, descript ive survey m ethod was employed. 

The following basic questions were fo rward ed to a ttain the objectives. 

a. What are the societal stereotypical views th at affect the roles and 

responsibilities of female principals? 

b. Do male principals and female principals s how significant 

differen ce in their managerial actions in school? 

c. To what ex-tent women's principalship career IS affected by 

conflicting expectations of career and family roles? 

d. What strategies are to be employed to improve the competen ce of 

female principals? 
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Stratified sampling technique was employed to identify respondent groups . 

In selecting sample respondent teachers, simple random sampling was 

used. Availability sampling technique was employed to include female 

principals while simple random sampling technique was utilized to select 

male principals. A total 171 respondents were included in the study from 

East Hararge zone. 

Data were collected by usrng four sets of questionnaires; one for female 

school principals, another for male school principals and still another for 

teachers (both male and female) . Besides, interview was conducted with 

nine heads of woreda education offices, nine woreda education office 

supervisors and nine woreda education office women's affairs. As indicated 

earlier, data were presented and analyzed using statistical tools of percent, 

mean, standard deviation, Chi Square , t-test and one-way ANOVA. 

4.1. Major Findings 

The following are summary of the major findings. 

4 . 1.1. Societal Stereotypical Views that Affect the Roles and 

Responsibilities of Female Principals. 

1. Respondent groups responded that such sex related biases had 

partial importance among the school community in having sex­

specific principal. That is to say, school community had some feeling 

with type of sex holding principalship position. 

11 . On th e other hand, many of the female principals (41.2 percent) 

responded that they encountered problems from male teachers 

because of their sex. Female principals were also asked s imilar 

question vis -a. -vis students. Not a few of them (41.2 percent) 

responded that they faced problems from students because of their 

sex. 

111. The existence of a view that women are inferior to men in exerclsmg 

leaders hip was general ly less accepted by all respondent groups. In 
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fact, female principals did not reject as non sense. They rather 

responded, though rare, that women principals were inferior to their 

male counterparts (mean= 1.16). 

IV. The need for reassurance from others, especially from males , for their 

principalship duties was responded by all respondent groups as 

having less importance (grand mean=1.51). 

v . Significant difference was observed between male principals and 

female principals on the view that women badly lacked self 

confidence. While male principals considered that female principals 

had partial problem of self confidence in exercising leadership, female 

principals regarded that their lack of self confidence was not worthy 

mentioning. Interview conducted with woreda education officials also 

showed that women lacked self confidence in exercising school 

principalship. The difference women principals exhibited in their 

opinion was only a matter of degree. Other wise, female principals did 

not conclude it as a null view. 

VI. Female principals negated the assumption that nature favors males 

more to be principals than females (mean=1.36). The other groups of 

respondents replied that nature partially favors males to females to be 

leaders (grand mean =1.76). 

The importance of having physical strength to maintain student discipline 

through exercising physical punishment was responded by all respondent 

groups to be partial. 

VII . The question of whether women are able to challenge hardships as 

men do was forwarded to respondents, expecting that respondents 

might view school principalship roles are related to physical 

perseverance in times of hardships. All respondent groups replied its 

importance in this respect was low (grand m ean=1.58). Statistically, 

no significant difference was observed among the means. 
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4.1.2. Conflicting Expectations of PrincipaIship Career and 

Family Roles 

1. Most of female principals (85 percent) replied family responsibility 

had undesirable effect on their principalship duties . 

II. Most (80.4 percent) of them replied conflicting expectations of family 

and school roles was a frequent episode. Only 19.6 percent, small 

proportion of female principal respondents, replied they rarely faced 

opposmg expectations of home roles and principalship leadership 

duties. 

111. Most (54.2 percent) of female principals responded that female's 

marital status affected their school leadership roles. It was asserted 

that being single is more advantageous for females to maintain 

effective principalship position. The importance might be related to 

the stress exerted owning to double responsibilities of home and 

school. It was replied by all respondent groups that single women had 

more time and less constraints to realize leadership roles. 

IV. Child care was responded by both male and female principals to be a 

difficult task for women principals in playing leadership roles. In this 

respect, respondents were asked whether family responsibilities were 

equally shared by husbands and 'Wives. The rating s howed that 

hllsbands used to share such responsibility rarely (grand mean=1.43). 

4.1.3. Whether there was Significant Difference in Managerial 

Qualities between Male and Female Principals 

1. Statistical analysis using [-test indicated no significant difference was 

exhibited among male and female principals in leadership qualities 

they demonstrated. Teachers led by both male and female principals 

responded that both types of principals assumed fu ll responsibility for 

their actions, set accepted standard of norms fo r school community, 

withstand pressures from outside the school in similar fashion, 
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maintains emotional stability at higher rate, usually employ 

diplomacy and wise judgment equally , takes remedial action for wrong 

doings, practice participatory decision making, encourage 

innovations, sets plans and supervise its implementation equally. 

11. Although teachers responded that both sex principals usually mobilize 

stakeholders for support, t-test analysis of significance indicated 

statistical difference. That is, male principals tended to mobilize 

stakeholders for support more often than female principals. 

4.1.4. Strategies to be Employed to Improve Work Performance of 

Female Principals 

1. The response gIVen by all respondent groups challenged female 

principals themselves. Women principals were commented to 

demonstrate their abilities in leadership positions, build confidence in 

work and community related activities, achieve visible resu lts in their 

principalship roles that would win their followers and the community, 

allocate their time to work and family wisely, persist the turmoil of 

schools that emanates as a result of various interests, and have small 

family size by making use of family planning. 

11 . It was also responded that sex stereotyping used to originate and crop 

up within society. Thus, mitigation of the probl"m was also responded 

to be targeted at the root of the trouble, that is, the sex biases in the 

society. Accordingly, believing in mental and physical equality of men 

and women irrespective of biological differences and treating sons and 

daughters equally without any gender prejudices to this end, avoiding 

harmful traditional norms and cu ltu res that in many aspect favor 

men and disfavor women, changing one's attitu de with regards to 

home making responsibilities (like child care, food preparation , 

maintaining family sanitation), especiaUy, the spouse; teaching by 

religious leaders on equality of sex, and emphasizing on gender 
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education were the m ajor comments glVen to be worked within the 

society. 

111. From the government side, issuance and implementation (with 

commitment) of gender-specific policies, provision of trainings on 

issues ranging from career development to family responsibilities, 

enhancing gender sensitization strategies, increasing number of 

women leaders in school and other educational hierarchies, assigning 

male assistant principals in women-led schools so as to handle sex­

related unavoidable occurrences (like absenteeism due to maternal 

leave), and provision of reward for female principals whose school 

leadership performances are en couraging. 

4.2. Conclusions 

The following conclusions are drawn from the findings of the research 

study. 

a . The influence of sex stereotyping on women 's principalship roles by 

school community and women principals themselves was very low. 

Sex stereotyping factors that affect women's principalship roles had 

minimal influence. But this does not mean sex stereotyping in school 

leadership was totally eliminated. Responses of all groups (including 

female principals themselves) indicated that there were still few 

residues of stereotyped views that considered females as having less 

capacity, and thus, expecting to gain the support of males in some 

aspects. The reason might be that having less exposure to public 

visibilities and low leadership expenences were erroneously 

concluded to a naturally born less capacity to hold leadership 

positions. 

b. Conflicting expectations of family and school roles was a frequent 

expenence. The problem was more serious for principals who had 

children. Principal women had to handle family roles and school 

responsibilities side by s ide because most female principals were 

rarely supported by their respective husbands. The dual role of 
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principal women would obviously share their thought, energy and 

time. This , in turn, could negatively affect their leadership qualities in 

school. 

c. Women principals in the sample wne used to exhibit good qualities of 

school leadership. If their leadership effectiveness is realized, 

asslgnmg females to principalship can have additional benefit in 

achieving Universal Primary Education for All (EFA)-the Millennium 

Development Goal endeavor. If female principals are increased in 

schools , the rate of pulling and retaining female students at school 

without dropping may be increased . On the one hand, women 

principals may act as a better model for both female students and 

female teachers. On the other hand, women principals may be in a 

better way to understand t he problems of female students and may 

introduce new ways of supporting them in their education. 

4.3. Recommendations 

Based on the fmdings and conclusions of the study, the following 

recOirunendations are suggested. 

a. Jobs to be Performed by the Government. 

The government has crucial place in acting as catalyst to overcome sex 

stereotyping that affects female principals' effectiveness in principalship 

roles. The role government has been playing up to now is a good 

beginning. But having continuous focus and exploiting all possible 

strategies to overcome sex prejudices in school leadership still remains 

ahead . The researcher wou ld like to recommend some simple but basic 

strategies to reduce problems faced by female school principals. This 

includes: 
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1. Coordinate discussion and expenence sharing forums for women 

principals. Areas of discussion and experience sharing may better be 

planned in advance and pre informed to participants. Such forum 

would not only enhance sharing of experiences for women principals 

but also act as opportunity to reinforce each other and to be 

ambitious in holding school leadership positions. 

11. Develop special supervisory support strategies for women principals. 

Supervisors should not see principals (especially male and female 

ones) in the same mirror. Double responsibilities (of family and of 

school) as well as long standing sex stereotyping of the society against 

women in public leadership entails the need for special support to be 

arranged for female principals, if educational leaders are really ready 

to increase the involvement of females in school leadership. 

111. Allocating page portions (column) of educational publications and 

mass media to achievements recorded by and through the leadership 

of female principals. Most educators and female leadership 

advocators repeatedly assert the importance of increasing female 

leaders in the education system. However, many of them do not have 

systematic ways of contributing to women's involvement m 

educational leadership. One possible way to realize this is through 

having pages (if publications) and air time (if radio and television) 

only for women principals. In this way achievements and experiences 

of women principals may be publicized so as to act as reinforcement 

(model) or a caution to others (learning from mistakes of others). 

h. Societal Loyalty 

1. Schools are miniatures of the society. They reflect the positive things 

practiced in the society that need to be developed more and the 

negative things that need to be discouraged. Stereotyping exhibited at 

school originates from the larger social system. It means that in order 

to eliminate gender stereotyping attitudes, societal advocacy to 

maintain male and female equality is vital . This can be achieved 
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through the integrated works of schools, parents, woreda education 

office, woreda capacity building, woreda administrative council, 

teachers association, and women's' affairs. 

11. Dealing with the women side alone is a half treatment at best or a 

symptom treatment otherwise. Thus, to have better performing and 

motivated female principals is to work on family, such as husbands, 

to let them take up home roles. Husbands of women principals may 

be educated and trained to have the readiness and the practice of 

sharing home roles. Edu cational hierarchy may t8.ke the 

responsibility of developing and implementing the role. 

c. The Roles of Civic Societies and NGO's are Indispensable. 

Societies have organized systems that give them opportunity to influence the 

government and communities. Most NGO's have the resource and most civic 

societies have the influencing power. Such organizations can support female 

principals morally, financially, and when necessary, in advocacy as well. 

Ethiopian Women Lawers' Association, the Women's Affairs and other 

organizations are worth mentioning in this respect. It should be noted Lhat 

change originates through education and in educational institutions. 
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APPENDIX - A 
Questionnaire to be filled by female and male teachers 

General Direction 

The purpose of this questionnaire is toge ther da ta fo r a study 

carried out on factors Affecting t he Roles and Respon sibilities of primary 

school female prin cipals in school management in ea st Hararge Zone . 

The information collected through this questionnaire will be used 

by the investigator for strictIy aC:ldemic ;mrposcs and your respOl ,ses 

will be kep t confidential . So, you are not required to write your name . 

Since your genu ine and frank respon se h as a great valu e for the 

succes s of thi s s tu dy you are kindly reques ted to read each item ca refully 

before you give your respon ses. If you want to ch a n ge any of your 

respon ses, pl ease ma ke sure tha t you h a ve cancelled the unwa nted ones. 

Th ank you in advance for your coopera tion i 

Part l. Biographic information 

1. Gen era l in forma tion 

A. Th e n am e of your school _ _ ________ _ 

B. The name of your woreda _ ________ _ 

C The n ame of your Zone _ ___ ___ _ 

2 . Per sonal Da ta 

2. 1. Age 

A. 18 - 300 
B. 3 1 - 400 
C 41 - 500 

2.2. Sex 

fl . Ma lc 0 
B. Fema le 0 

3. Ma r ital S ta tu s 

A. Mar r ied 0 
B. Unma rried 0 

D. 5 1 - 60 
E. 60 & above D 

J 



4. Years of experience in teaching profession 

A. 1 - 5 CJ D. 16 - 20 0 

B.6 - 10 D 
c. 11 - 16 0 

5. Your Educational Quali fi cation 

A. Certificate D 

B. Diploma 

6. Number of Children raised 

A. None D 
B. 1-4 D 
C. More than Four D 

E. 2 1 - 250 

F. 26 - 30 0 

G. 3 1 and Above O 

• 



Part II Direction:- For the following rate scale you are requested to give 

a n an swer for the ques tion by putting the sign of "v" 
in the space provided that corresponds to your 

agreement of the scales 

Scales: 1. strongly disagree 4. Agree 

2 . Disagree 5. Strongly agree 

3. Undecided 

No Statements 

1 Women's home-role handicaps their principleship 

2 Nature favors male to be leaders than female 

3 In schools administrative positions demand 

physical strength to main tain student discipline 

4 For a women to be a school principal there needs 

an extraordinary talents compared to their male I 

5 4 3 2 1 

counterparts I I 
1--::--1--,-------,---,--· · . - · --~-:---___:_-I--Jt--_t__-+_-+___I 

5 Su ccec;s in leader ship is h ighly a ffected by emotion 

6 Woman are by nature more emotional than men 

7 Administra tive positions like school principal ship 

demand visibility to the pu blic 

8 Women ,for the fact that they are by their nature 

fearfu l and suspicious, lack self-confidence in 

making decisions 

9 Teachers, (especially male teachers) in women led 

schools are not ha ppy in receiving orders 

10 Success in school principa l ship for a women 

demand s singleness 

11 In the Eth iopian tradition family responsibilities 

, such a s child rearing a nd household ac tivi ties are 

equally s ha red between h u s ba n d and wife . 
I-,,-t~---~---·----:---:--:-:---::----:----I---I----j---'---I---j 

12 Women can't ch al len ge ha rdships of men do 

13 For a woman with large fa m ily size, assuming 

principle ship position is a failure to acco mplish 

the dual roles effectively . 



14 Women by nature are inferior to men 

15 All women possess tain ts irrelevan t to 

administration and managerial duties 

16 Women are by nature fea rful, and likely to seek 

help and reassurance from others. 
, 

17 Women principles may not be strong to impose 

rigorous disciplinary penalties on teachers and 

staff members (when necessary) because of that 

they lack task oriented traits such as 

aggressiveness, and rationality. 

18 Women can nGt stand the emotional and physical 

Stl:CSS chat school administration demands. 

19 Women lack se lf-confidence mainly in order to 

exerci.se command and se t things done. 
-._-" . . -_ .. ... - - -_. 

20 Single women have ma rc have, a nd less 

constraints for th eir caree r than married ones 
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A questionnaire to be fille d only by female principals 

Part III. Direction: For th e fo llowing question s th at are followed by optiona l answers, you 

are kindly requested to carefully read and write the letter of your choice on the space 

provided. For open ended quest ions, write down your responses as briefly as you can on 

th e space provided 

___ 1. T;1e degree of role confl ict you encounter as a result your home 

and work (principalship) responsibi li ties is 

A. high 

D. Moderate 

C. Law 

___ 2. Which of the fo llowing could be attributable to your role conflict 

most? 

A. lack of professional preparation (such as qualification, 

experience) 

B. family duties 

C. lack of recogn ition from the part of teachers that crea tes a chil ly 

workin g environment. 

___ 3. D~ you believe lh at women need more help than men to be 

successfu I in school administra tion? 

A. yes B. No 

___ 4 . If your ap swe r for the above question is "yes" why in you r opinion they 

need help? 

a. ____________ _ 

b .~. _________ _ 

c. ___________ _ 

___ 5. If you are married , how you label the help you obtain from 

your husband for family and home making roles? 

A. high 

B. mOderi1 lC 

C . low 

___ 6. Is there anyone in yo ur school or outsid e who constantly 

encourages you to advance in your leadership p osit ion? 

A. Yes B. No 



- --7. If your answer for question No "6" is "Yes" who a re these people? 

A. Male teachers 

B . Female teach ers 

C. Representatives of parents in PTA 

O. Inspectors 

E . Sta te if any ________ _ 

___ 8. Do you think that your experience and training are a dequate to ena ble 

you coordinate and organize the multi-directional school activities 

su ccessfu lly? 

A. Yes B. No 

___ 9. If your answer for question No "7" is "No", how do you label its influ ence 

onyour princi palsh ip performa nce? 

A. High B. Moderate C. Low 

___ 10. Do you experience unavoidable frequent a bsenteeism becau se of family 

responsibilities? 

A . Yes B. No 

___ 11. If your answer for question no "9" is "Yes", do you think that it is your 

deficiency in ma nagement you encounter because of your sex-role? 

A. Yes B. No 

___ 12. Do you feel that you perform as equal as your male peers in your roles of 

schoolprincipalship? 

A. Yes B. No 

___ 13. If your answer for question No "11 " is "No" which of th e following factors 

is more atlr ib utable for your problem? 

A. Fa mi ly responsibili ties 

B. Lack of trainin g in educational management 

C. Lack of self-confidence that is related to traditional sex role stereo types 

O. State if any _______ _ 

___ 14. How do you label the influence of child bearing on your pri ncipal ship 

role? 

A. High B. Moderate C. Low 

.j 



-- 15. Do you believe that women's marital status affects their advancement in 

leadership position? 

A. Yes B. NO 

___ 16. Do you think that child care is a difficult task for a woman principal? 

A. Yes B.No 

___ 17. If your answer for question No" 16" is "Yes" what solutions do you 

Suggest to overcome the problem? 

18. Do you believe in lhal woman more than men put family roles on top of their 

jobs? A. Yes B. No 

19. If your answer for question No "17" is "Yes" do you believe in that home and 

family responsibilities are an obstacle for a woman principals to effectively 

accomplish career roles? 

A. Yes B. No 

20. Have you ever faced a problem of disobedience from the teachers because of 

your sex? 

A. Yes B. No 

21. Have you ever faced a s imilar problem the above question from the students? 

A. Yes B. No 

22. If your answer for question No " 18" or " 19" or for "both" is "Yes", what do you 

Suggest to a llevi ate th is prob lem ? 

a. _________ _ 

b _____ _ 

c. _________ _ 

23. If you are married , which one, according to the opinion of your husband is your main 

concern? 

A.Family responsibility B.Your career 

24. Have you ever encountered job-family conflict? 

A.Yes, always 

B.Only sometimes 

C.Not at all 



25. If your answer for the above question is either "A" or "B", if your home roles are 

severe, how do could you maintain your present position? 

A.By employing a house maid 

B.By sacrificing your personal spare time 

C.If you employed s trategies other than these, please state them. 

26. What in your opinion are the major factors that affect female principa ls' duties in 

school mana gement? 

a. ___________ _ 

b . _ _______ __ 

c;.-----------
d . _____ ____ _ 

27. In order to alleviate the problems female principals encounter in school 

administration because of their sex, what measures, do you suggest, should taken by: 

A. Women themselves ____________ ----------- __ _ 

B. MOE _ ___ ___________ ___ _____________ _ 

C. The society a t la rge ________________ _ _ _ _ _ __ __ 
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A questionnaire to be filled only by male principals 

Part III. Direction: For the following questions that are followed by optional answers, you 

are kindly requested to carefully read and write the letter of your choice on the space 

provided. For open ended questions, write down your responses as brief1y as you can on 

the space provided. 

___ 1. Do you believe that women need more h elp than men to be 

su ccessful in school a dministration? 

A. yes B. No 

___ 2. If your answer for the above question is "yes" why in your 

opinion they need help? 
a. ____________ __ 

b. _________ _ 

c. ____________ _ 

___ 3. Do "ou feel th at female principa ls perform as equ al as you in their roles of 

school principa lship? 

A. Yes B. No 

___ 4. If your an swer for ques tion No "4" is "No" which of the fo llowing factors 

is more attributable for their problem? 

A. Family respons ibilities 

B. Lack of experience 

C. Lack of self-confidence that is related to traditional sex role stereotypes 

D. State if any _______ __ 

___ '5. Do you believe th at women's m a rita l s tatus affects their a dva nce ment in school 

leadership ? 

A . Yes B. NO 

___ 6. Do you th in k that childcare is a diffi cult task for a woman principal ? 

1\. Ye s B. No 

___ 7. If your answer for qu estion No "6" is "Yes" what solutions do you Su ggest to 

overcome t he problem? 



8. Do you helieve in thal woman more than men put family roles on top of their jobs? 

A. Yes B. No 

9. If your answer for question No "8" is "Yes" do you believe in that home and 

family responsibilities are an obstacle for a woman princ ipa ls to effectively 

accomplish their career roles? 

A. Yes B. No 

10. What in your opinion are the major factors that affect female principa ls' duties in 

schoel manag~ment? 

a. ______________________ __ 

b. ______ ___ _ 

c. ___________________ __ 

d. ________ _ 

11. In order to alleviate the problem s female principals encounter in school 

administrati on because of their sex , what measures, do you sugge s t, should be 

taken by: 

A. Women them selve s __________________ _ __________________ _ 

B. MOE ________________________ _ 

C. The society at large __________________ _____ _ 



• I 

I 

Questionnaire to be fIlled by teachers Imale and female ) 

Part IV. Direction:- Label your principal or Assistant principal as very h igh , h igh, 

modera te , low or very low in terms of the following activities or 

beh avior s she/ h e exhibits. Use mark "x" against the 

a lterna tives correspon d ing the items . 
, • 4 _ _ • __ 

No Leaders hip Style s Degrees of Execution 

Very High Moderate Low Very 

High Low 

1 Assu mes full .responsibil ity for 

al l activi ties, action s and 

behaviors 

2 Sets accepted s ta ndards of 

norm or behavior both for the 

staff & student s 

3 Deals effective ly with pressure 

outside the sch ool th a t might 

interfere with teaching -, 
lea rning process 

r4 Mainta in s emoti on a l s tab ility 

and th e a bi li ty to relax under 
, 

pressure 

5 Employs di plom acy a n d wIse 

judgment th a t con vince 

teachers 

6 Meets the respon sibilities 

entru sted to him / h er 

7 Recognizes, praises a nd credits 

the staff for work well don e 

8 Take s remed ia l a ction s for 

wrong deeds 

rg Ma kes the staff to pa r ticipate 

in decis ion - making 
---._ .. I 

8 



10 Encourages innovation s and 

new ideas 
. _._ -- ----

I I Sets prioriti es, make plans & I 

I see -tha t th ey a rc carried out 

12 Helps tea chers in their works 

13 Helps teach er in their persona l 

lives 

14 Engages in duties even beyond 

normal working hours 

15 Pushes teac:1ers to work hard 

16 Shows consideration for others 

and respect personal right 

17 Make plans in advance of time, 

presents and communicates to 

the staff 

18 Creates a favorable teaching- I 

lea l:ning environment an d 

initia tes s tu dents to be 

disciplin ed a n d h a rd wor ki ng 

19 Mobilizes the local community , 

governmenta l a nd non-

governmenta l organizations 

and renowned personalities to 

extend the necessary support 

for the sch ool 

20 Ensures tha t the educational 

activity sati sfies the demand of I 
the local peop le I --

o 

I 



Part V. direction : Below a re open- ended qu estion s. You are kindly requested to 

read each question care fully, and wri te d own you r responses as 

brieOy as you can on the space provided. 

1. If you are given th e ch a n ce to choose between a male or female 

principal, which on e do you prefer? A male or a female? 

i. What is you r reason /s for choosing a male? _ _ ____ _____ _ 

ii. What is your reason / s for choosing a female? _______ ___ _ 

2. What in your opinion are the major factors that negatively influence 

the duties a nd responsibili t ies of female principa ls? __________ _ 

3. In order to a lleviate the problem of cultura l stereotyping th at h as a 

negative impac t upon effective managerial perfo rman ce of fem ale 

principals , wh a t measures do you think, should be taken by: 

aj Wom en th cm selves _ ___ _____ _____ _______ _ 

b) MOE __________________________________________ __ 

c) The society a t large ____ _ _____ ____ ______ _ 

4. What do you suggest as a solu tion for the problem women principals en counter 

in their tasks of h a ndlin g the du a l roles effectively? _ _____ _____ __ 



APPENDlX-B 

Interview Questions made With officials ofWoreda Education Office 

I Direction: For the following interview questions, you are kindly 

requested to respond to each question according to what you feel 

and think. 

1. From your observation, what major difference do you notice in a 

· way female a nd male principals handle their schools? 

P. Women are more task-oriented than human oriented 

B. Women give equal value to both their task and the human inputs 

of their school s 

C. Women are more hu man-oriented than task oriented 

D. No significant difference is observed. 

2. Have you ever observed gender-related problems that female 

principals encountered that needed your office intervention ? 

A.Yes B.No 

3. If your answer for question number "2" is "Yes" what among the 

· following was/were the major reason (s)? (your answer may be 

more than one) 

A. Inability to handle student's discipline 

B. In a bili ty to coordinate and guide the staff properly 

C. Lack of recognition from the part of the communi ty 

D. Frequent absenteeism because maternal leave a nd other 

home role related cases 

4. Does community recognize female principals as it does male 

principals? 

A. Yes B. No 

5. If your answer for question number . "4" IS "No" what In your 

· opinion is the major reason? 

A. Cultural stereo typic attitude that underestimates women 

B. Lack of public visibility on the part of women (inability to 

communicate with the community) 

C. Poor ma nageme nt in handling students' discipline 

) 



6. Compared to male principals, to what extent female principals 

absence from work has been reported? 

A. To a great extent 

8. To some extent 

C. No unusual absence has been reported 

7. In your opinion, do female principals successful in their career of 

school management? 

A. Definitely 

B. Partially 

C. Not successful at all 

8. If your answer for question number "7" is either "8" or "C" what in 

your opinion is the major reason (s) for their partial success or 

unsuccessful among the following? (Your answer way be more than 

one). 

A. Lack of ad.equate experience to plan & move in accordance 

with it 

B. Lack of adequate training to identity appropriate leadership 

traits 

C. Liability to effectively coordinate and communicate with 

teach ers 

D. Inability to mobilize the community 

E. In ability to maintain students' discipline 

9. How do you evaluate female principals' performance in mobilizing 

local community, governmental and non-governmental 

organizations to extend the necessary support to schools when 

compared to male principals? 

A. Women are better than men 

8. Women are less successful 

C. No significant difference 

10. Are females' principalship performances affected by variou s 

factors because of their sex? 

A. Yes B.No 



11. If your answer for question no "1 O~ is "Yes" of the following 

. vaiiables which in your opinion is/ are the reason(s) for the 

problems female principals encounter in school management? 

(Your answer may be more than one). 

D. The challenge of home-family responsibilities 

E. Low level of self-confidence on the part of the women 

F. Negative societal stereotypes about women 

G. Lack of '!xperience and low level of qualification 

12. If your answer for question no "11" is more than the given options. 

what is/are the additional factor(s) that influences (influ ence) 

female principals' performance? 
A. ____________________ _ 

B. __________________ __ 

C. ______ _ 

13 . What measures do you think to be taken to alleviate the 

problems? 

A. By women them selves 

B. By society 

c. By government 



NQ 

1 

2 

3 

4 

5 

6 

7 

8 

9 

10 

11 

12 

13 

14 

15 

16 

17 

18 

19 

20 

21 

22 

23 

24 

Total 

Table Showing Zonal Distribution of Primary Education 

Female Principals in Oromia in 2006/2007(1999 E.G) 

Zone Position 

Director V1Director Total 

Arsi 32 17 49 

Bale 31 2 33 

Borena 19 . . 19 

Guji 14 - 14 

WestArsi 20 8 28 

East Hararge 51 . 51 

West Hararge 15 26 41 

Jimma 2 6 8 

lIuababora 17 7 24 

EastShewa 28 5 33 

WestShewa 15 8 23 

North Shewa 39 3 42 

South West Shewa 16 3 19 

EastWeliega 19 4 23 

WestWeliega 13 2 15 

Horo IGI Weliega 6 1 7 

Kelem Wellega 16 1 17 

Shashemene Town 13 2 15 

Bishoftu Town 1 3 4 

Adama Town 1 2 3 

Asalla Town . 2 2 

Jimma Town 2 6 8 

Burayu Town . . . 

Nekeme! Town 2 1 3 

372 109 481 

Source: Oromia Education Bureau, Gender Department 
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