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ABSTRACT 

Worldwide Statistic provides that, women are underrepresented in school leadership 

positions. This study sought to investigate factors influencing women access to 

secondary school leadership positions in Tanzania. The study objectives were: to 

examine the nature and type of obstacles preventing female teachers from holding 

secondary school leadership positions; to find out the gender based challenges facing 

female school heads in the management of secondary schools; and to analyze the 

perceptions of stakeholders about women holding leadership positions in secondary 

schools in Tanzania. The study used the Feminist and Role Congruity theory. Using 

a descriptive survey design, the study was conducted in Karatu district with sample 

of 1 DSEO, 6 Headmistresses and 43 secondary school teachers in Karatu district. 

Sampling was done purposively for DESO and school heads while simple random 

technique was for teachers. The study used the questionnaire, interview and 

documentary review as the major data collection instruments. The data collected and 

analyzed using qualitative and quantitative methods. The study findings indicated 

that; cultural barriers, family responsibility, inferiority complex, lack of role model 

and gender stereotype were the major obstacles facing women in leadership 

positions. Gender based challenges faced female school heads in management were; 

lack of acceptance and support from subordinates and balancing of multiple tasks. 

Community perception about women holding leadership positions in secondary 

school were still negative. The study recommends that women should ensure that 

they have the necessary skills to work as top education managers, should be willing 

to take up opportunities, and be willing to maintain the managerial position through 

good work performance. The Ministry of education and vocational training should 

introduce application system for being a school heads rather than ad hoc 

appointment system. This will reduce the possibility of favoritism and corruption. 

Also women should learn to motivate others and encourage them through different 

forums, both formal and informal. Socializing agents should work together and 

ensure that members of the society are enlightened and encouraged to discard 

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

care of children are women roles. 
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CHAPTER ONE 

INTRODUCTORY CHAPTER  

1.0 Introduction 

This section consists of background to the study, statement of the problem, the 

general objective of the study, specific objectives of the study, research questions, 

and significance of the study, scope and delimitation of the study, operational 

definition of key terms and summary of the chapter.  

1.1 Background to the Study 

It has been many years since the historic World Conference on Women in Beijing 

1995, which marked the major progress in the struggle to end multiple types of 

discrimination against women throughout the world and defined a clear mission to 

promote women‟s right. The Beijing Declaration and Platform for Action serves as 

an important action plan for women‟s right, gender equality and female 

empowerment all over the globe (UN, 2010). Education has been used to create 

gender parity but women continue to be underrepresented when it comes to 

leadership in educational institutions.  

The teaching profession in most of the world is dominated by women, but despite 

the large numbers of women in the profession, they are greatly under-represented in 

the leadership positions (Cubillo and Brown 2003). The problem of gender in 

leadership position has been examined at various levels by researchers. Most of 

leadership studies show that, female leaders are underrepresented in the leadership 

position of different working organizations all over the world, although there is a 

considerable increase of female workforce in the labor market (ILO, 2009). 

Moreover some researchers believed that the unbalanced representation of men and 
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women in higher authority positions in many organizations is due to biological 

difference and historical precedence of the hunting and gathering epoch (Owusu, 

2014). Historically, leadership has carried the concept of masculinity and the belief 

that men make better leaders than women (Tong, 1989). Across cultures, women are 

seen as less than and different from men. Studies show that most of women do not 

become school administrators can be explained by understanding that women are not 

valued as much as men and that this bias results in negative attitudes and practices 

toward women aspiring to be school administrators (Charol, 2012). Gender 

inequalities persist in leadership positions and the pace of change is slow in many 

countries. In response, the European Commission has reaffirmed its commitment to 

work to improve the situation by making gender equality in decision-making one of 

the five priority areas in both the Women‟s Charter and the Strategy for Equality 

between Women and Men (European Commission, 2013). 

Leadership is defined as the ability to get things done with the support and 

cooperation of other people within the institution, organization or system (Adesina, 

2011). Leadership may be viewed as a process whereby an individual or group of 

individuals influences a group of individuals to achieve a common goal (ETUCE, 

2012). In this context school leadership may be viewed as a process whereby school 

leaders influence teachers, other professionals, and students to achieve the goals of 

the schools. There is a strong belief that increasing the representation of women in 

management positions also requires a focus on developing the skills and aspirations 

of girls at a younger age, which may help translate girls‟ academic success into 

better career outcomes (White Paper, 2013).  
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School leaders play a vital role in the provision of quality education and in ensuring 

equity and equal educational opportunities for all learners. School leaders create 

conditions for effective teaching and learning in their institutions, they provide the 

necessary resources, they support and motivate their teachers and students (ETUCE, 

2012). Itsueli (1995) comments that the school leader is required to perform three 

vital functions: namely, to discern and influence the development of goals and 

policies; to establish and coordinate educational organizations concerned with 

planning and implementing appropriate programs; and to procure and manage the 

resources necessary to support the educational system and its planned programs. 

The teaching profession tends to be dominated by women but women are not in a 

matching proportion with senior leadership and management roles in secondary 

schools (Msila, 2013, Mbepara, 2015). While representation of women at higher 

professorial ranks is disappointing, women are even scarcer on the administrative 

career ladder. Relatively few women advance to top academic leadership positions 

such as dean, provost, president or chancellor (Green et al, 2008). Where women are 

in top positions, it is typically in smaller, less prestigious schools and taking longer 

to reach the associate and full professor ranks which generally are tapped for 

leadership positions (Dugger, 2001). 

Tanzania has been actively involved in increasing female representation for the past 

few decades. In 2000, Tanzania set a 30% benchmark for women in parliament, and 

is now working to set the benchmark to 50%. Tanzania reported a 36.6% 

representation of women in 2010 (URT, 2013). The government of Tanzania made 

commitment at the fourth World Conference on Women held in Beijing, China in 

1995. The conference emphasized economic empowerment and poverty eradication; 

women education training and employment; political empowerment and decision 
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making (URT, 2003). In this context woman rights were discussed in case of getting 

education and paved the way for women to hold leadership position as men. This is 

implemented by both government and Non Governmental Organizations in 

collaboration with the Ministry of Community Development Women‟s Affairs and 

Children in Tanzania Mainland and Ministry of State, Women‟s and Children 

Affairs in Zanzibar (ibid). From a cultural perspective, people tend to perceive men 

as being competent, skilful, aggressive and able to get things done; and thus ascribe 

leadership to men, while women are observed as warm, expressive, quiet, gentle and 

lacking confidence (Mollel & Tshabangu, 2014). School communities usually 

perceive women as less able to lead, compared to men and that they lack knowledge 

in leadership. The gender equality initiatives have helped women to gain work 

experience and the education necessary to qualify for leadership positions from the 

grass root of Education For All (EFA). The purpose of EFA is defined as meeting 

the basic learning needs by 2015 for every person including; Children, youth and 

adults to benefit from educational opportunities. One of the EFA goals is gender but 

gender remains a strong agenda in education implementation and in management 

and leadership positions Tanzania (URT, 2010; Kombo & Minungu, 2012).  

Tanzania education system is controlled by the Ministry of Education and 

Vocational Training (MoEVT). The country has private and government secondary 

schools. Government schools is divided into two types namely; central government 

schools built by government and community secondary schools which are built by 

the community while government provides teachers and non teaching staffs and 

control and operates those schools. The number of government secondary schools 

was 1291 in 2004. Up to 2009 there were 3 283 government schools for both 

community and central government schools (URT, 2010b). In 2012, the number of 

government schools increased to 3508 (URT, 2012). The statistical data available for 
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secondary schools in Tanzania shows that female teachers are underrepresented in 

the top leadership position although the numbers of female teachers are increasing 

from year to year. Although the percentage of male teachers is higher than the female 

teachers in secondary schools but the gap in leadership is still big (Mbepera, 2015). 

Table 1. 1: Female and Male Secondary School Heads in Tanzania  

Source: Mbepera, 2015 

Region-wise also women were underrepresented in leadership position in secondary 

schools. The data from ADEM (2013) indicate a gloomy picture (See Fig. 1) 

Figure 1.1: Secondary Schools Heads by Gender in Percentages 

 

Source: ADEM, 2013. 
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Female teachers and school heads are critical to the expansion and improvement of 

secondary education systems. Female teachers are important in encouraging access 

and retention of female students, although in most countries fewer females than 

males enter secondary teaching and attrition of female teachers is particularly high. 

Females in leadership positions within schools provide good role models for female 

students and encourage female student retention. Leadership in secondary schools is 

presently dominated by males (Taipale, 2012). In the light of different studies on 

factors influencing women access to secondary school leadership positions, there is 

the need to continue on working with this issue where are women seen to be 

underrepresented in Tanzania.  

1.2 Statement to the Problem 

The issue of the empowerment of women is such a major concern that it is the focus 

of the Millennium Development Goal number 3 which seeks to measures gender 

parity in education; the share of women in wage employment; and the proportion of 

seats held by women in national legislatures (Wangui, 2012). Tanzania through both 

Government and Non Governmental Organization like Tanzania Media Women 

Association (TAMWA) succeeded to minimize the obstacles that hinder women to 

gain access in leadership position (Kombo & Minungu, 2012).    

Female teachers account for the large majority of teachers in primary and lower 

secondary education, and the proportion varies according to the level of education 

such as the younger the children, the higher number of female teachers (European 

Commission, 2010). The teaching profession tends to be dominated by women but 

women are not in a commensurate proportion for senior leadership and management 

roles (Msila, 2013).  
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There is a need for more equitable gender representation in educational leadership 

(Conrad, 1999). Gender equality in jobs is a fundamental human right. One should 

not assume that all women want to work, but it is safe to say that women want to be 

given the same freedom as men to choose to work if they want to and if they do 

choose to work, they have the same chance of finding decent jobs as men (ILO, 

2009). Jobs add value to people‟s lives. They increase people‟s incomes and 

contribute to self esteem and happiness (World Bank, 2012). A Job can also be 

instrumental in fostering broader empowerment for women (Speer et al, 2002). 

Some of research suggests that women are generally more advanced in negotiating, 

emphasizing, and working behind the scenes to facilitate better cooperation in 

working place (Guy & Newman, 2004). Presence of females in position of 

responsibility and leadership in schools is an important factor in creating positive 

female role models (World Bank, 2007). Many girls in Africa are forced to drop out 

of school because school administrators have been insensitive to gender issues 

(FAWE, 2012). Gender in leadership plays an important role in the school 

effectiveness. Female head teachers are said to be democratic as compared to male 

head teachers (Salfi et al, 2014). Research on leadership styles shows that 

democratic leadership style which is mostly used by women leads to higher 

productivity among the group members (Cherry, 2010 cited in Ntide, 2013). Female 

attributes of nurturing, being sensitive, empathetic, intuitive, compromising, caring, 

cooperative, and accommodative are increasingly associated with effective 

administration (Porat, 1991) 

In fact most of the studies on women and leadership have been conducted in primary 

schools such as Barmao (2013), Jeruto (2014), Ntide (2013), Wangui (2012), and 
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Mollel and Tshabango (2014). Few studies have been conducted to address the 

factors influencing women access to secondary school leadership positions such as 

Onyango et al (2011), Nzeli (2013) and Mbepera (2015). Despite the presence of 

efforts and research on the area, it seems that there is little information concerning 

factors influencing women access to secondary school leadership positions in 

Tanzania. This study intends to examine the factors influencing women access to 

secondary school leadership positions in Tanzania, a case of Karatu District 

1.3 Purpose of the Study 

In the light of background of the study and statement of the problem, the purpose of 

this study is to examine the factors influencing women access to secondary school 

leadership positions in Tanzania using Karatu District as a case study. 

1.4 Specific Objectives  

 The study has the following objectives 

i) To examine the nature and type of obstacles preventing female teachers 

from holding leadership position in secondary schools in Tanzania. 

ii) To find out the gender based challenges faced by female school heads in 

the management of secondary schools in Tanzania.  

iii) To analyze the perceptions of stakeholders about women holding 

leadership positions in secondary schools in Tanzania.  

1.5 Research Questions 

i) What is the nature and type of obstacles hindering female teachers to hold 

leadership positions in Tanzania secondary schools? 

ii) What gender based challenges do female school heads face in the 

management of secondary schools in Tanzania? 
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iii) What are the perceptions of stakeholders about women holding 

leadership positions in secondary schools in Tanzania? 
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Table 1. 2: A Matrix Summary of Techniques which will be Used to Answer the Research Objectives 

 

Objectives Expected data required to answer the research 

objectives 

Sources of 

data 

Types of 

respondents 

Sampling 

technique 

Instruments of data 

collection 

i).To examine the 

nature and type of 

obstacles preventing 

female teachers from 

holding leadership 

position in secondary 

schools in Tanzania 

Obstacles like; 

Inferiority complex due to the gender roles 

that teaches female are good as men 

Lack of role models 

Family responsibilities that cause unwilling to 

take leadership position 

Gender stereotype 

Cultural and social issues prevent women to 

hold top position 

Lack of profession commitment by women 

Educational 

officials 

 

Schools 

DSEO 

 

Head 

mistress 

 

 

 

Purposive  

Semi structured 

interview and 

documentary review 

 

 

 

Teachers  

 

 

Purposive  

 

 

Questionnaires   

ii).To find out the 

gender based 

challenges faced by 

female school heads 

in the management of 

Challenges facing female head teachers in the 

management of secondary schools could be 

difficulties in gaining acceptance and support 

from subordinates 

Lack of management skills 

 

Educational 

officials 

 

 

DSEO 

Head 

mistress 

 

Purposive  Semi structured 

interview and 

documentary review 

 

 Simple  
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secondary schools in 

Tanzania 

Balancing multiple task 

 

 

Schools 

Teachers  random 

sampling 

Questionnaires 

iii). To analyze the 

perceptions of 

stakeholders about 

women holding 

leadership positions 

in secondary schools 

in Tanzania 

Perceptions of stakeholders about women 

holding leadership positions in secondary 

schools. Stereotype such as 

Male school heads are better that female 

school heads 

Family responsibilities prevents female 

teachers to perform leadership task 

Women are still unable to access top 

leadership positions in school due male 

preference, 

Women lack confidence in their capabilities, 

qualification and experience 

Women has low esteem to school head 

 

 

schools 

 

 

Teachers  

 

Simple 

random 

sampling 

 

 

Questionnaires  
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1.6 Significance of the Study   

Some of the countries in the world and Tanzania being one of the countries share the 

problem of women underrepresentation in leadership positions in secondary schools 

(Onyango, 2011; Nzeli, 2013 and Ntide, 2013). This study is part of empowering 

women by addressing the importance of having both sexes in leadership position. 

The rationale for the study must pay attention to the situation of women in the 

workplace. The role of women has been practically absent or has been treated as 

irrelevant historically and in academic discourse. Translated into practice, women‟s 

issues are often ignored in the workplace and their efforts undervalued. 

Administrative work has long been recognized as masculine and organizations are 

principally managed through these same background assumptions and constructions 

of masculine subjectivity. Writing on leadership position has frequently served to 

deny or denigrate the significance of gender as a concept in the pursuit of „better‟ 

management practice. However the findings of the study have the following 

significance; gives information to women who are aspiring to leadership and 

encourage women to be proactive. Also the study gives information to the 

educational authorities that can guide the selection and schools.   

1.7 Scope and Delimitation of the Study  

Scope of the study is a general outline of what the study covers. It includes such 

information as geographical location, the variables under study, theoretical 

perspectives, and the instruments of the study (Dusick 2011 cited in Malaha, 2014). 

This study was conducted in Karatu District because there is limited current 

information which shows women in leadership position in secondary schools. The 

study comprised six secondary schools out of thirty one in Karatu district, where by 
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six secondary schools were headed by headmistress and the remaining twenty five 

were under headmasters. 

1.8 Limitation of the Study  

During the research process the researcher came across the following challenges; 

some of staff members were not selected to respond the questionnaires, they asked 

why some others were chosen and others not. To answer this researcher assured the 

staff members that it was for educational purpose and it was difficult to include all 

staff members due to the shortage of time. Also the respondent especially heads of 

schools asked why chosen that district and not other district, the researcher answered 

that it was because Karatu district found in interior and in rural areas where there 

was a shortage of women in leadership positions compared to town or municipal. 

Moreover the respondent were afraid about the information due to the present 

situation that more of information are spreading through social media like whatsapp, 

the researcher assured them that all the information will only be used for academic 

purpose and will be kept confidential;  nothing information will be used outside of 

the study. 

1.9 The Operational Definition of Key Terms  

Leadership is the process of influencing others to understand and agree about what 

needs to be done and how to do it, and the process of facilitating individual and 

collective efforts to accomplish shared objectives. 

Leadership position means authority is recognized when an individual receives a 

position and title.  
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Gender includes the relative value and status accorded to women and men by the 

society in which they live. Gender identify of women and men is socially and 

culturally determined and is influenced by the political, economies and religious 

factors  

Gender equality means women and men have equal conditions for realizing their 

full human rights and for contributing to and benefiting from economic, social, 

cultural and political development. 

Woman school head refers to all heads of primary and secondary schools. The term 

women school heads in this study refers to female teachers heading secondary 

schools. 

School Management means acts of getting people together within a school to 

accomplish desired goals and objectives efficiently and effectively 

1.10 Chapter Summary 

The chapter has given a brief introduction, context and background of the study. The 

chapter has also shown that women are underrepresented in leadership positions in 

schools in most countries. Also, it outlined that number of women in leadership 

position decreases with the higher level of education. The chapter further stated the 

problem and identified general and specific objectives of the research, assumptions 

and significance of the study. Furthermore, scope and limitations of the study have 

been explained and finally the operational definition of terms used in this study has 

been enclosed. The next chapter reviews different literature related to the study in 

order to establish knowledge gaps concerning female teachers in secondary school 

leadership position 
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CHAPTER TWO 

LITERATURE REVIEW 

2.0 Introduction  

This chapter provides  comprehensive reviews the literature of related to this study. 

Journals, books, article and other resources from developed and developing countries 

were used for obtaining relevant information. The chapter presents what is already 

known about factors influencing women access to secondary school leadership 

positions in order to identify the existing research gap that gave rise to the need for 

this study. The literature review aimed to provide wider context for the research 

questions, data analysis and discussion of the research findings.  

2.1 Theoretical Framework and Empirical Data 

A theory is a set of interrelated constructs or concepts, definition and propositions 

that present a systematic view of phenomena by specifying relations among 

variables, with the purpose of explaining and predicting the phenomena (Kerlinger, 

1986). Theoretical framework is the application of theory or set of concepts drawn 

from one and the same theory to offer an explanation of an event or shed some light 

on a particular phenomena or research problem (Imenda, 2014). Theoretical 

framework provides the lens to view the world (Marriam, 2001). The study is guided 

by the feminist theory based on Liberal feminist and Marxist theory and Role 

congruity theory. 

2.1.1 Feminist Theory  

Feminist theory is a theory or model of analysis involving certain ways of thinking 

and of acting which are designed to eliminate the oppression of women in society in 

order to achive women‟s rights (Andersen, 1983). Feminist theory forms the basis 
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for the study of the experience of women in society, especially women status and 

position within society socially, economically and politically (Tong, 1989). Western 

feminist history has developed in three stages (European Commission, 2010). First 

stage feminism emerged in 19
th

 the century and 20
th

 century. It concentrated on 

opening economic and social aspects of public life from which women had been 

hitherto excluded, for example voting rights, access to welfare and education. 

Second stage feminism emerged in western countries in the 1960s and 1970s and 

continued to struggle for a broader agenda that concentrated on factors especially 

affecting women including reproduction, sexuality, domestic labor, violence in home 

and paid working conditions. In education feminists drew elements to identify the 

achievement of girls and boys particularly in subjects of mathematics and science, 

the sex stereotyped subject and career choices made by girls and boys. Third stage 

feminism emerged from the 1990s onwards, drawing in a new generation of gender 

of the scholars who had benefited from the efforts of their mothers and 

grandmothers. Now feminist identified their own viewpoints and struggle. This stage 

seemed more academic than previous stages due to greater access to university 

education for western women. 

Feminism is a movement to end sexism, sexist exploitation and oppression. This 

movement is not about being anti male but it needs fair treatment of people without 

regard to their sex (Hooks, 2000). Feminism is a collection of movements and 

ideologies that share a common goal: to define, establish, and achieve equal 

political, economic, cultural, personal, and social rights for women (Chris, 1999). 

Before feminist literature individuals women learned about feminism in groups. The 

women who chose groups were the first to begin to create the feminist theory which 

http://en.wikipedia.org/wiki/Feminism_and_equality
http://en.wikipedia.org/wiki/Women%27s_rights
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included both an analysis of sexism, strategies for challenging patriarchy and new 

models of social interaction. As time went by feminist theory was made available by 

words of mouth or cheaply put together newsletters and pamphlets (Hooks, 2000). 

The development of women‟s publishing such as women wrote, printed and 

controlled production on all levels was for the spread of feminist thinking (ibid). 

Feminist movement gained momentum when it found its way into the academy. In 

many countries especially in the classroom the students were able to learn about 

feminist thinking, read the theory and used it in their academic exploration (Tong, 

1989; Hooks, 2000). Women and feminization of the teaching profession has been 

debated for decades. They have included reviewing the reasons why the teaching 

profession became gender imbalanced in favor of men in certain countries in the first 

place and what the impacts might be on learning processes and educational outcomes 

for students (UNESCO, 2011). 

According to Marxist feminist Tong (1989), women oppression originated from the 

introduction of private property where major means of production were owned by 

few people and mostly men during the capitalist system. However the class system 

was the source of oppression and of all inequality (Chris, 1999). In this context 

sexual oppression is viewed as a dimension of hierarchical class relations and gender 

as a socially produced and historically challenging. 

Liberal feminism is an individualistic form of feminist theory which focuses on 

women‟s ability to maintain their equality through their own actions and choices 

(Chris, 1999). Giddens (2001) defines liberal theory as a “feminist theory that 

believes gender inequality is produced by reduced access for women and girls to 

civil rights and allocation of social resources such as education and employment”. 
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Liberal feminists believe that, women subordination is rooted in a set of customary 

and legal constraints that blocks women‟s entrance to the success in the so called 

public world. Women fight for sexual equality via down to earth political and legal 

reform (Tong, 1989; Chris, 1999). In this view women strive for equal chance in 

education and employment where they are underrepresented.  

This theory was guiding this study because it is useful to understand different factors 

influencing women access to leadership positions in secondary schools. Both male 

and female teachers have their leadership responsibilities within schools. At every 

level of education system, without leadership there will be no process of influencing 

people to reach the necessary goals. Female teachers account for the large majority 

of teachers in primary and lower secondary education, and the proportion varies 

according to the level of education such as the younger the children, the higher 

number of female teachers. Historically school teaching has been a predominantly 

female occupation and in recent decades, the teaching force has become even more 

female in primary schools. Female and male teachers are needed in all levels of 

education system. However the majority of males were choosing to pursue 

secondary education instead of primary or elementary education. Although the 

number of women has increased in secondary school but women are still 

underrepresented in leadership positions in secondary school (European 

Commission, 2010). This is associated with society perception from the many years 

ago that man was the head of family while woman was the housewife for taking care 

of children.  
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2.1.2 Role Congruity Theory 

Leadership has been predominantly a male privilege in corporate, political, military, 

and other sectors of society. Although women have gained increased access to 

supervisory and middle management positions, they remain quite rare as elite leaders 

and top executives. To explain this phenomenon, public and scientific discussion has 

centered on the idea of a “glass ceiling” which means a barrier of prejudice and 

discrimination that excludes women from higher level leadership positions (Eagly & 

Karau, 2002). To further this discussion, Eagly and Karau (2002) propose a Role 

congruity theory of prejudice toward female leaders and test the theory in relation to 

available empirical research.   

The role congruity theory proposes that women do not reach top leadership positions 

due to two types of prejudice. Traditional perception of gender roles and leadership 

roles are shown in either believing women have less leadership abilities than men, or 

judging women more harshly when compared to men. Research shows these 

prejudices exist, especially in more male dominated fields such as interest for 

industry, leadership and management, and women and men in the workforce (Eagly 

and Karau, 2002). The role congruity theory coined by Eagly and Karau (2002) 

proposes that a group will be positively evaluated when its characteristics are 

recognized as aligning with that group‟s typical social roles (Eagly and Diekman, 

2005).  Role Congruity theory predicts women will be less likely than men to 

emerge as leaders because often expectations for the leadership roles are incongruent 

with stereotypes regarding females (Ritter & Yoder, 2004).  

Eagly and Karau (2002) insisted that a role congruity theory of prejudice toward 

female leaders proposes that perceived incongruity between the female gender role 

and leadership roles leads to two forms of prejudice: firstly perceiving women less 

http://en.wikipedia.org/wiki/Social_role
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favorably than men as potential occupants of leadership roles and second evaluating 

behavior that fulfills the prescriptions of a leader role less favorably when it is 

enacted by a woman. One consequence is that attitudes are less positive toward 

female than male leaders as potential leaders. Other consequences are that it is more 

difficult for women to become leaders and to achieve success in leadership roles. 

Evidence from varied research paradigms substantiates that these consequences 

occur, especially in situations that intensify perceptions of incongruity between the 

female gender role and leadership roles. 

This theory was applied to give reason on why female teachers do not reach top 

position in leadership in secondary schools. Also help to explain the challenges 

which faced female as the head of schools. Formally women were under the rule of 

male dominance in case of authority at home and in the whole society. When it 

comes for women holding top positions in schools automatically they faced strong 

challenges from men due to the image which was created previously.  

2.2 Criteria for Appointing Secondary School Heads  

Many secondary school administrators are not prepared to meet the demands posed 

by the changing nature of their jobs. Organized and systematic training in 

educational leadership and effective and transparent management that goes beyond 

the occasional workshop presently offered in most systems is urgently needed for 

principals (World Bank, 2007). Principals‟ critical new roles as instructional leaders 

within schools, builders of learning communities among teachers, and developers of 

strong community participation in schools are widely recognized, although few 

principals have any preparation for this array of new responsibilities. A national or 

regional institution that specializes in advanced degrees or certification for 
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educational leadership could be one option to address this need. Concerted effort to 

improve school leadership is one of the more promising points of intervention to 

raise the quality of secondary education across much of Africa (World Bank, 2007).  

Mechanisms for recruiting teachers to become principals or head teachers are 

unsystematic and not necessarily based on professional criteria (World Bank, 2007). 

The position of principal is often not professionalized or seen as a career choice. It is 

sometimes filled by senior teachers who rotate through the position for limited 

periods of time. A more systematic approach to the selection and training of 

principals would lead to stronger school leadership (ibid).  

In China, the Chinese Government has issued provisions on the general 

qualifications criteria for principals in the early 1990‟s (The Prerequisites and 

Requirements for the Principal Position 1991). These requirements are considered to 

be general and in alignment with the qualifications requirements for Chinese civil 

servants. Principals must, among other things, have „the ability to provide 

ideological, political and moral education‟. The selection process places emphasis on 

the candidate‟s party membership and expertise, but less on interaction skills. Actual 

leadership training must be started within six months of accepting a position 

(Taipale, 2012). In South Korea, access to principal training is based on points 

accumulated through merits and working years. Points are given for Master‟s or 

Doctoral studies and years worked up to 28 years. The government organizes a 180 

hour training programme and those who have completed the programme will be 

appointed as principals. It is only possible to work as a principal for up to two four-

year terms (ibid) 
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In Finland, principals are required to have teaching qualifications in the relevant 

school form and a Certificate in Educational Administration or completion of a 

university programme in educational leadership (25 credits), which includes the 

Certificate in Educational Administration. There is no specific criterion for work 

experience, but those selected for a permanent post are in practice required to have 

prior experience from supervisory duties. Principals are always required to have at 

least a Master‟s degree and teaching qualifications. As a general rule, principals are 

recruited from among quite experienced teachers (Taipale, 2012). 

In Kenya, Uganda, the UK, South Africa and Taiwan, the process of identifying a 

candidate for recruitment and appointment as school head starts with advertising 

such vacancies, for which qualifying candidates can apply. After the applications are 

received, they are shortlisted on the basis of the academic and professional 

qualifications and experience of the applicants (past responsibilities in various 

aspects of institutional life and their level of training). The next step is the 

appointment of heads of schools by Provincial Staffing Committees, which are 

chaired by the Provincial Directors of Education. The persons who qualify during 

these interviews are thus given appointment letters by the Teachers Service 

Commission to become heads of schools (Mbepera, 2015). 

In Tanzania the process involves identifying the candidates for recruitment and 

appointment by the school management team (head of school, deputy head, school 

accountant, academic master and discipline master) under the head of school, and 

recommending them to the Local Government Authority (LGA) where, under the 

DEO, it selects candidates and submits their names to the Regional Secretariat (who 

eventually makes an official appointment under the REO) (URT, 2010). The 
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appointment criteria and procedures in Tanzania, it is possible the favoritism and 

corruption can occur due to the nature of the recruitment and appointment process 

followed. This does not happen in Kenya, Uganda, the UK, Taiwan, China, North 

Korea and Finland where the system of appointing heads of schools is open 

advertisements and interviews (Taipale, 2012; URT, 2010). In a male-dominated 

culture like Tanzania females are always in an inferior position because top posts are 

naturally occupied by males (Kanter, 1977 cited in Mbepera, 2015).  

2.3 Empirical Studies on Limiting  Factors 

International research indicates that in educational leadership women are a minority 

for both developing countries and developed countries (Wangui, 2012) The under-

representation of women in administrative or leadership positions within educational 

institutions continues to be a matter of some concern, particularly since the teaching 

force is largely made up of women, both nationally and internationally (Cubillo & 

Brown 2003). Studies done in various countries like South Africa (Netshitangani & 

Msila, 2014), Vietnam (Le, 2011), Kenya (Wangui, 2012) and Ethiopia (Gobena, 

2014) reveal an under-representation of women in leadership at all levels of the 

education system in primary school, secondary school and universities. The studies 

show the nature and types of obstacles preventing female teachers from holding 

leadership positions in schools. The obstacles include; inferiority complex, lack of 

aspiration, family responsibilities, lack of role models and cultural barriers.  

2.3.1 Inferiority Complex 

The study done by Netshitangani and Msila (2014) revealed that inferiority complex 

is an obstacle which prevents women from holding the leadership position in 

schools. It is argued that how women are socialized into their gender roles teaches 
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them from childhood and adolescence that they are not as good as men. By the time 

they reach adulthood, most women will have internalized the belief that men are 

better, stronger and more able in the society. The study indicates that most of women 

did not apply for principal post because they believe that they would never get that 

post. Those who applied for the post didn‟t believe when they received their 

appointment letters. Some female teachers feel shy to hold leadership responsibilities 

(Barmao, 2013, Onyango et al, 2011). Wakshum (2014) notes that inferiority 

complex among female teachers has already been acquired as a result of societal 

attitude. Even though women may be better than male counterparts in their 

performance, they fear that their responsibilities in ruling the other some men may 

criticize their little weak side and expose them to the other members. 

2.3.2 Family Responsibilities 

Normally women are strongly attached to family and they need to be close to their 

husbands and children. Studies have indicated that women were unwilling to take up 

leadership in the primary schools they were posted due to a belief that such positions 

would take them away from their families (Jeruto & Kiprop, 2014). According to 

Chabaya et al (2009) female teachers were found not to be prepared to take up 

positions away from their husbands and children. Kelsey (2014) argued that due to 

traditional gender socialization women choose to spend their non-working time with 

family rather than on work-related issues, while men have been socialized to aspire 

to be leader at work and provide for their families.  

Moreover women balancing their work especially leadership position and family 

responsibilities makes the burden very heavy. As a result many American women 

administrators stay single, or are divorced or widowed (Le, 2011). In Kenya, family 
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responsibility is a significant obstacle to women attaining top jobs. Many mothers 

feel tired and overwhelmed trying to balance paid work commitments with the 

commitments of being a parent, thus they feel psychologically, intellectually and 

emotionally drained (Wangui, 2012). Women often reduce their hours at work when 

they have children and some women even quit work and spend one or more years 

devoting their efforts to their families (ibid). From that concept leadership positions 

requires much time which some breastfeeding cannot afford.  

2.3.3 Aspiration to Get into Management Positions  

A study done by Uwizeyimana et al (2014) in South Africa showed that female 

educators do really lack aspiration to management positions in schools. Most female 

educators who participated in the research reported that they enjoyed being teachers 

and wanted to stay in their classes with their learners rather than aspiring to school 

management positions. Moreover dealing with lack of aspiration is not likely to yield 

the desired results if society does not change the way it views women‟s role in 

society and their abilities to perform in school management position (ibid). Also 

Sperandio and Kagoda (2014) shows that the majority of female teachers surveyed in 

Uganda aspired to school leadership, but few had positioned themselves to do well in 

the competitive application process.  

2.3.4 Role Model and Mentors    

The presence of women in positions of leadership is essential to encourage 

aspirations in the younger generation and to counter reservations about women‟s 

capacity for leadership roles.     Same sex role models are crucial for women but 

sorry to say there are not enough to go round for all of the aspiring female leaders 

(Wangui, 2012).  
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A study done by Sperandio and Kagonda (2010) in Uganda showed that the lack of 

role-models and mentors in school leadership positions may be breaking new 

ground, and are unable to offer the mentoring and encouragement to other women 

who may find it necessary to overcome their lack of confidence and self-esteem. 

They added that others may be so beset with problems created by resentful teachers, 

both male and female who are unwilling to accept a woman „boss‟, that the example 

they provide does not encourage other women to undertake the same trial by ordeal. 

Such kinds of leaders are likely not to be effective role models to aspiring women 

leaders. Commonwealth (2013) adds that there are not enough good female role 

models who are needed as an exhibit of successful and effective female leadership. 

Women tend to use communication and behavior strategies that have worked for 

them in the past, whereas men will imitate strategies used by their seniors. For that 

reason role modeling is not instinctive in women. 

2.3.5 Cultural Barriers 

Cultural barriers were found to be the dominant obstacles preventing female teachers 

from holding headship positions in schools. As Jeruto and Kiprop (2014) pointed out 

for Kenya leadership position is considered a "male" job, not only by society in 

general but also by teachers and even pupils. Research evidence confirms that 

society has myths that ladies may not provide strong leadership. There are many 

qualified ladies in schools; some of whom are pursuing degree courses in the 

university but no leadership position has been offered to them. The researchers 

added that society sends the message that men can lead and women cannot do that. 

This reasoning is partially attributed to circumcision. A man who is circumcised 

believes a woman cannot lead and stand before a man. Men don‟t expect women to 
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„grow horns‟ and expect to lead a school. This idea is beyond imagination especially 

in a situation where the lady is expected to sit in management committees in schools 

with local leaders such as the chief, village elders and other opinion shapers of the 

society. This makes her afraid and shy away from headship. Women think they are 

not fit to be in the same circles as these leaders.  

Obonyo (2013) added that due to the society belief girls have been forced to believe 

that boys are much valued, wanted and favored. So, girls become helpers to their 

mothers at an early age and gradually internalize their roles and disadvantages. The 

patriarchal society views men to be superior to women in terms of leadership. 

Members of the society feel that men make better leaders than women. Therefore in 

Siaya County where a leader is to be elected, people will prefer electing a man rather 

than a woman. Elective positions like Board of Governors Chairperson are usually 

occupied by men 

Onyango et al (2011) suggest ways in which women can be encouraged to 

participate in educational managements including affirmative action policies at the 

school and college levels and ensure that they are implemented, The Ministry of 

Education should promote more female teachers who will act as role models and 

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

should work together and ensure that members of the society are enlightened and 

encouraged to discard traditional beliefs that women are inferior to men and that 

domestic work and taking care of children are women roles. Gobena (2014) 

advocates that schools level should assign female teachers as unit leaders, 

department heads and co-curricular coordinators, so that they can get opportunity to 

develop managerial and decision making skills. Also some kind of quota system 
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needs to be employed for females during selection of teachers for school principal 

trainings. Therefore, it is important to widen opportunity for females to increase their 

participation in school leadership to enable them to develop competence for school 

leadership.  

2.3.6 Gender Stereotype  

A stereotype is a term used to define all people of a certain belief into negative 

category. Gender stereotypes are used for categorizing men and women, the 

masculine and the feminine (Bailey, 2012). Some of researchers have experienced 

that appointing committees mostly rely on intuition and stereotypical leadership 

images where senior positions and appointment committees are dominated by men 

(Mbepera, 2015). Therefore the selection committees often have negative attitudes to 

female leaders due to stereotypes. This implies that fewer females get promoted to 

top leadership positions or they are promoted at a slower speed than men at all levels 

due to gender stereotyping. Sex-role stereotyping depicts men as superior in 

leadership pursuits because they are considered to possess the masculine, agnatic 

qualities (e.g., men are more assertive, competitive, daring, and courageous) that are 

needed to gain the necessary level of respect for the successful supervision of 

followers (Eagly & Johnson, 1990). Gender stereotypes make females to feel inferior 

as males dominate management positions. This results in low participation of women 

in educational management (Mutunga, 2015). 

2.4 Gender Based Challenges Faced by Female School Heads in Management 

of Secondary Schools 

School heads are today faced with many varied tasks, including not only organizing 

teaching and learning but also managing financial and human resources. Selecting 
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the right candidate for headship is crucial and so many different criteria must be 

considered when appointing (European Commission, 2013). 

2.4.1 Difficulties in Gaining Supports from Subordinates  

Mensah et al (2014) carried out a study in Ghana on mainstreaming the functional 

concerns of female leadership in basic schools in the Akuapem South Municipality 

of Ghana. The findings of this study revealed that female school heads face 

difficulties in gaining acceptance and support from their subordinates. They 

encounter some problems in dealing with their subordinates. The men who work 

under head mistress feel she is a woman. At times they don‟t take her instructions. 

The day that head mistress complain about their attitudes towards work, the next day 

it will be worse.  

Nzeli (2013) did a study in Machakos, Kenya on challenges faced by female head 

teachers in the management of secondary schools. The study identified the 

challenges including negative attitudes towards female head. The reasons given by 

the teachers who did not like the way the female head teachers managed their 

schools were that; they were biased towards male teachers especially when it came 

to delegating duties to them. Majority of female head teachers (70%) claimed that 

male teachers and support staff were resistant and more irritable. This study came 

with the solution that there is the need for female head teachers to be encouraged to 

achieve leadership positions since they can manage the roles of leaders. The attitude 

toward head teachers was fair as rated by students. Hence there is need for the head 

teachers to use the best leadership style that would influence positively on their 

positions in the school society.  
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Mbepera (2015) did a study on Exploration of the Influences of Female Under-

representation in Senior Leadership Positions in Community Secondary Schools in 

Rural Tanzania. The findings revealed that female heads of schools reported being 

rejected by and isolated from the staff and members of the school community, which 

deterred other women from working towards becoming heads. The findings revealed 

that 79 (51.3%) teachers and 21 (65.6%) members of school boards who responded 

to the questionnaires rejected female heads and preferred male heads of schools. 

Moreover majority of the participants who preferred male heads of schools reported 

that female heads were incapable of leading, that family roles hindered them from 

concentrating on their official duties, and that they were short-tempered and worse at 

executing their administrative roles than their male counterparts. The lack of 

acceptance of female heads was also attributed to religion and patriarchy, which 

portrayed women as incapable of leading. 

2.4.2 Lack of Family Support 

Mensah et al (2014) notes that lack of family support and interference from domestic 

responsibilities was another key challenge to female heads. Women have enough 

time to perform duties as a homemaker. Most husbands do not compromise when it 

comes to the performance of roles such as cooking, cleaning the house and caring for 

the children.  

2.5 Perceptions of Stakeholders  

Sam et al (2013) did a study on female leadership stereotypes in Ashanti region, 

Ghana: The perception of the leadership of female heads of senior high schools. The 

findings showed that head of schools believes that female teachers lack self 

confidence in educational leadership and most of the heads male and female, believe 
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that a woman is not expected to hold leadership position. The study suggested that 

age and gender should not count much in the selection of heads of schools but 

selection of heads of schools should be based on academic, professional qualification 

and experience. 

Barmao (2013) carried out on Assessment of the Prerequisite Conditions and 

Stakeholders‟ Attitudes towards Women Leadership in Primary Schools in Eldoret 

Municipality, Kenya. The findings exposed that male are not better administrators 

than female, women are still unable to access top leadership due to the fact there is 

male preference at the top positions in most organizations and women perform 

leadership task in school and women usually have low esteem to head schools. 

 

Panigrahi (2013) did a study on perception of secondary school stakeholders towards 

women representation in educational leadership in Harari region, Ethiopia. The 

findings showed that women give more priority for domestic responsibilities and 

teaching than school leadership; men recognizes women as his equal counterpart; 

women are reluctant to accept responsibilities of school leadership; women have 

capability to lead secondary school; women have an interests and motivation to 

applying for school leadership, women can make strong decision and be committed 

to the organization and their careers. The majority of teachers and school leaders 

agreed that men are better school leaders than women leaders. However respondents 

agreed that in many families, women are expected to maintain traditional family 

roles independent of existing or new job responsibilities. When females obtain or 

seek positions as educational leaders, it is not easy to balance their work and family 

obligation. As a result, women give priority to their family and might be less 
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committed to jobs that require more time investments because of their combined 

work and family roles.  

Elisha (2012) carried out on exploring the perceptions of teachers on women 

principals in Solomon Island. The findings from the study revealed that teacher‟s 

perceptions changed on how they viewed women principals. From this study it was 

found that teachers valued and appreciated the leadership of their women principals. 

Female teachers even aspired for leadership because women principals became role 

models to them. Also findings showed that there were leadership styles of women 

principals that were said to be effective and positive by teachers in this study. This 

study showed that both male and female teachers tended to appreciate the leadership 

and encouraged more women principals. 

Mbepera (2015) did a study on Exploration of the Influences of Female Under-

representation in Senior Leadership Positions in Community Secondary Schools in 

Rural Tanzania. The findings showed that female teachers were happy to remain 

classroom teachers rather than being heads of schools. They were unwilling to take 

school leadership posts and most opted to have a low profile in order to have less 

responsibility at school. However female teachers do not see the importance of being 

leaders. This is because, to them, leadership involved too much, was time consuming 

and demanded that female teachers dedicate part of their family time to attending to 

school responsibilities. Hence female teachers had low esteem to be school heads.  

2.6 Synthesis and Knowledge Gap 

Past studies regarding factors influencing women access to secondary school 

leadership positions showed that obstacles preventing women to hold leadership 

position are like inferiority complex, family responsibility and masculine nature of 
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institutions. However those women who succeeded to hold leadership position faced 

strong challenges from the subordinates. Also others believe that women are weak in 

managing schools. The other side sees women as capable on the leadership position. 

Most of those studies have been conducted outside Tanzania and in most cases in 

developing countries and few on developed countries. Example of review studies are 

those from Kenya by Barmao (2013); and in Ethiopia by Panigrahi (2013); and in 

Ghana by Mensah et al (2014) and in South Africa by Netshitangani and Msila 

(2014).   

Moreover, the literature reviewed has revealed that, in Tanzania little has been done 

on the gender in leadership positions. Studies available in Tanzania such as these of 

Kombo (2012) on persistence in gender imbalance in local government authorities‟ 

leadership in Tanzania and Ntide (2013) on a comparative analysis on leadership 

styles and behavior of male and female head of schools and Mbepera (2015) on an 

exploration on the influences of female underrepresentation in senior leadership 

positions in community secondary schools. Due to this situation, it is necessary to 

conduct a study to bridge the gap in knowledge on understanding some unanswered 

questions, such as what is the nature and type of obstacles hindering female teachers 

to hold leadership positions in Tanzania secondary schools? What is the gender 

challenges based on female head teachers face in the management of secondary 

school in Tanzania? And what are the perceptions of stakeholders about women 

holding leadership positions n secondary schools in Tanzania? The study therefore 

aims at understanding those questions and fills this gap.  
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2.7 Conceptual Framework  

A concept is a component of theory which involves an image or symbolic 

representation of an abstract idea (Imelda, 2014). Conceptual frame work is a 

network or plan of interlinked concepts that together provide a comprehensive 

understanding of phenomena (Jabareen, 2009). In addition a conceptual framework 

is a structure of what has been learned to best explain the natural progression of a 

phenomenon that is being studied (Camp, 2001). 

This conceptual framework postulates that factors influencing women access in 

secondary school leadership positions include preparation programmes, mentoring 

network, professional qualifications and government policies. It is conceptualized 

that the nature and type of obstacles preventing female teachers to hold leadership 

position in secondary schools includes inferiority complex, cultural barriers, family 

responsibility, and lack of role model and masculine nature of institution. These 

factors make female teachers to feel inferior and not get a chance as males dominate 

school leadership positions. Some of female teachers who got a chance in leadership 

positions like head of school faced strong challenges from subordinates. Due to that 

some of member of institution did not like to be under the leadership of female head 

teachers on the other side they reject to perform a certain task given by female head 

teachers. Moreover stakeholders view women in leadership positions in various 

ways. They believe that a woman is not expected to hold leadership position male 

are more preference, lack of confidence, low esteem and priority to family 

responsibilities. In case of priority of family responsibilities women are the ones 

who taking care of family and child bearing. This leads to low participation of 

women in educational management. Government policies like affirmative action can 
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increase the participation of women in leadership positions if they are well 

implemented but in most cases they are not fully implemented. At present, there are 

only few women in leadership positions in secondary schools.  

The development of this conceptual framework goes simultaneous with the 

development of research questions and the selected theory which guides this study.  

Figure 2. 1: A Conceptual Framework for the Study.  
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Source; Adopted and Modified from Onyango et al (2011). 
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2.8 Chapter Summary  

In summary the reviewed literature has provided knowledge about factors 

influencing women access to secondary school leadership position. Also reviews 

showed some of obstacles preventing women from holding leadership position were 

family responsibilities, cultural barriers, lack of role model and mentors and lack of 

aspiration. Also challenges faced women for those who were leaders or school heads 

were; lack of family support, family responsibilities and cultural beliefs. Finally the 

researcher saw that most of the studies were done outside Tanzania and much was 

done on primary level while few studies were done in Tanzania at secondary level.  

So this study attempted to cover the gap. The next chapter presents the 

methodologies employed to come up with the findings of the study. 
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CHAPTER THREE 

METHODOLOGY 

3.0 Introduction 

The study aimed to examine the factors influencing women access to secondary 

school leadership positions in Tanzania. To achieve the research purpose this chapter 

discusses the research methodology that guided the study. This chapter describes the 

ways and means through which data for this study was obtained. It comprises of 

research design and approach, location of the study followed by target population, 

sample size, sampling procedures, data collection technique, validity and reliability 

issues, analysis procedures, ethical considerations of the study and summary of the 

chapter. The research design and application aimed to address the following research 

questions:  

i) What is the nature and type of obstacles hindering female teachers to hold 

leadership positions in Tanzania secondary schools? 

ii) What gender based challenges do female school heads face in the 

management of secondary schools in Tanzania? 

iii) What are the perceptions of stakeholders about women holding 

leadership positions in secondary schools in Tanzania? 

3.1 Research Approach  

This study employed mixed research approach, which involves conducting research 

by combining qualitative and quantitative methods in a single study (Creswell, 

2003). Qualitative research approach focuses on understanding social phenomena 

from the perspective of human participants on natural setting (Ary et al, 2010). 

Kothari (2004) adds that the qualitative research approach is concerned with 
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subjective assessment of attitudes, opinions and behavior. Qualitative research 

explores attitudes, behavior and experiences through such methods as interview or 

focus groups. It attempts to get on in depth opinion from participants (Dawson, 

2002). The qualitative research approach helps researcher by knowing the nature of 

the topic which needs to examine the factors influencing women access to secondary 

school leadership positions gender related views, perceptions, opinions, experience 

and behaviors. The approach allows flexibility, respondents make sense out of their 

concept, experience, and opinion and data collected are analyzed inductively. 

Moreover the qualitative research helps to answer the research questions and attain 

the purpose of the study as focused on factors influencing women access to 

secondary school leadership positions in Tanzania. Qualitative approach gives room 

for the researcher to enter the respondent‟s personal word in order to gain deeper and 

clear understanding of their knowledge, experience and feelings of informants. 

Hence, the qualitative interpretive approach was preferred in this study because of its 

strength in interpreting the condition of women in leadership positions. 

Quantitative research as a type of research that is explaining phenomena by 

collecting numerical data that are analyzed using mathematically based methods 

(Creswell, 1994). Therefore, as quantitative research is essentially about collecting 

numerical data to explain a particular phenomenon, particular questions seem 

immediately suited to being answered using quantitative methods. Creswell (2009) 

argues that quantitative research is a means of testing objective theories by 

examining the relationship among variables, which can then be measured, typically 

by instruments, so that numbered data can be analyzed by numerical procedures. 
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Quantitative research was used with a wider group of teachers and members of 

school boards. 

3.2 Research Design  

The study employ descriptive survey research design which attempts to describe, 

explain and interpret conditions of the present such as “what is‟. The purpose of a 

descriptive research is to examine a phenomenon that is occurring at a specific place 

and time (Ary, 2010).A descriptive research is concerned with conditions, practices, 

structures, differences or relationships that exist, opinions held processes that are 

going on or trends that are evident. It is also a method of collecting information by 

interviewing or administering a questionnaire to a sample of individuals. It can be 

used when collecting information about people‟s attitudes, opinions, habits or any of 

the variety of education or social issues (Kombo & Tromp, 2006). This method is 

economical since it enables to describe the prevailing situations both quantitatively 

as well as qualitatively which eventually help draw valid general conclusions. In this 

study, the researcher obtained and described the views of the respondents with 

regard to factors influencing women access to secondary school leadership positions 

in Tanzania.  

3.3 Location of the Study 

The study was conducted in Karatu District found in Arusha Region in Tanzania. It 

was discovered that there were increasing of female teachers in secondary schools 

while male teachers dominated the leadership position and few female succeeded to 

get that chance. For example in 2013 female secondary schools heads in Tanzania 

were 18.7% and the remained 81.3% were male schools heads (Mbepera, 2015). 
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Karatu District is one of the six districts in the Arusha Region of Tanzania. It is 

bordered by the Ngorongoro District to the north, the Shinyanga Region to the west, 

the Monduli District to the east, and the Manyara Region to the south and southeast. 

The major economic activities in the district are farming, livestock keeping and 

tourism. The main ethnic group in the District is Iraqw or Irakw (also known as the 

Wambulu amongst Swahili speakers (URT, 2013). Karatu is among the rural district 

in Arusha region. The experience shows that most of the rural areas are being faced 

with the gender imbalance. Female teachers are underrepresented in leadership 

position because the culture and society in general see them as the weakest person 

thus why they cannot be able to hold leadership position. Traditionally women are 

less valuable than men. Moreover the number of female teachers in secondary school 

is lower than the number of male teacher due to the facts that most women prefer to 

live in town or cities. This finding is confirmed by a case where parents and 

politicians rejected a female head teacher who had been posted to rural schools in 

Tanzania. They claimed that female could not head their school. These are the 

factors that influence the researcher to choose Karatu as research location.  

3.4 Target Population  

Polit and Hugle (1999) define population as an aggregate or totality of all the 

objects, subjects or members that conform to a set of specifications. Christensen and 

Johnson (2010) population is a large group of people to whom the results of the 

study are to be generalized. The target population of this study was all female 

teachers of government secondary schools found in Karatu District. These were 

selected because of their position and that they mostly deal with teaching and 

experiencing leadership every day. Therefore, the issue of women in leadership 

http://en.wikipedia.org/wiki/Districts_of_Tanzania
http://en.wikipedia.org/wiki/Arusha_Region
http://en.wikipedia.org/wiki/Tanzania
http://en.wikipedia.org/wiki/Ngorongoro_District
http://en.wikipedia.org/wiki/Shinyanga_Region
http://en.wikipedia.org/wiki/Monduli_District
http://en.wikipedia.org/wiki/Manyara_Region
http://en.wikipedia.org/wiki/Swahili_language
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position in secondary school is expected to be varying according to their perception 

and experience.  

3.5 Sampling Technique and Sample Size 

3.5.1 Sampling Technique  

Sampling is the process of selecting a group of subjects for a study in such a way 

that the individuals represent the larger group from which they were selected (Gay, 

1987). The study employed both non probability sampling (purposive) and 

probability sampling (simple random sampling). Therefore, non-probability 

sampling was used to obtain qualitative data and probability sampling was used to 

obtain quantitative data 

Non-Probability Sampling 

Non probability samples were used in this study based on judgmental or purposive 

sampling. Ary et al (2010) shows non probability sampling (purposive) includes 

method of selection in which elements are not chosen by a chance procedure. Its 

success depends on knowledge, expertise and judgment of research. Purposive 

sampling means sample elements judged to be typical or representative are chosen 

from the population (Ibid). In this study female schools heads and DSEO were 

chosen purposively as they were believed to have crucial information concerning the 

factors influencing women access to secondary leadership positions. The DSEO was 

purposively selected because of his role in recommending teachers for leadership to 

the Regional Education Officer also due to the experience, feelings, perception and 

views on the participation of women in leadership were very important in this study. 

However, female school heads due to their experience, perception concerning female 
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teachers in leadership positions and the challenges faced them from holding 

leadership positions. 

Probability Sampling  

Probability sampling is the selection of individuals from a population to take part in 

a study and those participants represent that entire population (Creswell, 2003). In 

probability sampling each person in the population has an equal chance of being 

selected. Probability sampling was used in this study to select teachers from the 

population to participate in the study to represent the entire population of teachers. 

This study used simple random sampling, which gave all members an equal chance 

of participating in the study.  

Selections of wards: Purposeful strategy was used to select wards within district. 

Wards with headmistress were concerned including Karatu and Rhotia but wards 

which all secondary are headed by male were being left. Random purposive 

sampling adds credibility when a potential purposefully selected sample is large than 

one can handle and it reduce bias within a particular category (Ary, 2010).  

Selections of school heads and schools; purposive sampling was used to select the 

schools where the school heads are female and had experience at list two years. The 

six schools are selected using purposive sampling due to that all are considered to be 

adequate and representatives, considering factors such as study approach, time and 

financial resources. 

Selection teachers; teachers were selected using simple random sampling. Female 

and male teachers of selected schools were included. Teachers were selected by a 
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chance. The study involved teachers because they are primary stakeholders in 

making efforts in the whole system of teaching and learning. 

3.5.2 Sample Size 

Sample is a selected portion of the population that represents the aggregate of the 

target population for the study (Ary et al, 2010). Samples are very important because 

it is impossible to study all the head of schools and teachers in Karatu district and 

Tanzania in general due to the costs in terms of money and time. Karatu District has 

thirty one (31) secondary schools for government secondary schools (Field data, 

2015). Six (6) secondary schools were taken namely Weliweli secondary, 

Kilimatembo secondary, Mlimani Sumawe secondary, Kilimamoja secondary, 

Khainam Rhotia secondary school and Ganako high school. Those schools were 

selected from different divisions and wards. Ganako secondary school is the one 

advanced school in the district found in town. The study involved a total of forty two 

(50) respondents where by one DSEO, six headmistress and forty three teachers. 

Table 3. 1: Samples of Respondents  

Sources of data Respondents Number of respondents  

Male  Female  Total  

Six Schools   Schools heads 0 6 6 

Teachers  20 23 43 

Educational 

Officials 

DSEO 1 0 1 

 Grand Total 21 29 50 

Source: Field Data, 2015 
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3.6 Methods for Data Collections  

In this study, different methods were used to explore information on factors 

influencing women access to secondary school leadership positions to ensure the 

data was valid, rather than relying on a single method. Hence, the study used semi-

structured interviews to obtain qualitative data, questionnaires to obtain quantitative 

data and documentary reviews for supporting qualitative and quantitative data. 

3.6.1 Semi Structured Interview 

The study employed semi structured interview for the respondents such as 

Headmistresses and DSEO in order to get their feelings, opinions and experience on 

women in leadership positions. This type of interview involves the implementation 

of a number of predetermined questions and or special topics. These questions are 

typically asked of each interview in a systematic and consistent order but 

interviewers are permitted to probe far beyond the answer to their prepared and 

standardized questions (Berg, 2001). This data collection method is one of the most 

common and widely used methods in research. If correctly and skillfully used it can 

be a rich source of information (Anderson, 1990). Interview is defined as “a 

specialized form of communication between people for a specific purpose associated 

with some agreed matter” (Anderson, 1990). A semi-interview uses open and closed 

questions to extract information. Importance of this method include;  it is useful 

method when extensive data is required on a small number of complex topics; 

probing may be used to elicit more complete responses; observation of the 

respondent‟s non verbal communication and environment are possible; greater 

flexibility is afforded to the respondent; and the interviewer is able to control the 

sequence of the items. This response is useful in obtaining responses from people 
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who would find a written response impossible and individualized appreciation can 

be shown to the respondents (Burns, 2000).  

The study employed this method because it gave freedom to participants to construct 

knowledge of their surroundings. The interview guides contained the same questions 

for almost each respondent category in order to get valid and consistent findings 

whereby heads of schools were asked similar questions with DSEO (see Appendix 1) 

due to the similar in relation to their leadership positions. The questions for the 

interviews were developed from the research questions to obtain the answers and 

views of the participants. The interview questions were about the nature and type of 

obstacles hindering female teachers to hold leadership positions, gender based 

challenges do female school heads face in the management of secondary schools and 

perceptions of stakeholders about women holding leadership positions in secondary 

schools in Tanzania. This method was important because it was thought to be 

relevant for collecting the feelings and perceptions of participants.  

Before the interview, the researcher passed through interviews questions several 

times for the aim of understanding it well in order to simplify the task. At the 

beginning of each interview, the researcher made self introduction to the participants 

(name, position, career, institution and the purpose of the study), and then  asked the 

participants about their positions, work experience and responsibilities in order to 

build relationship, to get to know the participants in detail, and to create a conducive 

environment for conducting the interview. The interviews were conducted in the 

office of headmistresses for each school and DSEO office to allow the participants 

freedom and flexibility. The interviews were conducted in English and Swahili to 
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give freedom to the participants to elucidate their feelings in a language with which 

they are comfortable. Each interview lasted about forty five minutes. .  

Researcher used non-directive probing when the interviewer gave inadequate 

answers, which encouraged the participant to elaborate more on the issues. Through 

this technique, phrases were used such as: “Can you give me an example?”; “Is there 

anything else?”; “What do you mean?”; “How do you address this?” “Can you 

elaborate more?” and “How certain are you?” These techniques broaden the 

participants‟ understanding of the problem and make the participants free to share 

information about the issue under discussion (Mbepera, 2015). Additionally, words 

like “ok, “”yes, “anhaa”, go on”, “next”, “mmm”, were used to encourage 

participants to carry on speaking, and I summarized their response to encourage 

them while waiting for new information (Sarantakos, 2005). Therefore the interview 

techniques gave the participants an opportunity to elaborate and clarify their 

feelings, perceptions, views and experiences of female leadership in detail. Hence 

the obtained information was recorded by notes taking and tape recorder in order to 

refer of what had been said.  

The advantages of using interviews were that all the questions were attempted as 

planned, there was a high level of response, in-depth information was gathered and 

they enabled a researcher to observe the non-verbal behavior of the participants, 

which helped a researcher to establish their mood. Moreover, this technique helped a 

researcher to explain and clarify unclear and ambiguous questions. So, the weakness 

of this technique was that much time was used where the interviewer were not 

familiar or too familiar with the required information. 
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3.6.2 Questionnaire  

A questionnaire is a research instrument consisting of a series of questions and other 

prompts for the purpose of gathering information from respondents (Best and Khan, 

2004). Questionnaires were based on the research topic and main research questions 

for collecting relevant information (see Appendix 2). In this study questionnaires 

consisted of both open ended and closed was used for the teachers in secondary 

schools in Karatu district. Questionnaire consist a set of questions that is drawn up to 

meet the objectives of the study. The importance of questionnaires in the study was 

that, they permit respondents time to consider their responses carefully without 

interference; it is possible to provide questionnaires for the large number of people. 

Questionnaires were used to explore the perceptions and views of the stakeholders 

about women holding leadership positions in secondary schools. Closed and open 

ended questions were used to explore perceptions of the stakeholders on women in 

leadership position in secondary schools.  

Questionnaires were developed based on the Likert scale format. Respondents were 

asked to select responses from arranged answers and, in relation to some statements, 

were requested to give clarification for open ended questions. The option of Likert 

scales were; strong disagree, disagree, undecided, agree and strong agree. The Likert 

scale helped the respondent to answer the question easily.  

The questionnaire were constructed as follows; The first part of the questionnaire 

was designed to collect information on demographic characteristics of respondents, 

like sex, marital status, number of children, academic qualification, field of study 

and experience in order to get basic back ground information pertaining to some 

sample population with the assumption that it might have some kind of relationship 
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with female teachers participation in school leadership. Second part was objective 

number one which states examine the nature and types of obstacles preventing 

female teachers from holding secondary leadership position. Thirdly on gender 

based challenges faced by female school heads in the management of secondary 

school in Tanzania. Fourthly part of questionnaire consists of perceptions of 

stakeholders about women holding leadership positions in secondary schools in 

Karatu district.  

The questionnaires were distributed to teachers and returned to the researcher. Even 

if the questionnaires were administered personally, some teachers did not fill them in 

on the day they were administered but promised to return them the next day. Sadly, 

some participants did not return the questionnaires as promised and it took more than 

two days to get it. A total of 43 questionnaires were distributed to teachers, however 

closed questionnaires have disadvantages such as it may difficult to obtain a good 

response rate due to absent of strong motivation for respondents to respond.  

3.6.3 Documentary Review  

Document is any written or recorded material that gives information on the 

investigated study (Guba & Lincoln, 1994). This method is valuable to help 

researcher to extract the relevant portion that can be considered as statement of fact 

to validate individual research objectives. The researcher was prepared to collect 

addition information about factors influencing women access to secondary school 

leadership position in Karatu district. The documents reviewed were teachers‟ 

information, meeting document concerning challenges facing female school head in 

management positions and number of enrolled teachers, allocation of teacher 

document with regard to their gender from district secondary educational officer.  
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3.7 Validity and Reliability  

3.7.1 Validity 

Some qualitative researchers have argued that the term validity is not applicable to 

qualitative research but at the same time they have realized the need for some kind 

of qualifying check or measure for their research (Golafshani, 2003). According to 

Annastasi and Urbina (1997) claimed that validity is a degree to which a test or 

measuring instrument actually measures what it purports to measure or how well a 

test or a measuring instrument fulfills its function. However Mc Burney and White 

(2007) view validity as accuracy in terms of the extent to which a research 

conclusion corresponds with reality. The researcher should make sure all the data 

collection fulfill the purpose of the study at a given time such as interviews, 

documentary review and questionnaires what are intended to be measured. The type 

of validity used was content validity as defined by Babbie (2007) that is the degree 

to which a measure covers the range of meanings included with a concept. 

 Validity was assessed in this study by comparing the results of different sources of 

data such as interviews and questionnaires. The validity of the study was assessed by 

examining the research instruments through discussions with the supervisor. In 

analysis process it involved focus on each transcript and also validity involves 

obtaining feedback from other researcher and professionals.  

3.7.2 Reliability  

Reliability is the extent to which measurements are repeatable when different 

persons perform the measurements on different occasions under different conditions 

with supposedly alternative instruments which measure the same thing (Rossenthal 

& Rosnow, 1991). According to Joppe (2000) reliability referred to as an extent to 



50 

 

which results are consistent over the time and an accurate representation of the total 

population under study and if the result of the study can be reproduced under similar 

methodology. For a study to be reliable the data collected from interview, 

documentary sources and questionnaire were well organized, this will make the user 

of the study to get more references for further retrieval and approve. More well 

organized information and documents will help a study to be reliable that means the 

result cannot be changed even the same study can be done by another researchers.  

3.8 Data Analysis 

Data analysis is a technique for making replicable and valid inferences from data to 

their context (Kapla, 1994). Data analysis involves working with data, organizing it, 

breaking it into manageable units, synthesizing it, searching for patterns, discovering 

what is important and what is to be learned and deciding what you will tell others 

(Bodgan and Biklan, 1982). There are different ways of analyzing data, whether 

qualitative or quantitative. Powell et al (2003) propose some steps to analyzing 

qualitative data. Firstly get to know you data. This means researcher read and re-read 

the text and to listen the tape record for several time. Then write down any 

impressions you may go through the data. Secondly focus the analysis, identify a 

few key questions that you want your analysis to answer then write down. This 

helped to decide how to begin. Third categorize information which involves 

identification of theme or pattern and organize of them in coherent categories. 

Fourthly identify patterns and connections within and between categories, this is the 

connection of theme. So, in this study used theme to explain study findings. For 

quantitative data were analyzed using descriptive statistics presented in form 
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percentages and frequencies. This method of data analysis allows the researcher to 

analyze huge amounts of data (Creswell, 2005).  

3.9 Ethical Consideration 

In this study, effort was made to ensure that the ethical issues were followed in 

relation to the person or participants that a researcher worked with. To achieve this 

researcher considered ethnical issues inherent in qualitative and quantitative research 

as suggested by Ary et al (2010).  

The researcher produced an introductory letter from the college that acted as prove 

to the respondents that the research is meant for education purposes. This was 

because some of the respondents feared that the information given could be used 

against them. The researcher personally ensured that the information given was kept 

confidential as told to the respondents. The researcher got permission to conduct 

research, the qualitative and quantitative questions approved for the project from the 

institution to check out what kind of information needed to be obtained from the 

participants. Researcher got a copy of the application form used at their institutions. 

Researcher‟s relationship to participants, after spending a great amount of time for 

interview, the researcher‟s relationship to participants was less in order to finish up 

the study although the participants consider researcher as a best friend and trust him. 

Lastly the researcher gave the respondent much time to finish up the questionnaires.  

3.10 Summary of the Chapter  

This chapter has discussed the research methodology that guided the data collection 

process. The study also used the descriptive survey research design and mixed 

methods approach in order to obtain information different research instruments. 

Questionnaires, interviews and documentary review were employed. Purposive 
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sampling and non-purposive sampling methods were also discussed. The chapter 

discussed the validity, reliability of the study and ethical issues.  Moreover, the 

methods of data analysis were discussed. Hence, based on the methods presented in 

this chapter, the following chapter presents the findings of the study by exploring 

factors influencing women access to secondary school leadership positions in 

Tanzania 
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CHAPTER FOUR 

DATA PRESENTATION, ANALYSIS AND DISCUSSION OF THE 

FINDINGS 

4.0 Introduction 

This chapter presents the data, analysis and discussion of the findings about the 

factors influencing women access to secondary school leadership position in 

Tanzania as were obtained from Karatu district as a case study. The information was 

gathered from the targeted sample population which includes, teachers and heads of 

secondary schools and DSEO. The data were collected through interview, 

questionnaires and documentary review and analyzed according to the research 

questions. Questionnaires were distributed to the 43 teachers, including 20 male and 

23 female. The questionnaires return rate was 100% for both types of respondents. 

However six (6) headmistresses and one (1) DSEO were interviewed. 

The interview and open ended questions were analyzed qualitatively while 

questionnaires were analyzed quantitatively by using frequency and percentages. 

The findings were presented according to the research questions which were; 

i) What is the nature and type of obstacles hindering female teachers to hold 

leadership positions in Tanzania secondary schools? 

ii) What gender based challenges do female school heads face in the 

management of secondary schools in Tanzania? 

iii) What are the perceptions of stakeholders about women holding 

leadership positions in secondary schools in Tanzania?  

Feminist theory and role congruity theory plus the conceptual framework guided the 

study.  
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4.1 Demographic Characteristics of Respondents  

The following table shows biological data of respondents who participated in the 

study.  

Table 4. 1: Biological Characteristics of Respondents 

Key: F-Frequency, H/M-Headmistress and %-percentage 

Source: Field Data, 2015 

Table 4.1 indicates that 21(42%) were male and 29(58%) were female respondents. 

The majority of respondents were in the age range of 26-31, while around two thirds 

of the respondents were married.  This shows that most of respondents were found 

within 26=30 which is equal to 40% and the lowest class is 41=45 equally to 2%.  

  

    

No 

 

Variables 

 

Category 

Total Respondents 

Teachers H/M DSEO Total 

F % F % F % F % 

 

1 

 

Sex 

Male  20 46.5 -     - 1 100 21 42 

Female  23 53.5 6      100 - - 29 58 

Total  43 100 6 100 100 100 50 100 

 

 

 

2 

 

 

 

Age 

21-25 3 6.7 - - - - 3 6 

26=30 20 44.4 - - - - 20 40 

31=35 16 35.6 2 50 - - 18 36 

36=40 6 13.3 1 25 - - 7 14 

41=45 - - 1 25 - - 1 2 

Above  - - - - 1 100 1 2 

Total  45 100 4 100 100 100 50 100 

 

3 

Marital 

status  

Married  26 60.5 6 100 1 100 33 66 

Single 17 39.5 - - - - 17 34 

Total  43 100 6 100 1 100 100 100 
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Table 4. 2: Demographic  Characteristics of Respondents  

Key: F-Frequency, H/M-Headmistress and %-percentage  

Source: Field Data, 2015  

With regard to academic qualification 15(30%), 31(62%) and 4(8%) were qualified 

with diploma, degree and masters respectively. From this data it shows female 

teachers have the same level of education as men and have necessary leadership and 

management skills to hold leadership positions in secondary schools (Field data, 

2015). Working experiences range from 2 to 3 years with majority having an 

experience of 2, 5 and 8 years.  

 

 

 

 

    

No 

 

Variables 

 

Category 

Total Respondents 

Teachers H/M DSEO Total 

F % F % F % F % 

 

 

 

4 

 

 

Academic  

qualificati

ons 

Certificates  - - - - - - - - 

Diploma  15 34.9 - - - - 15 30 

Degree  26 60.5 5 83.3 - - 31 62 

Masters  2 4.7 1 16.7 1 100 4 8 

Above  - - - - - - - - 

Total  43 100 6 100 1 100 50 100 

 

 

5  

 

 

Working 

experience  

2=4 11 25 - - - - 11 22 

5=7 20 45.5 - - - - 20 40 

8=10 10 22.7 1 20 - - 11 22 

11=13 3 6.8 2 40 - - 5 10 

Above  - - 2 40 1 100 3 6 

Total  44 100 5 100 100 100 50 100 
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Figure 4: Working Experiences of Respondents 

 

 

This implies that, they had enough information concerned factors influencing women 

access to leadership position in secondary schools.  

Research Findings  

4.2 Obstacles Hindering Female Access to Leadership Positions 

To examine the nature and types of obstacles preventing female teachers from 

holding leadership position in secondary schools in Tanzania, data were gathered 

from teachers, school heads and DSEO. The responses of respondents were shown 

on the table below. 
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Table 4. 3: Obstacles Hindering Female Access to Leadership Position. 

NO  ITEMS SD 

F (%) 

D  

F (%) 

U 

F (%) 

A 

F (%) 

SA 

F (%) 

1 Females are not prepared to take leadership position 

from family level to national level 

7(16.3%) 4(9.3%) 1(2.3%) 21(48.8%) 10(23.3%) 

2 Family responsibility is a significant obstacle to women 

attaining leadership position in secondary schools 

6(14%) 9(20.9%) 00(0%) 21(48.8%) 7(16.3%) 

3 Gender stereotype is one of the causes of 

underrepresentation among female teachers in leadership 

position 

5(11.6%) 8(18.6%) 1(2.3%) 19(44.2%) 10(23.3%) 

4 Women are not appointed as school head due to lack of 

professional commitment  

17(39.5%) 9(20.9%) 5(11.6%) 8(18.6%) 4(9.3%) 

5 Most women do want to be school head but they face 

inferiority complex 

0(0%) 2(4.7%) 00(0%) 20(46.5%) 21(48.8%) 

6 Role models in leadership are few for women 4(9.3%) 5(11.6%) 4(9.3%) 10(23.3%) 20(46.5%) 

KEY: SD-Strongly Disagree, D-Disagree, U-Undecided, A-Agree and SA-Strongly Agree 

Source: Field Data, 2015. 
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Table 4.2 shows that 21(48.8%) of respondents agreed with the statement that female 

teachers were not prepared to take up leadership position from family level to 

national level. The respondents agreed that family responsibilities was significant 

obstacle to women attaining leadership position while 19(44.2%) agreed that gender 

stereotype was one of the causes of underrepresentation among female teachers in 

leadership position. Seventeen (39.5%) strongly disagreed that women were 

appointed as a school heads due to the lack of professional commitment. Twenty one 

(48.8%) strongly agreed that most of women do want to be school heads but they 

faced with inferiority complex. However 20(46.5%) strongly agreed that role models 

in leadership are few for women.  

4.3 Gender Based Challenges  

The responses of respondents on gender based challenges are summarized in the 

Table 4.4 through; questionnaires, interviews and documentary review were shown 

in the table below.  
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Table 4. 4: Gender Based Challenges for Head of Schools 

NO ITEMS SD 

F (%) 

D 

F (%) 

U 

F (%) 

A 

F (%) 

SA 

F (%) 

1 Female school heads are 

facing with the problem of 

balancing multiple task 

00(0%) 10(23.3%) 2(4.7%) 29(67.4%) 2(4.7%) 

2 Lack of family support 6(14%) 9(20.9%) 2(4.7%) 21(48.8%) 2(4.7%) 

3 Female school heads face 

difficulties in gaining 

acceptance and support from 

their subordinates 

2(4.7%) 8(18.6%) 4(9.3%) 23(53.5%) 6(14%) 

4 Lack of management skills 20(46.5%) 17(39.5%) 3(7%) 3(7%) 0(0%) 

KEY: SD-Strongly Disagree, D-Disagree, U-Undecided, A-Agree and SA-Strongly Agree 

Source: Field Data, 2015.  
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From the above Table 4.4, majority of respondents as indicated. Twenty nine 

(67.4%) agreed that balancing of multiple task interfere with female school heads in 

management of secondary schools. Twenty one (48.8%) out of 43 respondents 

agreed with lack of family support. Twenty three (53.5%) agreed that female school 

head face difficulties in gaining acceptance and support from their subordinates. 

Lastly 20(46.5%) strongly disagreed that school head faced with lack of 

management skills.  

4.4 Perception of Stakeholders  

The table below shows the stakeholders perception about women holding leadership 

positions.  
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Table 4. 5: Perception of Stakeholders about Women Holding Leadership Position in Secondary Schools 

NO ITEMS SD 

F (%) 

D 

F (%) 

U 

F (%) 

A 

F (%) 

SA 

F (%) 

1 Male school heads are better than female 

school heads 

3(7%) 15(34.9%) 1(2.3%) 21(48.8%) 3(7%) 

2 Family responsibilities prevent female teachers 

to perform leadership tasks in schools 

8(018.6%) 10(23.3%) 1(2.3%) 22(51.2%) 2(4.7%) 

3 Women are still unable to access top leadership 

positions in school due to male preference at 

the top positions 

9(20.9%) 10(23.3%) 8(7%) 17(39.5%) 4(9.3%) 

4 Women lack confidence in their capabilities, 

qualification and experience 

2(4.7%) 12(27.9%) 3(7%) 18(41.9%) 8(018.6%) 

KEY: SD-Strongly Disagree, D-Disagree, U-Undecided, A-Agree and SA-Strongly Agree 

Source: Field Data, 2015. 
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The table 4.4 shows that 21(48.85) of respondents agreed that male school heads are 

better than female school heads. Twenty two (51.2%) agreed that family 

responsibilities prevents female school heads to perform tasks in schools. Seventeen 

(39.5%) agreed that women were still unable to access top leadership position in 

school due to male preference at the top position. Eighteen (41.9%) agreed that 

women lack confidence in their capabilities, qualification and experience. Nineteen 

(44.2%) agreed that women usually have low esteem to be school heads. 

Discussion of Findings 

4.5 Obstacles Hindering Female Access to Leadership Positions 

Obstacles preventing female teachers from holding leadership positions in secondary 

schools include; cultural barrier, family responsibilities, inferiority complex, lack of 

role models and gender stereotypes. These issues are discussed in the next section.   

4.5.1 Cultural Barriers  

The findings showed that female teachers were not prepared to take leadership 

positions right from the family level to the national level. Such statements were 

expressed by respondents and supported by traditional beliefs which considered man 

as a head of the family and woman as a servant to her husband. Traditionally boys 

and girls were treated differently and all family activities were based on gender and 

sex. Cultural traditions have significant effects on leadership today. Liberal feminists 

believe that, women subordination is rooted in a set of customary and legal 

constraints that blocks women‟s entrance to the success in the so called public world. 

Women fight for sexual equality via down to earth political and legal reform (Tong, 

1989; Chris, 1999). One of school heads said; 
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…most men were prepared to be leaders by given them the 

opportunities for decision making for the family matters. Moreover 

boys were sent to school for the purpose of helping the family on 

other side sending girls to school was wastage of money and time 

because they will be married somewhere… (Interview with school 

head held in July, 2015)  

What the school head was saying here shows that it is difficult for the female 

teachers to hold leadership position in secondary school because females were not 

prepared to hold that position as males. Moreover, parents prefer sending boys to 

school than girls; that is why the ratio between male teachers is higher than female 

teachers in secondary schools. That means it is not easy to have the same ratio in 

leadership position. 

Also another respondent added that; 

“… Society has negative perception toward female teachers that a 

woman is a weak person; that they can‟t manage their subordinates 

and this is not only in schools but on other institutions, even we 

have the same level of education qualification. The truth is that 

leadership is not like putting a person on head. Leadership is about 

to follow rules, regulation and principles...” (Interview with school 

head held in July, 2015)  

The school head meant that from the family up to the nation level females were not 

prepared to be leaders and if a woman got education it is very tough for her to be 

trusted to perform the same task as a man either within the school or outside the 

schools. Men and women can perform the same task effectively by following the 

rules, regulations and principles of work. She added that leadership is not a hard task 

like putting a person on head but is just a normal way of following the rules, 

regulation and principles of work which can be done by both sexes. Society should 

abandon the culture which undermines women.  

However, most of the respondents agreed that cultural and social issues interfere 

with female school heads in management of secondary schools. One of the 

respondents stated that; 
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“…due to the traditional beliefs and social interaction within society 

women are seen to be weak to men. In leading the subordinates and 

community are not happy to see women on top position. On the other 

side I faced difficulties on fundraising in my school; I got little 

support from my society I think because of being a woman. It is not 

our culture for women to be leader. This is a western culture we 

adopted. For this case it is difficult for the community to accept all 

western culture including this one…” (Interview with school head on 

July, 2015) 

From her experience she did not get enough support within and outside the school 

because she was a woman school head. The society considers a woman as a weak 

person; A woman cannot stand and speak before men, woman to be a leader was a 

western culture which was introduced in our society. In that situation it is difficult 

for female school heads to get support due to the strong opposition of western 

culture in our society.  

These study findings are similar to studies by Jeruto (2014), Obonyo (2013), 

Onyango et al (2011) and Gobena (2014) who argued that although female and male 

teachers have the same level of education and experience but family and nation did 

not prepare them to hold leadership positions. Moreover Owusu (2014) who claims 

society and culture excluded women from leadership positions. The evidence 

provide by the participants were rooted in cultural beliefs, values and practices of the 

African society in general 

4.5.2 Family Responsibilities 

The study revealed that family responsibilities were significant obstacles to female 

teachers attaining leadership position. It was very difficult for female teachers to 

balance their school tasks with family activities. Most of family responsibilities at 

home were done by women. Liberal feminist theory suggests that women put more 

effort into the wife-mother jobs of caring for children than into their official work, 
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and those women interested in their career and leadership were perceived not to be 

good mothers (Lorber, 2001 cited in Mbepera, 2015). For this case it could be 

argued that female in leadership position would be more committed to their work if 

they had fewer responsibilities in relation to their families and received support from 

family members. One of the respondents stated that;  

“… it is our task to make all responsibilities at home such as cooking, 

taking care of children, washing clothes for both children and 

husband and also handling my husband. To perform all those tasks at 

home it needs much time. Therefore female teachers are 

underrepresented in leadership position due to those duties that is why 

women are not appointed to be school head for the fear of balancing 

family responsibility and office task…” (Interview with school head 

held in July, 2015).  

What the respondent was saying shows that the tendency of male to participate in 

family responsibilities like taking care of children is very low compared to women. 

And it is believed that family responsibility is a task for women. Therefore most of 

female teachers are not selected to be head of school due the fact that they are 

considered not capable to handle family responsibility and school head tasks at the 

same time.  

Another respondent added that; 

“…when I was appointed to be head of school, during the seminar 

with my fellow school heads one of the new appointed school head 

said that…thanks very much for letting me to be head of school but I 

can‟t be school head because I need to take care of my family and my 

husband. This chance can cause me to stay far from my family…” 

(Interview with school head held in July, 2015).  

What the school head was saying shows that women are willing to take leadership 

position in school but they fear they can lose their normal lives with family because 

to be a leader it needs much time to do the office responsibilities on top of home 

responsibilities. Therefore some reached a point to reject a chance of being a school 
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head due to family responsibility, but if supported by family they could perform both 

tasks.  

One of respondents said;  

“…I feel very tired sometimes due to double responsibilities at home 

and in the office. I wake up early every day and do all the activities at 

home then I go to school and there are a lot of things to do which 

needs a settled mind. I get little support from family especially 

husband and he is not aware of working situation. In our societies 

women are responsible for taking care of family but if I could get 

support from my family I think there would be no problem at all…” 

(Interview from head of school on July, 2015) 

What the head of school is saying showed that most of family responsibilities at 

home were being done by women and she received little support from the family. 

Therefore, women leaders become doing all activities at home and at school. The 

leadership positions needs a settled mind due to the fact that leadership is about 

leading the people not animals. (Nowadays most of secondary teachers are degree 

holders as it is shown on table 4.1 that degree holders are 62% of all respondents. 

Family has to provide support to the women especially those who hold leadership 

position because they need to be encouraged by their family so they can fulfill their 

responsibilities.   

The findings obtained in this study are similar to studies by  Chabaya et al(2009) , 

Wangui (2012) and Mbepera (2015) that many mothers feel tired and overwhelmed 

trying to balance paid work commitments of being a parent, they feel 

psychologically, intellectually and emotionally drained. Also women were not be 

prepared to take up position away from their husbands and children. Moreover it was 

reported that about 63.6% of female teachers frequently turned down leadership 

offers in Tanzania (Mbepera, 2015). However Mensah et al (2014) that lack of 

family support and interference of domestic responsibilities was a challenge to 

female school heads.   
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4.5.3 Inferiority Complex  

The findings showed that most of female teachers suffered from inferiority complex. 

That means they did not believe on themselves that they can be a school heads and 

perform leadership task as men do. This again was actually associated with cultural 

traditions and attitudes which created fear among women to stand in front of others 

and say something. Society norms by that time did not allow girls or women to talk 

in front of men and elders. Therefore, since leadership is about controlling 

subordinates regardless their sex or ages, traditional values had negative impact on 

women‟s confidence. One of the respondents had this to say; 

“…I was very shocked when I received the appointment letter of 

being a head of school. I never thought before if one day I will be a 

school head and by that time I was a very young woman to hold that 

big post. I faced difficulties for the first time to stand in front of my 

staff members. I did not know how my subordinates looked at me, but 

after a period I understand that I am capable to handle my 

responsibilities.…” (Interview with school head held on July, 2015) 

This shows that the head of school did not even plan to take leadership positions but 

came to hold that post accidentally. Therefore it was not easy for the new school 

head to stand in front of assembly and address but after a certain period of time all 

things became normal.  

Some of respondents had this to say; 

“…female teachers fear for the responsibilities of being school heads; 

they think that they can‟t do that task. For the first time of being the 

heads of school they were not so sure if what they were doing right 

but as time went on they were gaining confidence and run the 

institution as men…” (Stakeholders views held on July, 2015) 

The views of stakeholders showed that female teachers were lacking of confidence if 

one day they will be the headmistresses and perform those activities of school heads; 

this was due to the gender stereotype which existed within the society. There for 

those female teachers who succeeded to be school heads for the first they lack 
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confidence and they were not sure if they were right or for whether those decisions 

they made were right or wrong. Hence they realized that they can perform those 

office duties as time went on with confidence which was gained through experience.  

The finding was similar to Mollel and Tshabangu (2014) that female leaders lacked 

confidence and focus as well as they fear of failure and tended to avoid criticism and 

lacks of competitiveness. Also Sam et al (2013) made that head of schools believe 

that female teacher lack of confidence in educational leadership and most of the 

heads male and female believed that a woman was not expected to hold leadership 

position. Moreover Netshitangani and Msila (2014) who found that women were 

socialized into their gender roles and that women were not as good as men.  

4.5.4 Lack of Role Model and Mentor 

The findings showed that most of secondary schools were dominated by male heads 

of schools. Female role models are important but are rare in secondary schools. Role 

models and mentors would direct and guide female teachers and children towards 

acquiring leadership positions in rural community schools. They could help teachers 

to develop confidence and self-esteem and aspire to become senior leaders 

(Mbepera, 2015). Role Congruity theory predicts women will be less likely than men 

to emerge as leaders because often expectations for the leadership roles are 

incongruent with stereotypes regarding females (Ritter & Yoder, 2004). One of the 

respondents had this to say; 

“…as you can see the numbers of male teachers are more than the 

number of female teachers, it is difficult to have the same ratio of 

role models as for male teachers in a district…” (Interview with 

head of school on July, 2015) 

It shows that female teachers are facing shortage of role model in their working 

place due to the facts that number of male teachers is higher than female teachers in 
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most of schools. Therefore it was difficult to be inspired. The availability of more 

headmistresses within the district will inspire female teachers to be heads of schools.  

The findings obtained in this study are similar to studies by Wangui (2012, 

Sperandio and Kagoda, 2010), Commonwealth (2013) and Mbepera (2015) that 

women role models were not enough and were needed as an exhibit of successful 

and effective female leadership.  

4.5.5 Gender Stereotype  

Most of respondents agreed that gender stereotype was an obstacle to the women 

holding leadership position. Gender stereotype constitutes strong status beliefs that 

the value of men in terms of leadership competences was more than that of women. 

Liberal feminist theory explains that female teachers are underrepresented in 

leadership posts because of biological differences being used to discriminate against 

women in different opportunities, regardless of their abilities (Mbepera, 2015). 

Moreover in role congruity theory, it is more difficult for women to attain leadership 

roles and to be successful in those roles because male images define the roles for 

many people. They contend that the stereotypes that people hold of men and women 

lead to prejudicial judgments of women in leadership roles (Eagly &Karau, 2002). 

Despite the facts the proportion of female occupying leadership positions has 

increased but good leaders are still perceived to be predominantly masculine. One of 

respondent stated that; 

“…leadership is seen as a masculine task. This is due to traditional 

beliefs that all difficult tasks were performed by men like hunting and 

solving family problems. Hence female are underrepresented in 

leadership post but the truth is that; leadership is like driving a car 

which means all people can drive it by following the instruction of 

instructor regardless their sex…” (Interview with headmistress held 

on July, 2015) 
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What the respondent was saying shows that female teachers were underrepresented 

in the leadership position due to gender stereotype which considered leadership was 

a masculine job. But female teachers can be school heads because leadership is like 

to driving car which anyone can do. This means that if female teachers given the 

opportunity like male teachers both of them will be good leaders provided because 

they have the right qualifications.  

The finding corresponds with Mutunga (2015) that discouragement from spouses 

takes the lead followed by the beliefs that leadership was masculine and the least 

was discouragement from colleagues. As a result few women were found to be 

actively involved in management of secondary schools in Migwani Sub County. 

4.6 Gender Based Challenges  

Table 4.4 shows the response of the respondents about gender based challenges 

female school heads face in the management of secondary schools in Tanzania. Data 

were collected through interview or questionnaire were analyzed and developed into 

sub themes which are discussed below.  

4.6.1 Lack of Acceptance and Supports from their Subordinates  

The findings revealed that most of the respondents agreed that female school heads 

faced difficulties in gaining acceptance and support from the staff members due to 

gender related reasons. The study observed that, due to negative stereotypical 

characteristics, members of the school community reject female leaders. Therefore, 

women have the challenge of fighting for acceptance by society by working harder 

to perform better in their leadership. One of the respondents had this to say; 

“…it was very difficult for the first time to be accepted and 

receiving support from my subordinates. Some of the subordinates 
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wanted to test me by not doing his tasks and sometimes I was 

challenged on some matters raised in staff but as much time goes 

on they realized that women can perform the same tasks as men in 

leadership…” (Interview with head of school on July, 2015) 

What the head of school was saying shows that for the new school heads especially 

female school heads, it is difficult to be accepted and gain support from the staff‟s 

members. This also implies that teachers did not experience if the headmistress can 

perform the school task like headmasters. They used different intrigues like rejecting 

to do the tasks which were given for the aim of testing the head of school and come 

up with answers if they can or not. Finally they realized that a leader is a leader 

regardless their sex.  

Also another respondent added that;  

“…when I arrived here as a headmistress, one of male teachers did 

not want to be under a female school head. He came to me and 

said that „sorry madam I will not be under a woman, so I leave this 

place and find another place where I will be comfortable, 

Goodbye‟. That teacher left a place because of me…” (Interview 

with school head on July, 2015) 

It shows that some male teachers do not like and are not ready to be under female 

school leadership due to the negative perception toward females. Some male 

teachers take hard decision to leave school and find the school which is under 

headmasters. Here it needs more sensitization about gender equality and gender 

balance within an organization for the aim of removing negative attitude toward 

women. 

The findings concurred with Mensah et al (2015) that female school heads face 

difficulties in dealing with subordinates. Similarly Nzeli (2013) reported that some 

male teachers did not like the way female school heads managed the schools.  
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4.6.2 Balancing Multiple Task  

The findings revealed that most of school heads faced by challenges as they 

struggling to balance office, family and social roles. It is difficult for them to those 

tasks due to that, Female school heads monitored their families by communicating 

daily either by phone or by visiting home on issues to do with family health, the 

budget and children‟s discipline and the same time  school heads needed to perform 

office tasks . This because they their husbands as less responsible for family issues 

and so they needed to monitor their children. One female head commented: 

„… Balancing a multiple task is a challenging issue for school heads 

either married or unmarried, and the same time being a member of 

society or mother. This cause some female school heads not to attend 

society activities like ceremonies, funerals and even church prayers. 

So it is not good image to be out of those social activities and 

normally member of society complain when somebody not attend….‟ 

(Interview with school heads on July, 2015)  

 

What the respondent was saying shows that, being a school heads sometime it can 

lead them to be far from the society by not attending and participating on social 

activities such as mot participating on ceremonies like kitchen parts, weddings and 

even prayers. All those making them to be dilemma either participate or not.   

The findings corresponds with Mbepera (2015) that female heads of schools reported 

working long hours and said they did not even have time for holidays, leisure or 

relaxation. Therefore, all female heads of schools reported facing the challenge of 

balancing the multiple roles of family, office and social responsibilities. These 

responsibilities were reported to discourage other women from working as heads to 

avoid the challenge of combining home and official responsibilities. 
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4.7 Perception of Stakeholders about Women Holding Leadership Position in 

Secondary Schools 

People had different perceptions concerning women and leadership positions. In this 

study stakeholders were secondary teachers who were selected by using simple 

random sampling, heads of schools and DSEO were purposively selected. Other 

studies advice that gender implies women‟s relationship with men, therefore males 

should also are included in feminist research. Maynard (1994) argues that there is a 

need to include males in feminist research in any investigation into understanding 

how women‟s experiences are structured by the males‟ world, even though the 

interview is made from the female perspective. In this study included both male and 

female teachers to understand the factors influencing women access to secondary 

school leadership positions in Tanzania. Responses of respondents were analyzed 

and developed into sub themes as follows; 

4.7.1 Administrative Competences  

The findings revealed that male school heads were better than female school heads 

in leadership position. In any leadership position any person can be competent or 

otherwise it depends on person themselves. All school heads used school heads 

guide book to lead the subordinates but the subordinates had negative perceptions 

toward female school heads. Role congruity theory portends that the incongruity 

between women and leadership roles leads to the perception of women as less 

capable than men as potential leaders, and to their being evaluated less favorably 

than men (Eagly & Karau, 2002). One of respondent stated that; 

“…subordinates have a negative perception towards female school 

heads that we are weak in administration compared with male school 

heads. The truth is that both female and male school heads we lead 

the schools by following the rules, regulation and principle of 
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work…there is no guide book for female school heads and for the 

male school heads…” (Interview with head of school on July, 2015) 

This shows that most of subordinate had a negative perception towards female 

school heads due to the biological difference and traditional beliefs which 

considered them as a weak person in the society and cannot perform well the task to 

the post of headmistresses. But the headmistress believes that no one is better than 

others because all school heads are using the same guiding book and follow the 

rules, regulation and principles of leader.  

This finding was contrary to the finding by Barmao (2013) that respondents about 

51.25% supported the statement on very small extent that male head teachers were 

better than female head teachers in administration. But the finding concurs with 

explanation by Panigrahi (2013) that majority of teachers and school leaders agreed 

that men were better than women leaders.  Similarly to Mbepera (2015) that 

community perceived women as weak and lacking in both leadership and problem-

solving skills. They described female heads of schools as low risk takers, 

4.7.2 Priority for Family Responsibilities  

Most respondents based said that women had a lot of things to do with family and 

work. Balancing home responsibilities and job responsibilities was difficult for them. 

The home duties were associated with women whereas men are the heads of the 

family. Such home duties involved caring of husbands, childbirth, breast feeding and 

teaching children to be a good member of society. Some of the respondents had this 

to say; 

“…it is difficulties for balancing family responsibilities and job for 

them especially when they became pregnant. That condition can drive 

them to do bad decision due to their situations. This can bring also 

less attendance for them and leadership position needs the school 



75 

 

heads to be in schools at least daily to observe their subordinates…” 

(Open ended question with stakeholders on July, 2015) 

What the stakeholders were saying shows that female school heads were capable on 

their post but they faced on family responsibilities whereby some of the family 

duties cannot be done by men like childbirth. Leadership needs good condition; 

when female school head becomes pregnant that situation can lead them to provide 

decisions which sometime it had a negative impact within an institution. Also the 

attendance of female heads of schools was less. Due to that condition when they are 

out of school sometimes it is difficult to provide service to the customers.  

The finding corresponds with Barmao (2013), Paragrahi (2013), Mensah et al 

(2014), Le (2011) and Wangui (2012). In the study done by Wangui (2012) those 

women they reduce their work hours at work when they have children. They take 

several for breast-feeding of their children and taking care of the family.  

4.7.3 Male Preference 

The findings revealed that male teachers were preferred to hold leadership position 

than female teachers. Due to that throughout the history man have been more likely 

to serve as combatants in wars and other intergroup conflict than females. The 

thought that males are the solvers of the problem within the society were shifted to 

leadership that men had a chance to do great things in leadership positions. Liberal 

feminist theory adds that women are underrepresented in leadership because of 

biased promotion committees dominated by men with better paid positions and some 

interview questions are based on personal issues in order to disqualify females 

(Mbepera, 2015). Liberal feminist theory encourages promotion to leadership 

positions based on the ability to lead, interpersonal skills in the school community, 
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collaboration and the ability to give directions and guidelines, rather than on 

biological difference and favoritism. Some of the respondents had this to say; 

“…the system of education in our country favors males in leadership 

position than females. This is because most of subordinates dislike 

being under women due to traditional beliefs. However nowadays the 

traditional belief is approaching to end due to the large campaign 

which promotes women to hold leadership position through mass 

media like radio and television…” (Open ended questionnaire with 

stakeholders on July, 2015) 

What the stakeholders were saying shows that it is very to difficulties for women to 

be the heads of schools because the system of education favors men rather than 

women. This was due to the traditional beliefs whereby some areas in our country 

considered women as servants of men and had no say before men. However 

globalization has changed some norms and there is a campaign for promoting gender 

equally in leadership positions in the country. So the ideas of male preference 

dominance are approaching to an end.  

Also another respondent added that;  

“…there is few female school heads and those are found in town or in 

a good location but male school heads are many and most are found 

in interior. Men can live and work at any place even though how 

difficult environment it is but women they can‟t...” (Interview with 

stakeholders on July, 2015) 

The perception of the stakeholders shows that women were underrepresented in 

secondary school leadership positions due to male preference that male were free to 

do their work at any place regardless the geographical location. However female 

teachers were not willing to work in the challenging place especially the areas which 

found in interior. It shows that to some extent the system tries to balance the ratio of 

heads of school but the problem is geographical distribution.  
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4.8 Chapter Summary  

This chapter has discussed the data provided by the respondents in relation to the 

theories and literature, especially those reviewed in Chapter Two. The main research 

questions explored nature and types of obstacles hindering female to hold leadership 

positions in Tanzania secondary schools. It was found that those obstacles were; 

cultural barriers, family responsibility, inferiority complex, lack of role model and 

gender stereotype. Gender based challenges faced female school heads i9n 

management were; lack of acceptance and support from subordinates, lack of family 

support and cultural and social issues.  The perception of stakeholders about women 

hold leadership positions in secondary school were; administrative competence, 

family responsibilities, male preference and lack of confidence.  
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CHAPTER FIVE 

SUMMARY, CONCLUSION AND RECOMMENDATIONS 

5.0 Introduction  

The purpose of this study was to examine the factors influencing women access to 

secondary school leadership positions in Tanzania using Karatu District as a case 

study.  The study explored the nature and types of obstacles preventing female 

teachers from holding leadership position in secondary schools in Tanzania; the 

gender based challenges faced by female school heads in the management of 

secondary schools in Tanzania and analyzed the perceptions of stakeholders about 

women holding leadership positions in secondary schools in Tanzania. This chapter 

presents a summary of the main findings of the study, giving conclusions and 

recommendations for possible action and suggestions for further research.  

5.1 Summary of the Study 

The problem of gender in leadership position especially in secondary schools has 

been examined at various levels by researchers. Most of leadership studies show 

that, female leaders are underrepresented in the leadership position of different 

working organizations all over the world, although there is a considerable increase of 

female workforce in the labor market. To improve and maintain gender balance of 

leadership position in secondary schools many countries undertook different 

educational measures. In most countries male persons are more likely to be leaders 

in education. The presence of women in leadership positions at secondary school 

level provides girls a beginning to consider career choices with women as role 

models. Regardless of the vast contribution that the females make for development, 

they couldn„t share the leadership position as males. Previously women were 
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socialized for domestic life like family responsibilities while male were prepared to 

be leaders. Tanzania is among the countries with underrepresentation of women in 

secondary school leadership positions. Therefore, this study sought to investigate the 

factors influencing women access to secondary school leadership position in 

Tanzania. In order to meet this purpose, the following basic questions were designed 

to guide the study. 

iv) What is the nature and types of obstacles hindering female teachers to 

hold leadership positions in Tanzania secondary schools? 

v) What gender based challenges do female school heads face in the 

management of secondary schools in Tanzania? 

vi) What are the perceptions of stakeholders about women holding 

leadership positions in secondary schools in Tanzania? 

To answer those questions a descriptive survey design was used in the study. The 

study targeted 1 District Secondary Education Officer (DSEO), 6 headmistresses of 

government secondary schools and 43 secondary school teachers where females 

were 23 and males were 20 in Karatu District within Arusha region in Tanzania. The 

study employed purposive sampling design and simple random sampling design in 

selecting the respondents. The study used questionnaires, documentary review and 

interview as data collection instruments. The data collected were analyzed by using 

the quantitative and qualitative methods. Quantitative data were analyzed by using 

frequency and percentages while data gathered through open ended questionnaire 

and semi-structured interview were analyzed qualitatively using narrations to 

support the result obtained from quantitative analysis. From the research questions 

the study came up with the following major findings.  
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5.1.1 Obstacles Hindering Female Access to Leadership Positions 

The study found that women were underrepresented in secondary school leadership 

positions in Tanzania. The findings revealed that inferiority complex as a leading 

obstacles where 48.8% respondents strongly agreeing. This implies that women did 

not believe on themselves that they can be school heads and perform leadership task 

as men do. This is actually associated with traditional norms and values regarding 

gender roles. Moreover, the study revealed that division of labor in the family was a 

significant obstacle to female teachers attaining leadership position. It was very 

difficult for female teachers to balance their school tasks with family activities. Most 

of family responsibilities at home were done by women. The findings showed that 

females were not prepared to take up leadership positions from family level to the 

national level. Responses from teachers, school heads and DSEO indicated that, 

previous traditional beliefs considered man as a head of family and woman as a 

servant to her husband. Boys and girls were treated differently and all family 

activities were based on gender and sex. Traditional beliefs and practices have 

significant effects on leadership today. The findings showed that most of secondary 

schools were dominated by male heads of schools. Therefore it is very difficult for 

female teachers to attain the post of school heads due to the entrenched stereotypes. 

Female role models are important because they inspire people to have higher 

expectations.  

5.1.2 Gender Based Challenges in Managing Secondary Schools  

The findings relating to the challenges facing female school heads are observed to 

originate from society and the organization. The challenges observed were that 

female leaders faced difficulties in gaining acceptance and support from the staff 
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members due to gender related reasons. Some teachers did not like to be under 

women so they used different intrigues like rejecting to do the tasks which were 

given for the aim of testing the head of school and come up with answers if they can 

or not. Moreover it has been observed that senior female leaders face the challenge 

of balancing multiple tasks, in their family there are a lot of task to be done such as 

taking care of children and the same time they need to perform the office task. So it 

is difficulties for balancing multiple roles in family and school. Additionally it has 

been observed that cultural and social issue challenging female school heads in 

management of schools where the social see them as weak person compared to men. 

This sometimes discourages the school heads to perform their task.  

5.1.3 Perception of Stakeholders about Women Holding Leadership Position in 

Secondary Schools 

In relation to perceptions, the findings show that, because of culture, members of the 

school community perceived female leaders as less able to lead due to gender 

stereotypes. In addition, women were perceived to have higher priority for family 

responsibilities than school tasks. Moreover women were perceived tom have lack of 

confidence even thought they hold leadership positions. Additionally women were 

perceived to be underrepresented due to favoritism and corruption during the 

selection of school heads. However, the female heads perceived themselves 

positively that both males and females are capable to hold leadership positions 

because all of them they used the same school heads guide book.  

5.2 Conclusion  

Based on the findings of the study the following conclusions were made;  
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Women generally are underrepresented in secondary school leadership positions in 

Tanzania. Despite the facts that number of female teachers are increasing in 

secondary schools but only few of them succeeded to become school heads. In this 

context woman rights were discussed in case of getting education and pave the way 

for women to hold leadership position as men. This is implemented by both 

government and Non Governmental Organizations in collaborations with Ministry of 

Community Development Women‟s Affair and Children in Tanzania Mainland and 

Ministry of State, Women‟s and Children Affairs in Zanzibar. But women still face 

obstacles in family, society and organization level.  

The nature and types of all obstacles preventing women to access secondary school 

leadership positions should be addressed by the national government through the 

ministry of education to ensure women are sharing the same fruit in the leadership 

positions. The findings of the study have shown that among the factors influencing 

women access to secondary school leadership position ware, cultural barriers family 

responsibilities, inferiority complex, lack of role model and gender stereotype. 

Hence those who succeeded to get the chance of being school heads are faced with a 

lot of challenges including; lack of family support, lack of acceptance and supports 

from subordinates as well as cultural and social issues. Therefore perceptions of 

stakeholders agreed that women lack opportunities to lead schools, confidence and 

women were underrepresented due male preference and family responsibilities. The 

implication of not addressing this problem is that women will still be 

underrepresented in the secondary school leadership positions. Generally, gender 

equality in leadership positions should be the collective responsibility of all 

educators and other stakeholders.  
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5.3 Implications of the Findings of Study 

The findings of the current study have significant implications for raising public 

awareness and contributing to the general body of knowledge about the factors 

influencing women access to secondary school leadership positions and possibly 

most importantly for sensitizing educators and policy makers to help control and 

effectively address the problem facing female teachers in secondary schools in 

Tanzania.   There is a need to develop a policy which emphasizes female teachers 

with qualifications, who are willing and capable of being leaders, are promoted to 

leadership positions to achieve gender equality in secondary schools. 

 

5.4 Recommendations 

The study makes practical action and further study as presented in the next section.  

5.4.1 Recommendations Emerging from Study  

Adhering to the findings and conclusion of this study the following 

recommendations are made: 

 Ministry of education and vocational training should introduce application 

system for being a school heads rather than appointed system. Therefore both 

male and female teachers should apply for school heads post. Because the 

appointment criteria and procedures in Tanzania, it is possible the favoritism 

and corruption can occur due to the nature of the recruitment and 

appointment process followed.  

 Women should learn to motivate others; especially women in the leadership 

position should encourage others through different forums to ensure other 
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ladies identify and know that women can hold any leadership positions 

anywhere anytime either in the education system or in other public domains. 

 Socializing agents including the government and the church should work 

together and ensure that members of the society are enlightened and 

encouraged to discard traditional beliefs that women are inferior to men and 

that domestic work and taking care of children are women roles.  

5.4.2 Recommendations for Further Study  

The limited literature on the topic of female primary school head teachers calls for 

more research on the topic. Some of the areas that were left uncovered by this study 

which would benefit from further research are 

 Government role on promoting female teachers in secondary school 

leadership positions  

 Female teacher‟s perceptions of school leadership positions. 

 The lived experiences of female heads in community secondary schools in 

Tanzania  

 Similar study could be done using a larger sample in wider area than this.  
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APPENDICES 

Appendix 1: Interview Guide for District Secondary Education Officer (DSEO) 

and Headmistress 

Dear Participant, 

The ultimate purpose of this study is to examine the factors influencing women 

access to secondary school leadership positions in Karatu District. I am studying 

Master of Education at the University of Dodoma, Tanzania, and this research is part 

of the degree and I hope that you will be willing to help me. The information 

collected through this interview will be used purely for academic purpose. Your 

response will be kept confidential and you are kindly requested to give your 

response carefully.. 

1. Name of district……………………… Ward…………………………. 

2. How long have you worked here? 

3. Does it bother you if there are more headmasters than headmistresses? Why? 

4. How many female and male head of schools do you have in your district? 

5. In your opinion, are headmasters and headmistresses performing the same 

task effectively? Why? 

6. Please comment on readiness of female teachers to take up leadership 

position at school level 

7. In your opinion, what are the obstacles preventing female teachers to hold 

leadership positions in school level? 

8. What common challenges do you think prevent female head teachers from 

performing their management roles effectively? 

9. Suggest some ways in which female leaders can be empowered to handle the 

challenges they face in the management of secondary schools? 

10. What should be done in order to have equal proportion between male and 

female teachers in school leadership positions?  
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Appendix 2: Interview Guide for Teachers 

Dear Participant, 

The ultimate purpose of this study is to examine the factors influencing women 

access to secondary school leadership positions in Karatu District. I am studying 

Master of Education at the University of Dodoma, Tanzania, and this research is part 

of the degree and I hope that you will be willing to help me. The information 

collected through this interview will be used purely for academic purpose. Your 

response will be kept confidential and you are kindly requested to give your 

response carefully. 

Please, read the instruction and each item in the questionnaire carefully before you 

give your response. If you want to change any of your response, please make sure 

that you have cancelled the undesired ones 

N.B Do not indicate your name or school not put any form of identity 

Thank You Very much for your patience and dedication to respond to the entire 

question 

PART A: Background information for participants 

Please, put a tick (√) in your choice among the following alternatives with respect to 

background information on the space provided in the box for each item below. 

1. Sex: Male (   ) Female (   ) 

2. Age: 20-25 (   )  26-30 (   ) 31-35 (   ) 36-40 (   ) 41-45 (   ) Above (   ) 

3. Marital status: Married (   )   Single (   ) 

4. Academic qualifications 

Certificate (   ) Diploma (   ) Degree (   ) Masters (   ) Others (   ) 

5. Working experience 

2-4 (   ) 5-7 (   ) 8-10 (   ) 11-13 (   ) Above (   ) 
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PART B: Please, put a tick (√) in your choice among the following alternatives with 

respect to the nature and types of obstacles hindering female teachers to hold 

leadership positions in secondary schools. 

NO  ITEMS Strong 

disagree 

Disagree  Undecided Agree Strong 

agree 

1 Females are not 

prepared to take 

leadership position 

from family level to 

national level 

     

2 Family responsibility is 

a significant obstacle to 

women attaining 

leadership position 

     

3 Gender stereotype is 

one of the causes of 

underrepresentation 

among female teachers 

in leadership position 

     

5 Most women do want 

to be school head but 

they face with 

inferiority complex 

     

6 Role models in 

leadership are few for 

women 

     

 

PART C: Please, put a tick (√) in your choice among the following alternatives with 

respect to the gender based challenges do female school heads face in the 

management of secondary schools. 
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NO ITEMS Strong 

disagree 

Disagree Undecided Agree Strong 

agree 

1 Female teachers get 

difficulties in balancing 

multiple task 

     

2 Lack of family support      

3 Female school heads 

face difficulties in 

gaining acceptance and 

support from their 

subordinates 

     

 

PART D: Please, put a tick (√) in your choice among the following alternatives with 

respect to the perceptions of stakeholders about women holding leadership positions 

in secondary schools. 

NO ITEMS Strong 

disagree 

Disagree Undecided Agree Strong 

agree 

1 Male school heads are 

better than female school 

heads 

     

2 Family responsibilities 

prevents female teachers 

to perform leadership tasks 

in schools 

     

3 Women are still unable to 

access top leadership 

positions in school due to 

male preference at the top 

positions 

     

5 Women usually have low 

esteem to be school heads 
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PART E: In reflection of the previous parts, write your own opinion or suggestion on 

the following open ended questions 

1. What other types of obstacles hinder female teachers to hold leadership 

positions in Karatu secondary schools?  

i) …………………………………………………………………………

…………………………………………………………………………

……………………………………… 

ii) …………………………………………………………………………

…………………………………………………………………………

…………………………………………………………………………

……………………………………… 

2. Which other gender based challenges do female school heads face in the 

management of secondary schools in Karatu? 

i) …………………………………………………………………………

…………………………………………………………………………

…………………………………….. 

ii) …………………………………………………………………………

…………………………………………………………………………

………………………............................................................................

............................................................ 

3. What is your own view about women holding leadership positions in 

secondary schools in 

Karatu?………………………………………………………………………

…………………………………………………………………………………

………………………………………………………………………………… 
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Appendix 3: Documentary Guide 

DSEO and Headmistress 

Documents 1 2 

1. Teachers Information   

2. Document showing number of male and female teachers   

3.  Report of gender based challenges facing female teachers   
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Appendix 4: Permit letter from the University of Dodoma 
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Appendix 5: Permit letter from District Executive Director (DED) 

 
 


