
FACTORS INFLUENCING WOMEN ACCESS TO LEADERSHIP 

POSITIONS IN KISARAWE DISTRICT SECONDARY SCHOOLS. 

 

  

 

 

 

 

 

 

By 

Saumu Salum Salum 

 

 

 

 

 

 

 

 

 

A Dissertation Submitted in Partial Fulfillment of the Requirements for the 

Degree of Master of Leadership and Management (MLM) of  

Mzumbe University 

 

December, 2020 



i 

 

CERTIFICATION 
 

We, the undersigned, certify that we have read and hereby recommend acceptance by 

Mzumbe University, a dissertation entitled Factors Influencing Women Access to 

Leadership Positions in Kisarawe District Secondary Schools in Tanzania in 

partial fulfillment of the requirements for award of degree of Master of Leadership 

and Management of Mzumbe University. 

 

_______________ 

Major Supervisor 

 

 

________________ 

Internal Examiner 

 

 

 

________________ 

External Examiner 

 

 

 

 

 

Accepted for the Board of MUDCC 

 

 

 

 

________________________________________________ 

PRINCIPAL, DAR ES SALAAM CAMPUS COLLEGE 



ii 

 

DECLARATION 

AND 

COPYRIGHT 
 

 

I, Saumu Salum Salum, declare that this thesis is my own original work and that it 

has not been presented and will not be presented to any other university for a similar 

or any other degree award. 

 

 

Signature:…………………………………..     

 

 

 

 

Date:………………………………………… 

 

 

 

 

 

 

©2020 

This dissertation is copyright material protected under the Berne Convention, the 

Copyright Act 1999 and other international and national enacted, in that behalf, on 

intellectual property. It may not be reproduced by any means in full or in part, except 

for short extracts in fair dealings, for research or private study, critical scholarly 

review or discourse with an acknowledgement, without the written permission of 

Mzumbe University, on behalf of the author.  

 



iii 

 

ACKNOWLEDGEMENT 
 

 

For God’s grace I have managed to do this work, so I would like to thanks him for 

enabling me to reach this far. It is not for my own power. I would like to extend my 

gratitude to Dr. Venance Shillingi for his good supervision, guidance and technical 

support. He was critical, supportive and patient in different discussions concerning 

the work without hesitating to provide me with creative comments for the betterment 

of this work. May Almighty God bless you and your family abundantly. I appreciate 

the great support from head of five schools in Kisarawe district. Heartfelt thanks to 

Dr Jamal Adam for material support. 

 

I would like to thank my husband Mr Iddy Mbogo for great financial and wellbeing 

support. Special thanks to my parents for their prayers and my children for their 

tolerance during my studies. Lastly, I thanks all who support me by one way or 

another.    

 



iv 

 

DEDICATION 
 

 

I dedicate this work to my children Zulfat I Mbogo, Jumanne I Mbogo, Salum I 

Mbogo, Suraiya I Mbogo and Zainab I Mbogo. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



v 

 

LIST OF ABREVIATIONS 
 

ADEM Agency for Development of Education Management 

BAED Bachelor of Arts with Education 

CEDAW Convention of the Elimination of All form of  

 Discrimination Against 

COVID19  Corona Virus Disease 2019 

CSCBF Civil Service Capacity Building Fund 

CWT              Chama cha Waalimu Tanzania 

DEO District Educational Officer 

ESDP Education Sectors Development Plans 

ETP Education and Training Policy 

FGDs              Focus Group Discussions 

HoDs Head of Departments 

ILO International Labour Organization 

MAED           Master of Arts in Education 

MDG Millennium Development Goals 

MoE Ministry of Education  

NCSL   National College for School Leadership 

NGOs  Non-Government Organizations 

NPAEA National Plan of Action on Education for All 

NPQH             National Professional Qualification for Headship 

SDGs Sustainable Development Goals 

TAWLA        Tanzania Women Lawyers Associations 

TFTW Training Fund for Tanzania Women 

UN United Nation  

UNESCO United Nations Educational, Scientific and Cultural  

 Organization 

URT United Republic of Tanzania 

WEOs Ward education officers 

WGDP Women and Gender Development Policy 

 Women 



vi 

 

ABSTRACT 

 

This study addressed factors influencing women access to leadership position in 

Kisarawe district secondary schools, Tanzania. Three objectives were covered in this 

study. Firstly, to what extent do legal and policy framework influence access of 

women to leadership positions. Secondly, to investigate whether working experience 

has influence on access to women in leadership positions and thirdly to determine the 

influence of stakeholders on access to leadership position. This study applied 

qualitative and quantitative approaches while procedures for data collection were 

purposive sampling and accidental sampling. Methods of data collection used are 

questionnaires, interview and focus group discussions. 75 respondents were involved 

from 5 secondary schools.  Descriptive statistics were used to analyse quantitative 

data. Findings of the study revealed that Legal and policy framework, working 

experiences and stakeholder’s efforts have influence on access of women to 

secondary schools’ leadership positions. The study concludes that poor 

implementation of policies, under qualifications of women to be appointed on 

leadership posts, few stakeholders who conduct leadership train for female teachers 

cause small number of women in leadership. The study recommends the following: 

effective implementation of policies, more chance to higher learning for female 

teachers, additional of gender topic in lower level curriculum and transparency on 

appointing school leaders. Other recommendations for local government, head of 

schools and stakeholders are; local government officials and other stakeholders 

should support the movement of encouraging women participation in secondary 

school leadership positions, head of schools should empower female teachers by 

increasing more chances of leadership positions in schools also by building 

conducive environment which influence female teachers to participate in leadership 

position, encouraging young girls to participate in leadership and  conduct gender 

awareness through effective programs, seminars and mass communication 
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CHAPTER ONE 

 

INTRODUCTION AND PROBLEM SETTING 

 

1.1 Introduction 

Chapter one consists of presents background of the study, statement of the problem, 

research objectives, research questions, limitation and delimitation of the study and 

organization of the report.  

 

1.2 Background to the Study 

Tanzania is among the countries, which experience low participation of women in 

different positions of leadership. Worldwide records show that only 24 percent of 

women involved in positions of leadership while the total of 34 percent embrace in 

labour force (Grant Thornton, 2013). International Labour Organization report 

(2015) report that; women are increasing in the positions of leadership but the 

number grow slowly compared to men. During the last decade ILO report several 

times about the women share on management jobs. In many countries the number 

increased, 77 percent or 88 percent of 104 countries the share of women improved.  

 

The percentage differ from one country to another in 23 countries the increase was 

reached up 7 percent though in other 23 countries women participation in leadership 

fell, in spite the number in work force increase and their participation in higher 

learning. In education arena underrepresentation of women in leadership position is 

the matter which has been discussed in different angles. Underrepresentation of 

women in education leadership is matter of discussion in Tanzania. The status of 

women in education leadership is almost low in all regions, according to the Agency 

for Development of Education Management (2013) report, the status of women in 

educational leadership based on the region are in Manyara region 12% women were 

in leadership while 88% were male. In Kagera region, 9.5% women were in 

leadership posts while 90.5% were underneath of men. In Singida region only 18.5% 

of women were in educational leadership while 81.5% remained under male.  
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In Morogoro region, 17.9% women were in educational leadership while 83.1% were 

the male head. In Arusha region, 18.3% were women in headship posts while males 

comprise 81.7%. Only in Dar es salaam region where the numbers of female leaders 

were not the same as the male. 

 

However, there are many policies made for the purpose of helping women to 

participate in leadership positions. United Nations Educational Scientific and 

Cultural Organization (2016) initiated women agenda on leadership have converted 

the attention of international programmes and conferences. In 2000 Millennium 

Development Goals (MDGs) adopted and then Sustainable Development Goals 

(SDGs) in 2015 have established up agendas to issue the key problems that concern 

the human being, including elimination of any kind of gender biases. The act in 

which UN believe would help to empower women on acquiring leadership positions. 

 

Moreover, the Tanzania Constitution enacted in 1977 and amendments that followed 

both stressed on improvement of  gender equality and the rights of women in the line 

of Convention of the Elimination of all forms of Discrimination Against Women 

(CEDAW)  also the Government recognize the importance of women in leadership 

and provide support for wider participation of women in the government decision 

making through formulation of Women and Gender Development Policy (WGDP) 

and reinforcement of the quota system for female representatives at the national 

parliament and local councils (URT,2016). Based on this background, this study 

focused on factors influencing women access to leadership positions in Kisarawe 

district secondary schools. 

 

1.3 Legal and policy framework in secondary school 

The Government of the Republic of Tanzania has set out vision, overarching policy 

and strategic objectives for education sectors in a series of five –years or ten-years 

Education Sector Development Plans (ESDP) since 1997. This latest ESDP covers 

the five years period from 2016-17 to 2020-21. One among the strategies is to 

improve recruitment processes to align with post and staff profiles, with an emphasis 



3 

 

on advancing gender equality and enhancing access of girls to female role models 

throughout the education system (URT,2018). Moreover, the Public Service 

Commission Act No.3 of 2014 and its amendments from Education and Training 

Policy of 1995, states clearly the role of workers based on their departments, their 

social welfares, appointments and recruitments of human resource and economic 

benefits of workers. On the side of education, particularly in primary and secondary 

schools in Tanzania, the Teachers Service Commission Act No.25 of 2015 was 

introduced.  

 

The purpose of the establishment of the Act was to check and balance the 

performance and responsibility of teachers both at primary and secondary schools. 

Based on the Act, one among the functions which the Commissioner responsible for 

education has to perform is to appoint, promote and discipline teachers, both at 

primary and secondary schools (Teacher Service Commission, 2015). On appointing 

head teachers, principals, inspectors, and other staff are normally selected among 

serving teachers and then attend six month course in management, administration 

and school inspection. The principal objectives set by education training policy state 

that all school leaders must receive leadership training before they take on the 

leadership role. Therefore, the policy is very clear on how person should be 

appointed for leadership positions in secondary schools (URT, 2010). 
 

 
 

 

1.3.1 Working experience in secondary schools 

Any school leader need to be well equipped with knowledge, skills and adequate 

experience in school leadership in order to support the efficiency to teachers so as to 

play an active role in enhancing teachers and school performance significantly  

(Nsubuga, 2008). According to URT, (2010) head teachers, principals, inspectors and 

other staff are normally selected among serving teachers who have enough 

experience on teaching and supervision and then attend a six-month course in 

management, administration and school inspection. 
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1.3.2 Stakeholders effort 

The government, in collaboration with development partners, has undertaken 

deliberate efforts, to empower women for leadership positions especially through the 

Training Fund for Tanzania Women (TFTW) and the Civil Service Capacity 

Building Fund (CSCBF). This has resulted in the increased number of women who 

can compete for managerial and decision making positions in the public, private, 

political and NGOs sectors. In addition, gender sensitization programmes for 

Parliamentarians, decision makers in the public service, NGOs and the private sector 

have led to the appointment of women to leadership positions even in areas that are 

traditionally not occupied by women. (URT 2005). Stakeholders play a vital role by 

raising awareness on leadership to many women who are ready to participate in 

leadership positions in different private and government sectors. 

 

1.3.3 Leadership Positions 

Leadership is very vital in guiding human action to conform to certain ideas and with 

proper leadership societies experience development in many spheres of life (Mberia, 

2016). Leadership requires a person who has ability to lead to go in front and be 

involved essentially in the course of attainment of the pre-determined goal(s). 

Leading is one of the important functions of management only next to planning and 

organizing it involves influencing, directing and motivating employees 

(Daft&Vershinina, 2010). This is to say that leadership position needs a person who 

is able to influence a group of people in order to reach organization objectives by 

considering equality for them. 

 

1.4 Statement of the problem 

The government of Tanzania recognizes that women are underrepresented in 

leadership position in many government and nongovernment organizations this is a 

major obstacle towards socio-economic and political development of its people. 

There are many women working in government and private sectors but the number is 

very low in leadership positions. (URT, 2005). Many studies have shown that women 

underrepresentation in leadership position is one of the fundamental causes of low 
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productivity, gender inequality in work place and poor implementation of gender 

policy. Now days, many women attaining higher education in different professional 

which give them qualifications of being appointed in leadership positions. (Kagoda 

and Sperandio, 2010) 

 

According to International Labor Organization (2019) report, women are still 

underrepresented at the top, a situation that has changed very little in the last 30 

years. Less than one third of managers are women, although they are likely to be 

better educated than men counterparts. In education and academic circles, the 

situation is the same especially when female seeks a place in higher institution. 

Literature on leadership in higher education generally reveals that women are poorly 

represented in upper levels of administration.  

 

Leadership in higher education is still a man’s world and universities are male 

dominated institutions (Gumbi, 2006). Customarily, men are overwhelming 

administration positions, interest of women stay to be low. Women were not 

anticipated to impact the decision-making forms from household level to the national 

level. Within the family demeanors, which consider men as heads of family units, 

these states of mind are inflexibly based on patriarchal structures, which restrain 

women voices from impacting allocation of residential assets.  

 

At the national level, the existing demeanors impact the decision and arrangement of 

women to tall profile positions and thus constrain women’s voices from affecting 

choice decision making and planning process. (URT, 2010). Due to that situation it is 

quite clear that secondary schools in Tanzania have few women as head of schools 

and other leadership positions. 

 

1.5 Objectives of the study 

i. The general objective of the study was to investigate factors influencing 

women access to leadership positions in Kisarawe district secondary schools 

in Tanzania.  
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Specifically, the study intended to achieve the following objectives: 

i. To what extent do legal and policy framework influence access of women to 

leadership positions in Kisarawe district secondary schools 

ii. To investigate whether working experience has influence on access of women 

to leadership positions in Kisarawe district secondary schools 

iii. To determine stakeholders’ efforts on influencing access of women to 

leadership positions in Kisarawe district secondary schools. 

 

1.6 Research questions 

This study was guided by the following research questions: 

i. Do legal and policy framework influence access of women in leadership 

position in Kisarawe district secondary schools? 

 

ii. To what extent does working experience influence access of women to 

leadership positions in Kisarawe district secondary schools? 

 

iii. What are stakeholders’ efforts in influencing access of women in leadership 

positions in Kisarawe district secondary 

 

1.7 Significance of the Study 

This study was providing empirical findings on factors influencing access of women 

to leadership positions in Kisarawe district secondary schools. Findings from this 

Study should be used by government and educational stakeholders on improving 

accessibility of women participation in leadership positions in secondary schools. 

Also this study will help Tanzania government to recognize challenges facing DEO’s 

on appointing women to leadership positions especially in remote areas which hence 

will be used on improving working conditions in remote areas. Furthermore, the 

study will provide the universal public information on the importance of empowering 

women to attaining leadership positions in education sectors especially secondary 

schools.  
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1.8 Limitation of the study 

The study set up to cover only five secondary schools in Kisarawe district, due to 

limited time and financial resources to cater for transport and other costs. Another 

limitation happened during data collection is that targeted sample size was not met 

because schools were closed due to eruption of COVID 19. Targeted sample was 86 

respondents, 5 head of schools,5 WEOs,1 DEO and 75 teachers. But only 75 

respondents were involved, 65 teachers,4 WEO,5 head of schools and 1 DEO. Many 

teachers stayed out of school premises. At the same time their mobile phones were 

not available. Due to that scenario the researcher opted for convenient means by 

giving teachers transport fare in order to come to their working place to fill in 

questionnaires. 

 

1.9 Delimitation of the Study 

Since a large number of public secondary schools are characterized by few women 

holding leadership positions, this study concentrated only on five secondary schools 

located in Kisarawe District. Also there are other reasons which can influence 

women access in secondary schools’ leadership positions in one way or another but 

this Study focuses only on legal and policy framework, working experience and 

stakeholders’ efforts to support the process. 

 

1.10 Organization of the Study 

This study has six chapters. Chapter one consists of introduction, background of the 

study, statement of the problem, explanation of research variables, objective of the 

study, research questions, significance of the study, limitation of the study, 

delimitation of the study and organization of the study. Literature reviews is covered 

on chapter two and consist of definitions of key terms, theoretical literature review, 

theoretical framework, conceptual framework, empirical review, research gap and 

summary. Chapter three consists of research design and approaches, research 

methodology, area of the study, target population, sample and sampling techniques, 

procedure for data collection, sample size, methods of data collection, and validity of 

instruments, data analysis plan and ethical consideration. Chapter four is about 
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research findings and presentation. Chapter five consists of discussion of findings 

and chapter six consists of summary, conclusion, recommendation and policy 

implications. 
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CHAPTER TWO 

 

LITERATURE REVIEW 

 

[ 

2.1 Introduction 

This chapter covers both theoretical and empirical literatures review. Several theories 

have been developed to explain participation of women in leadership positions and 

empirical review. 

 

2.2 Definition of concepts 

2.2 Leadership  

According to Babyegeya (2002) leadership is the method of affecting exercises of an 

organized bunch towards the objective setting and objective achievement. In 

addition, Northouse, (2010) characterize leadership as leader’s compelling behavior, 

conduct and strategy in impacting others and influencing others to attain person and 

organization’s objectives and goals. In common the two definitions point out two 

critical issues which are activity of affecting and gather of individuals, in this manner 

leadership allude to an activity of driving a bunch of individuals in an organization. 

 

2.2.2 Policy 

British Ecological Society (2017) defines the term policy as a law, regulation, 

procedure, administrative action, incentive, or voluntary practice of governments and 

other institutions. A ‘government policy’, therefore described as an objective or 

course of action planned by the Government on a particular subject. Basing on this 

definition, governments translate their political vision into programmes and actions 

to easily formulate education policy, health service policy, communication policy 

and so forth. Each department formulates its own policy in order to attain 

government objectives. 
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2.2.3 Stakeholders 

Stakeholders are individuals who have some kind of claim on the organization 

services (“claimant”) or individuals who have access to influence the workings in an 

organization in some way, i.e., “influencers” (Kaler, 2002). According to the 

definition, stakeholder is an individual who has interest in organization. 

 

2.3 Theoretical literature review 

2.3.1 Global perspectives in Secondary Schools Leadership 

The position of women in school leadership especially in secondary schools, 

continue to be irregular in many countries. In all European countries women account 

for large majority of teachers both primary and secondary schools. Further 

specifically the proportions for women at primary level vary between 65% in Greece 

and 98% in Slovenia when men comprise 5%, while at the secondary level the 

former vary between 52%in Linchtenstein and 86% in Latvia (European 

Commission, 2019).  

 

Although the procedure of appointing head teacher is very transparent in England for 

instance when the head of school announces to leave, the process begins the board of 

school prepares a report covering the need of school and write a declaration for the 

new head teacher position. After that they determine suitable candidates and make a 

pre-assessment in term of NPQH certificates, academic competence, essay on school 

administration and the situation in previous school. Seven to ten candidates are 

invited to the interview made by six members’ jury. When the assessment ends, the 

head teacher is appointed by informing local authority in writing. Elected head also 

gives the acceptance letter to the jury and head teacher begin orientation and 

encouragement. (Leslie, 2018).  
 

Furthermore, in Asian countries women are underrepresented in leadership position 

due to many factors. Even though Asian countries have completed huge economic 

steps in the past few decades, the role of women has not been given an attention.  

Gender gap and underutilization of women talent are deep-rooted and increased in 

Asian culture. (World Economic Forum’s, 2016), In Arab 75% of teachers are 
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women but the situation in leadership position is slightly different only 28% of 

elementary school principals are women and 14% of high school principals are 

women. (Arar, 2010). 

 

2.3.2 African perspectives in Secondary Schools Leadership 

UNESCO (2016) claims that, there are no formal difficulties stopping women from 

attaining high positions in education, its management is still dominated by men at all 

levels of influence. Southern and Eastern Africa Consortium for monitoring and 

Education Quality (2010) exposed that less than 15% of secondary schools in Kenya 

are managed by female heads. Kagoda and Sperandio (2010) report that in Uganda 

only 14% of secondary schools principals are women and no women are principals of 

boy school only, yet men are found in principal’s positions in girls’ only schools. On 

coping with the situation Ethiopia government approved the National Plan of Action 

on Education for All (NPAEA), which aims at achieving gender equality in 

education by 2015.  

 

The national goal of the strategy is to: improve females’ quality of material and 

spiritual life, as well as establishing the conditions necessary for women to enjoy 

their fundamental rights, and fully and equally involve in and benefit from all aspects 

of politics, economy, culture and social areas. (MoE, 2016) Those policies mean 

more chances for women to be appointed to the leadership positions. Many African 

countries applying different mechanism to make sure that the number of women 

increases in leadership positions specifically in education areas. 

 

Though many African countries initiated policies to favor women, yet there are some 

restrictions which hinder African women to participate in leadership positions 

including lack of confidence which causes women to fail to acquire leadership 

positions. Kagoda and Sperandio (2010) on women and teachers” aspiration to 

school leadership stated that inadequate confidence is the major problem which cause 

underrepresentation of women in leadership though majority of teachers are qualified 

to hold leadership positions. 
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2.3.3. Tanzania perspectives in Secondary Schools Leadership 

The government of Tanzania report low participation of women in education arena. 

According to ADEM (2013) report, the status of women in education leadership 

region wise is: in Manyara region 12% women were in leadership while 88% were 

male. In Kagera region,9.5% women were in headship posts while 90.5% was 

underneath of men. In Singida region only 18.5% women were in educational 

leadership while 81.5% remained under male. In Morogoro region 17.9% women 

were in educational leadership positions while 83.1% were male heads. In Arusha 

region 18.3% were women in headship posts while males comprised 81.7%. 

  

It is only in Dar es Salaam a region where number of female heads was not the same 

with males but it near to be the same male in headship posts were 51.3% while 

females 48.7%. Mbepera (2015) found that in Coastal area in Bagamoyo district and 

Pwani region there were 23 secondary school heads, 95.7% were female heads and 

only 4.3% were female. The above statistics show clearly the position of women in 

secondary schools’ leadership, although many efforts have been made by 

government in order to ensure equality in leadership positions the procedures and 

criteria of appointing head teachers is the same for both men and women. URT 

(2010) indicate that, the process of appointing head teachers involves identifying the 

candidates for recruitment and appointment by the Ward educational officers, submit 

those names to the district educational officer who checks and judges them and 

recommending them to the district executive director who eventually made an 

official appointment. The appointment should adhere on available policy and criteria.   

 

2.4 Women leadership 

In a recent civilized democratic society, women have equal access and participation 

in all kind of life including lodging of leadership positions. In school situation the 

principals are being required to lead successful schools for effective of staff and 

student outcome, which result in women leaders find themselves in leadership 

circumstances that require argentic behaviors to ensure school success (Miller,2017). 
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Feminist researchers illustrate the unique leadership traits for women in education 

leadership.  

 

These include women leadership style of being focused on relationship with others, 

maintaining teaching and learning as their focus and building community with staff 

(Gobaw, 2017).Given that responsibilities of school leaders include saving the 

intellectual and emotional investment of teachers, it makes sense that such qualities 

would be seen as beneficial because women principals are found to act in a more 

democratic and participative style, whereas male principals are more directive and 

autocratic (Grogan & Shakeshaft, 2011). 

 

Moreover, Hartsock (1990) emphasized the benefits of female leadership behaviors 

by demanding that women leaders prefer organic relationships to hierarchical 

structures. Such leadership styles have been described as more productive than the 

traditional masculine leadership behaviors. The outcome of feminist researches is 

important because they prove benefit of women’s leadership styles in field that 

before had only shown appreciation for masculine style Leslie (2018) stress that 

elimination of negative attitude for women’s leadership attributes began appealing 

that feminine ways of leading were not simply different from masculine ways but, in 

fact, they were better because it is democratic and participatory way of leadership. 

 

2.5 Theoretical Framework 

The efficiency of theory is to offer an explanation of problems, to describe and 

distinguish innovative features of a phenomenon and to provide evidence of the 

theories related with the specific study which intended to be done. Therefore, this 

Study was guided by two theories namely Person gender centered approaches and 

Behavioral theory of leadership. 

 

2.5.1 Behavioural theory of leadership 

Behavioral theory of leadership may be a leadership theory that reflects the apparent 

answers and action of leaders and followers in a given circumstance. Kurt Lewin and 

his group did study on leadership behaviour, their fundamental contention based on 
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the conviction that awesome leaders are made, and not born (Lewin et al, 1939). 

Individuals have opportunity of getting to be leaders through learning and watching. 

Leader behaviour isn't intrinsic but can be learned afterward. Northouse (2010). For 

behavioral scholar, a leader behavior is the most excellent indicator of his 

administration impacts and a result is the finest determinant of his or her 

administration success. Different designs of behaviour are watched and categorized 

as styles of leadership. (Goff, 2003). In this manner, behavioral theory of leadership 

classified as such since they center on consider of particular behaviour of leader. 

 

2.5.2 Person- or gender- cantered approaches 

The person or gender-centered point of view was to begin with advanced by Horner 

1972 in her study of the low accomplishment of females in organizations, and 

afterward by Hennig and Jardim (1977) in their book on effective females in 

administration. To begin with viewpoint, a person-centered approach, centers on the 

ways in which females vary from men and hypothesizes that the characteristics, 

demeanors, behavior, aptitudes and instruction of men put them at an advantage.  

 

Moreover, claims that females have certain abilities and capacities, but too a number 

of characteristics – for case, accommodation, fear of victory, unwillingness to require 

dangers and a disappointment to create official ability which is unacceptable for 

administration. Men, by differentiate, have appropriate qualities for administrative 

positions such as forcefulness, competitiveness, self-confidence and freedom. These 

abilities are accepted to decide diverse results for males and females in 

administrative positions. The fundamental preface of this approach is that ladies have 

obtained skills through socialization which clash administrative role required. 

 

Another perception is that females have been socialized to prioritize their families 

and individual lives instead of their careers, which is incommensurate with 

administrative part necessities. (Cansu, 2013) contend that the male standard gets to 

be the standard of how females are judged, hence not recognizing that females too 

have a place in organizations. Mansulity (or a lack of it) has therefore been 
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distinguished as the foremost inescapable component that has been a boundary in 

women’s progression in administration. 

 

Those two theories were employed in this study to clarify factors influencing women 

access in secondary schools’ leadership positions in Kisarawe district. In behavioural 

theory of leadership, the main argument is leaders are not born leaders are made by 

training and observing leadership skills. This is to say that leadership is not special to 

an individual; it can be a man or a woman. In Person- or gender- centered approaches 

the main argument based on leadership styles differ due to gender, men behavioral 

characterized by aggression, competitiveness, aggression, forcefulness and self-

confidence while women characterized by fear of success, unwilling to take risk and 

submissiveness. Also women prioritize on family chores rather than work. By 

considering those characteristics male has characteristics which needed most in 

leadership compared to female. That is why male are dominating leadership 

positions. 

  

2.6 Conceptual Framework 

A conceptual framework is a construction, which the researcher believes can best 

explain the natural progression of the phenomena to the study. The importance of the 

conceptual framework is to make it easier for the researcher to specify and define 

concepts within the problem of the study. (Camp, 2001). 
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Figure 2. 1: Conceptual framework diagram 
 

Independent Variables     Dependent Variable 

 

 

 

 

 

 

 

 

 

Source: Researcher’s Construct, 2020 

 

This conceptual framework is illustrating the factors that influencing women access 

to leadership positions. The independent variables are policy and regulations, 

working experience and stakeholders’ efforts. The dependent variable is women 

access to leadership positions i.e. headship, deputy head and heads department. The 

independent variables and dependent variable shown in the table 2.1 above indicate 

the relationship between variables.  

 

The assumptions of the relationship are, there are some legal requirements and clear 

policy which should be used to appoint secondary school teachers to the leadership 

position. When these requirements are met, women get an opportunity of being 

leaders in secondary school management teams. Moreover, working experience is 

another variable influencing women to the access of leadership positions. Teachers 

who are likely to be appointed are those who have experience on teaching and 

showing efficiency on supervision in their daily activities. However, the effort taken 

by different education stakeholders have an impact on access of women in leadership 

Legal and Policy 
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 Supervision time 

Stakeholders Efforts 

 Trade unions 

 School boards 

 

Women Access to Leadership 

positions 

 Head of school & 

Deputy head 
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positions. In here, actions are taken to raise awareness by giving women training on 

leadership, which help them to be confident to practice leadership position when 

appointed. 

 

2.7 Empirical Review 

Empirical studies show that under-representation of women in education leadership 

positions and other key decision-making stage in all segments is more clear than ever 

some time recently. Numerous researchers appear that the number of women leaders 

in schools administration is little compared to men. A study by Bandiho (2009) on 

Status of Educational Leadership and Female Support alarm on the status of women 

with the likely for instructive administration in secondary schools and colleges found 

that women are underrepresented in educational administration from the secondary to 

college level.  

 

Besides a study by Onyango et al (2011) on Factors Impacting Participation of 

Women in Secondary School educational management in Siaya Area Kenya 

uncovered that, the open essential and secondary schools administration, checking 

engagement of head teachers, appointee head teachers, senior teachers and heads of 

offices, appears a slant of common disparities in sex representation in favor of men 

following in apparent of sexual orientation gaps.  

 

The issue of women underrepresentation in education administration and 

management in numerous education organizations proceed to be a stamp in 

frameworks of education within the national level; there are numerous reasons which 

play portion on the issue. Perception is one of the challenges which resulted 

underrepresentation of women in leadership positions. Ndimbo (2018) in his study 

found that 56% of respondents perceived women head teachers positively and 44% 

perceived them negatively.  

 

Those who argued negatively mentioned that women lacked confidence, poor in 

solving problems, lack leadership skills, busy with family chores, and also culturally 

women were seen as weak creatures.  
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As it known that women have big family responsibilities, it brings perception that 

women lack the capability to deal with family and work. That is why some women 

are afraid to participate in leadership by fearing failure due to family responsibilities.  

Furthermore, there are specific criteria, which cause head teacher appointed. Ester 

(2017) found that there were no heads and deputy head who had served for 1-5 years 

69% of respondents had working experience of between 6-10 years, 46% had 

teaching experience over 15 years. That implies the important of working experience 

criteria on appointment of heads and deputy head of both primary and secondary 

schools. 

 

Ndimbo (2018) in his study add more criteria by finding that education level is 

among the criteria for appointment of head teachers 20 respondents 21.2% agree, 09 

respondents 19.2% revealed that serving at deputy level is another criteria for 

appointment of head teachers,13 respondent 14.9% stated that working experience of 

three years and above was  the criteria of appointment, 24 respondents 25.5% 

commented on hard working and commitment as a criteria for appointment, 05 

respondents 10.6% argued that competence was the criteria for appointment for head 

teachers and 04 respondents 08.6% argued that clean record was criteria for 

appointment of head teachers.  

 

Moreover, Kagoda and Sperando (2010) reported that, majority of female teachers 

who were examined were qualified to hold the school leadership positions but they 

were not appointed because of inadequate confidence. That is why training on 

leadership needed for women in order to build their capacity on leadership skills. By 

establishing different programs that are geared towards women’s unique need not 

only give women opportunities to broaden their professional exposure, but can also 

raise the profile of female teachers into school management. 

 

2.8 Research Gap 

Literature review indicates the trend of women participation in secondary schools 

leadership positions in different areas of Africa. Emphasis is shown on 

underrepresentation of women in leadership positions. Researchers’ like Onyango et 
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al (2011), Moorosi (2006) and Bandiho (2009) their studies based on factors 

affecting participation of women in secondary school leadership and 

underrepresentation of women in secondary school management.  

 

There are very few studies on factors influencing access of women in secondary 

school leadership position especially in Tanzania. David Kinoti  M’arimi from 

Kenya conducted his research on the factors influencing women in secondary school 

management 2013 in Lower Yatta District. Therefore, there is a wide gap on studies 

about factors influencing women access on secondary school leadership positions 

and this study intends to fill this gap by assessing the other side of coin by looking 

factors influencing women access to secondary schools’ leadership position in 

Kisarawe District Secondary Schools. 

 

2.9 Summary 

Chapter two discussed literatures related to the study by explaining women status in 

secondary school leadership positions, two theories elaborated Behavioral theory of 

leadership and Person- or gender- cantered approaches also the conceptual 

framework illustrate independent variables which are legal and policy, experience 

and stakeholders’ efforts and dependent variable is leadership position 
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CHAPTER THREE 

 

RESEARCH METHODOLOGY 

 

3.1 Introduction 

This chapter depicts how this study was carried out. It incorporates the strategies and 

procedures which were utilized in data collection, portrayal of the area of study, the 

research plan, target population, sample and sample size, sampling procedures and 

data collection procedures. 

 

3.2 Research design and Approaches. 

Research design is the plan of conditions for collection and analysis of information in 

a way that points to combine pertinence to the research design reason with economy 

in strategy. In reality, the research design plan is the conceptual structure inside 

which inquire about is conducted; it constitutes the blue print for collection, 

estimation and examination of information (Kothari, 2012). The design plan helps to 

strengthen the validity of the study and ensures the linkage between the collected 

data and research problem being studied (Yin, 2011). Descriptive research can have 

either an applied or basic research goal as it can utilize both quantitative and 

qualitative approaches (Fouche’and Von, 2011) this study was adopted descriptive 

design because the design investigate one or more variables also it helps to find 

relationship between variables. The purpose of using this design was unable to 

describe factors influencing women access to leadership secondary schools. The 

study has many variables which descriptive design was helpful to find relationship 

between them.  

 

3.3 Research Methodology 

The study engaged in triangulation technique in that both qualitative and quantitative 

research approaches were connected owing to the request of the topic. Qualitative 

was pertinent in this study because it is consistent with examinations in disciplines in 

which exercises are centered on analyzing ability and distinguishing angle of down 

to earth information that develops from watching and examining hone. So by 
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qualitative approach it gave a room to enter the respondents’ individual words in 

arrange to pick up a more profound clear understanding of their information, 

encounters and feeling moreover the client of more than one strategies in information 

collection, which empower to cross – check the information and fortifies information 

unwavering quality. Quantitative approach was used in this study because it act as 

countercheck and strengthen data reliability. 

 

3.4 Area of Study 

According to Best and Khan (2006) a study area is a geographical place which 

hosted the study. This study was held in Kisarawe district secondary schools. 

Kisarawe is one of the six (6) districts of Pwani Region of Tanzania. It is bordered to 

the North by Kibaha district to the East by Mkuranga district to the South by Rufiji 

district and to the West by Morogoro region. Its administrative areas divided into 

fifteen (15) wards, namely Cholesamvula, Kibuta, Kiluvya, Kisarawe, Kiruhi, 

Mafizi, Manerumango, Maruo, Marumbo, Masaki, Msanga, Msimbu, Mzenga, 

Vihingo and Vikumbulu. This area was selected by the researcher because it has the 

good number of secondary schools which facing challenging of women to 

participation in school leadership positions. 

 

3.5 Target Population 

Kothari (2012) define population as all numbers, individuals, groups or the element 

that are expected to be represented in the study. In this study five secondary schools 

were involved, different categories; DSEO, WEO, heads of schools, and teachers. 

 

3.6 Sample and Sampling Techniques 

A sample is simply a subset of the population. According to Best and Kahn (2006) 

sampling techniques refer to the process of selecting a subgroup from a large 

population with element necessary for the study. The sample for this study was 

purposive for DEO, WEO, Head of schools and HODs and accidental sampling 

techniques was used for teachers. 
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3.7 Procedures for data collection 

According to Patton (2002) most extreme variety sampling is where the researcher 

endeavors to ponder a marvel by looking for out settings or people that speak to the 

most prominent contrasts in that phenomenon. 

 

3.7.1 Purposive Sampling/Judgmental Sampling 

Creswell (2007) states that purposive sampling refers to selection of sites or 

participants that will best help the researcher understanding the problem and the 

research question, they must be willing to reflect on and share this knowledge. In this 

study purposive sampling was used in order to get primary data from respondents 

according to their views and responsibilities they have on influencing factors for 

women attain leadership positions in their schools. Through the use of purposive 

sampling, respondents that were involved included: 

 

3.7.2 Ward education officers (WEOs) 

WEOs are responsible for handling education issues in their wards. Five WEOs were 

used in this study, engaging one officer from each ward. They were providing 

information about appointing procedure and criteria of head of schools and other 

leadership information in secondary schools which are found in their ward. 

 

3.7.3 District Secondary Education Officer (DSEO) 

DSEO is the officer who supervises and manages secondary education issues in a 

district. The officer provided information about the procedures of appointing head of 

schools and other information related to leadership in secondary schools in the 

district. 

 

3.7.4 Heads of Schools and Head of departments (HODs) 

Five head of schools were involved because they are administrators in their schools. 

They provided information about appointing leaders in their schools. Head of 

departments can provide information about leadership issues.  
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3.7.5 Accidental Sampling 

Accidental Sampling is the type of sampling whereby available population are used, 

the sample are convenient for some reasons. One among reasons of using this 

method is failure to get respondents at the time researcher need to conduct his or her 

assessment.  Margaret and Wendy (2003) Accidental sampling was used due to the 

shortage of time and eruption of COVID19 which caused closure of schools. 

Accidental sampling was used for 65 teachers. 

 

3.7.6 Teachers 

Teachers were very important because they revealed information about what they 

know on the process of appointing teachers in leadership positions and challenges 

they know about the criteria which considered during appointment process.  The 

researcher persuaded teachers to fill questionnaire during data collection or to 

participate in focus group discussion. 

 

3.8 Sample size 

Jamal (2016) defined a sample size as the exact number of elements selected from 

the population to form sample. Best & Khahn (2006) add that a sample size is a small 

part of population selected for analysis and opinion, the uniqueness of which can 

allow the researcher to mark certain suggestions about the occupiers from which 

sample was taken. In reality any sample can be appropriate depending on the nature 

of the study. Sample size of this study involved 1 DEO, 4 WEO,5 Head of schools 

and 65 teachers, although the targeted sample was 1 DEO,5 WEO,5 Head of schools 

and 75 teachers. 
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Table 3. 1: Number of participants and their involvement in the study 

Source: Field data, 2020 

 

3.9 Methods of Data Collection 

Methods of information collection are all strategies utilized during collection of 

essential or auxiliary information. Method of data collection is determined by the 

research questions being investigated, the type of research design (inductive or 

deductive), and characteristics of the population, requirement data, cost for 

accomplishing the study and requirement of the client (Jamal, 2016). 

 

3.9.1 Interview 

Kothari (2012) characterizes interview as an inquire about strategy utilized for 

collecting information by including introduction of oral verbal responses and answer 

in terms of verbal reactions. It can be organized or unstructured interview. Organized 

interview includes the utilize of a set of pre-determined questions and of profoundly 

standardized procedures of recording, unstructured interview does not take after the 

framework of pre-determined questions and standardized procedure of recording 

information. Here, a researcher has greater freedom of asking questions. 

 

Masson (2002) depicts advantage of utilizing interview by saying that qualitative 

interview is or maybe more practically since the information you need may not 

possibly be accessible in any other frame, so that inquiring individuals for their 

accounts, talking and tuning in to them, and so on, it is the as it were way to produce 

the kind of information you need.  

 

Participants Targeted 

participants 

Involved 

participants 

Questionnaires/F

ocus group 

Interview 

DEO 1 1  1 

WEO 5 4  4 

HEAD OF SCHOOL 5 5  5 

TEACHERS 75 65 65  

TOTAL 86 75   
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Another advantage is that interview is affected by the level of mindfulness and the 

passionate state of interviewee, so that a conceivable twisting to information may 

happen as a result of the interviewee being on edge or irritated at the time of the meet 

(Patton, 2002). The analyst point to utilize semi-structured interviews with open-

ended questions. Agreeing to Creswell (2007) open ended permit the members to 

contribute as much detailed information data as they crave and it moreover permits 

the analyst to inquire testing questions as a implies of follow-up. 

 

Standardized open-ended interviews are likely the foremost well-known frame of 

interview utilized in considers since of the nature of the open-ended questions, 

permitting the members to completely express their perspectives and encounters. 

Semi structured interviews were managed to District Education Officer (DSEO), 

Ward Education officers (WEOs) and Head teachers. 

 

3.9.2 Questionnaire 

A questionnaire is essentially a list of mimeographed or printed questions that's 

completed by or for a respondent to grant his opinion. It is the most implies of 

collecting quantitative essential information (Roopa & Rani, 2012). Questionnaire 

was used for teachers to give their opinion on secondary school leadership issues. 

Some of the questionnaires were filled through email due to the absence of teachers 

in their work places because of COVID 19. Kothari (2012) Researcher and 

respondents can come in contact with each other via mail. Questionnaires are mailed 

to the respondents with request to return after completing.  

 

He further emphasizes the use of pilot study for testing questionnaire in order to 

identify its weaknesses. Questionnaires to be used must be prepared very carefully so 

that it may prove to be effective in collecting relevant information. In this study 

questionnaires were used because it is not cost full, practical. It can be used even in o 

electronically way like email, websites and fax. Questionnaires were used to collect 

data for teachers in order to provide information on appointment of head of schools 

and other related in school leadership positions.  
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3.9.3 Focus group discussion 

Focus group discussions (FGDs) were utilized in gathering essential information 

from the field study. Patton (2002) portrays focus group as “a meet with little bunch 

of individuals on a particular topic.” He proposed bunches comprise of six to ten 

individuals and it requires one to two hours to be successful. The researcher used 

focus group dialog since it might give data around an extend of thought and feelings 

that people have almost certain issues, as well as lighting up the contrasts in point of 

view between groups of people. 

 

These discussions were conducted with groups of five teachers in two secondary 

schools the targeted schools were five but due to the situation of COVID19 the 

discussions were done only in two schools. From teachers the researcher collected 

their views on the leadership perspectives, the approaches or modalities they know to 

be a leader in their work place. 

 

3.9.4 Documentary Review 

According to Patton (2002) learning to think about and understanding utilizing 

archives records is portion of information collection abilities required for qualitative 

study. The survey of these records giving bits of knowledge on the issue examined. 

The researcher looked into the records containing number of teachers from the 

chosen schools to check total number of teachers and their participation in the 

position of leadership. This information was gotten from heads of schools. 

 

3.10 Validation of Instruments 

Validity alludes to “the degree to which the instrument measures what is gathered to 

be measuring. The researcher for the most part centered on substance validity which 

alludes to the exactness with which an instrument measures the variables beneath 

consider (Frankael and Wallen, 2000). Validity is a vital figure in effective and 

compelling inquire about. In the event that an inquire about isn't substantial at that 

point it is judged useless. 
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In this study the validity of instruments was obtained through piloting interview 

schedules and FGDs at Mabibo secondary school in Dar es Salaam. Also the 

language used in the instrument was assessed by education expertise including the 

supervisor of this study in order to establish content validity. The pilot involved 11 

participants including one Head teacher, one District Secondary Education Officer, 

one Ward Education Officer and eight teachers. The pilot study was conducted to 

assess reliability and validity of instrument. The main goals of this was to identify 

problems with the instruments such as grammatical and spelling error, unclear 

instructions or items and content coverage.  

 

However, the term validity remains to be difficult to explain in details. Oliver (2014) 

stresses, that the concept of validity in social research is the subject of too much 

debate. It is complex and problematic issue, especially because it is difficult to define 

validity. 

 

3.11 Data Analysis Plan 

Descriptive Analysis using frequencies and percentages inform of quantitative data 

and the respondents file. In this study descriptive statics was used for calculation of 

frequencies and percentage in order to determine factors influencing women access 

to leadership position in secondary schools. Therefore, data analysis was done with 

the help of software program of Microsoft excel. The reason is that the program is 

good for data management and suitable for descriptive data analysis. 

 

3.12 Ethical Consideration 

Ethics are the standards or measures for conduct that recognize between right and 

off-base. Research ethics give the analyst with a code of moral rules on how to 

conduct study in an ethical way. There are numerous ethical issues during conducting 

study. Mason (2002) qualitative study raises a number of moral issues which ought 

to be expected in development, so that researchers can take into consideration how 

their activity influences members. It is vital that moral issues are considered before, 

amid and after the method.  
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In any case, the researcher guarantees secrecy and namelessness of the participants 

during focus group discussions, interviews, and document view. The researcher 

ought to moreover make clear that the participants’ names will not be utilized for any 

other purposes.   
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CHAPTER FOUR 

 

PRESENTATION OF RESEARCH FINDINGS 

 

4.1 Introduction 

This chapter presents research findings, collected from five (5) secondary schools in 

Kisarawe district namely Chanzige, Minaki, Makurunge, Masaki, and Kimani. The 

study successfully included 5 heads of school, 4 ward executive officer, 1 district 

education officer and 65 teachers from all five different schools in Kisarawe district. 

Ten teachers were selected to represent others in each school except in Minaki 

secondary school where 15 teachers were selected.  

 

The total number of teachers in these schools are; in Makurunge secondary school 

there are 28 female teachers and 9 male teachers, Chanzige secondary school has 20 

female teachers and 25 male teachers, Masaki secondary school there is 14 female 

teachers and 13 male teachers, Kimani secondary school there is 28 female teachers 

and 24 male teachers. 

 

4.2 Personal Profile of Respondents 

4.2.1 Age Profile of Respondents 

The study included age gather of respondents because it is one of the foremost 

critical characteristics in understanding respondents’ sees approximately a specific 

issue. By and expansive, age shows level of development of people. In this sense age 

gets to be more vital to look at the reaction. However, in this study, age is highly 

depicting experience of the respondent in teaching professional. The study comprised 

respondents with different age range, in which 16% were in an age group of (25-29), 

also 31% of respondents were in age group of 30-34, and 40% were in age group of 

35-39, and lastly 13% were in age group of 40-60. 
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Figure 4. 1: Age Profile of Respondents 

Source: Field data, 2020. 

 

4.2.2 Gender Profile of Respondents. 

Basing on the view of this research, gender or sex is one of the most important 

personal characteristic to be included, as the study focused on the access of women 

in leadership position in Kisarawe district secondary school. The number of male 

respondents in this study is 45 which makes 60% of the accessible population, while 

number of female respondents involved in the study is 30 which makes 40% of 

accessible population. Although the number of males is bigger than females but it 

does not cause negative impact to the study because of male teachers’ awareness on 

appointment procedures and criteria as far as the school leadership is concerned, also 

they know much about challenges facing women in leadership positions. 
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Figure 4. 2: Gender Profile of Respondents. 

Source: Field data, 2020. 

 

4.2.3 Educational Profile of Respondents. 

The study also aimed at seeking out educational profile of respondents involved in 

this research study. The options were Masters of Arts in Education, Bachelor of Arts 

in Education, and Diploma of secondary education. 
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Figure 4. 3: Educational Profile of Respondents 

Source: Field data, 2020. 

 

Basing on the results presented in figure 4.3 above; only one (1) respondents had 

MAED, 22(29%) had BAED, and 47(70%) of respondents hold Diploma of 

secondary education. 

 

4.2.4 Occupational Profile of Respondents. 

The study also aimed to clarify occupational status of respondents included in this 

study. This included heads of schools, Teachers, wards officials and district 

education officer. 
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Table 4. 1: Occupational Characteristics of Respondents. 

Occupation Frequency Percentage 

Heads of school  5 7% 

Ward Education officials (W.E.O) 4 5% 

District education officer (D.E.O) 1 1% 

Teachers 65 87% 

TOTAL 75 100% 

Source: Field data, 2020. 

 

From the results presented in table 4.4 above, the Study comprise of a variety of 

respondents with different occupation status. Five (5) respondent were Heads of 

School, four (4) were wards officials, one (1) district education officer and sixty-five 

(65) Teachers. While the same study conducted by David (2013) involved 87 

respondents, 22 Principals and Deputy Principals, 33 Heads of departments and 32 

Board of Governance. Therefore, the different between the two is sample of David 

Kinoti engaged the respondents who hold leadership position while this study 

involved leaders and normal teachers. 

 

4.3 Women access to leadership positions 

This was the general or main objective of the study aimed at seeking out factors 

influencing women access to leadership position in Kisarawe district secondary 

school. The findings of the objective were obtained through structured interviews to 

District Educational Officer, Heads of School and to Wards officials also 

Questionnaires for teachers as well as focus group discussion conducted also by 

Teachers at Minaki secondary school. The presentations of respondent views are as 

follows: 

 

4.3.1 Influence of women role models 

The research findings revealed that 3 out of 5women leaders, who were interviewed, 

strongly concurred that role models have made a positive commitment to their 

leadership way, most of them said their previous female headmistresses, their 

previous female disciplined mistresses and their ladies’ family individuals counting 

their moms, grandmas and close relative. However, the general results obtained from 

75 filled questionnaires distributed to respondents are presented in table 4.1 below. 
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Table 4. 2: Influence of Women Role Models on Secondary School Leadership. 

 Frequency Percentage 

Agree 62 83% 

Disagree 8 11% 

Neutral 5 6% 

TOTAL 75 100 

Source: Field Data, 2020 

 

The results from the table shows that 83% of respondents agreed that role of other 

women role models have an influence on secondary school leadership positions, 

(8)11% of respondents disagreed and the rest (5)6% were neutral. 

 

4.3.2 Influence of supportive network 

The results show that 56(75%) of respondent agreed that supportive network have an 

influence on women access to secondary school leadership position, 10(13%) 

disagreed with it and the rest 9(12%) were neutral. 

 

Table 4. 3: Respondent views on influence of supportive network. 

 Frequency Percentage 

Agree 56 75% 

Disagree 10 13% 

Neutral 9 12% 

TOTAL 75 100 

Source: Field Data, 2020. 

 

4.4 The role of family and community beliefs 

Table 4.3 below shows, respondents’ perspective on role of family and community 

beliefs in influencing access of women leadership position in Kisarawe district 

secondary schools. Respondents were requested whether to agree or disagreed with 

the statement. 
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Table 4. 4: Role of family and community  

 Frequency Percentage 

Agree 58 77% 

Disagree 11 15% 

Neutral 6 8% 

TOTAL 75 100 

Source: Field data, 2020. 

 

The results from table 4.4 above shows that 58(77%) of respondents agreed with the 

role of family and community has regarding influence on access of women 

leadership position in Kisarawe district secondary schools, 11(15%) disagreed with it 

and the rest 6(8%) were neutral.  

 

4.5 Legal and Policy Framework on Access of Women to Leadership Positions. 

This was the first objective of the study that aimed at finding out the influence of 

legal and policy framework on access of women to leadership positions in Kisarawe 

District. This objective sought the view of Heads of School, Teachers, Ward 

officials, and District Education officer of Kisarawe. The question was; Do legal and 

policy framework influencing access of women to leadership positions in Kisarawe 

district secondary schools? The answers are presented in Table 4.5 below 

 

Table 4. 5: Influence of legal and policy framework. 

 

QUESTION 

 

 

 

Heads of School 

 

Teachers 

 

Wards Officials 

 

District Education 

Officer 

Yes No Yes No Yes No Yes No 

 N % N % N % N % N % N % N % N % 

 

Do legal and policy 

framework have 

any influence on 

women leadership 

position in 

secondary school 

leadership? 

5 100 0 0 29 45 36 55 3 75 1 25 1 100 0 0 

Source: Field data, 2020. 
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Findings on this research show that 100% of heads of School, and district education 

officer agree (YES) with the statement that legal and policy framework have 

influencing access of women leadership position in Kisarawe District secondary 

school, meanwhile 45% of Teachers in Kisarawe District secondary schools also 

agree (YES) with the statement and 55% disagreed (NO), and lastly 75% of wards 

officials responded YES and 25% of them responded NO.  

 

4.5.1. Education qualifications 

Furthermore, the study asked respondents how education qualifications influence 

women’s access to secondary school leadership positions. Respondents were 

required to gives their answers on the given ratios “very high”, “high” or “very low”. 

The findings are presented on the chart below. 

 

Table 4. 5: Influence of Education qualification 

 Frequency Percentage (%) 

Very high 54 72 

High 16 21 

Very low 5 7 

TOTAL 75 100 

Source: Field data, 2020 

 

Findings from the table above indicates that, 72% of respondents rated “very high” 

while 21% of respondents rated “high” and 7% of respondents rated “low”. This 

implies that education qualifications affect women in taking different leadership 

positions in Kisarawe district secondary schools. Ndimbo(2018) in his study on The 

Influencing of Criteria for Appointment of Women in Leadership Positions in Ikungi 

district Found that education qualification is among the major criteria on appointing 

head of schools. Furthermore, the government report provides the education 

qualification for appointing head of primary school is the Diploma and secondary 

schools is Bachelor degree (URT,2010) For the case of Kisarawe district the data 

show that there are many teachers in secondary schools who have Diploma. 
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4.5.2 Clean records 

Also the study aimed at knowing respondents’ argument on whether or not clean 

record can increase possibility of being appointed in secondary school leadership 

positions. The findings are clearly presented on the table below. 

 

Table 4. 6: Clean Records 

 Frequency Percentage (%) 

Agree 69 92 

Disagree 1 1 

Neutral 5 7 

Total 75 100 

Source: Field data, 2020. 

 

The results imply that, 92% of respondents agreed with the statement that having 

clean record can increase possibility of being appointed in secondary school 

leadership positions, while 1% disagreed and the rest 7% were neutral.  

 

4.6 Working experience on Access of Women to Leadership Positions. 

This was the second objective of the Study aimed to understand the influence of 

working experience on access of women to leadership positions in Kisarawe district 

secondary schools This objective sought the view from Heads of School of Kisarawe 

District secondary schools. The question was,” to what extent working experience 

influencing access of women in leadership position in your school?” 

 

The respondents had a varying experience of serving in a teaching profession in 

secondary schools. 25 respondents had an experience of 1-4 years, 12 respondents 

had an experience of 5-9 years, 13 respondents had an experience of 10-14 years and 

10 respondents had an experience of more than 15 years in a teaching profession. 
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Table 4. 7: Teacher’s Experience. 

Teaching experience range 

(yrs.) 

Frequency Percentage (%) 

1-4 25 38 

5-9 17 26 

10-14 13 20 

Above 15 10 15 

TOTAL 65 100 

Source: Field data, 2020. 

 

Table 4.5 above shows, teaching experience range among teachers in five schools 

visited by the researcher. The results imply that 38% of respondents are lesser 

experienced with 1-4 years in teaching profession 26% of respondents also are less 

experienced with 5-9 years, 15% of respondents has an experience of 10-14 years 

and lastly 15% of respondents are more experienced with more than 15 years. 

 

Findings obtained through structured interview from five (5) heads of schools 

involved in the study, give an answer to the key objective of the study that aimed to 

measure the extent to which working experience influence access of women to 

leadership positions in their schools. Three heads of schools from Chanzige, Minaki 

and Masaki secondary schools said that working experience is moderately 

influencing access of women to leadership positions at their schools. Meanwhile, two 

heads of school from Kimani secondary school and Makurunge secondary school 

said that working experience is highly influencing access of women in leadership 

positions at their schools.  

 

On the other side the results obtained through 65 questionnaires filled by Teachers, 

whereby 59 (91%) of them responded YES that working experience have an 

influence on women to be appointed in secondary school leadership position, while 

the rest 6(9%) of them responded NO. Moreover, the study also aimed to find out if 

supervision time has any influence on women to be appointed in secondary school 

leadership positions. The findings are presented in the table below. 
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Table 4. 8: Supervision time on women access to leadership positions 

 Frequency Percent (%) 

Agree 40 54 

Disagree 19 25 

Neutral 16 21 

TOTAL 75 100 

Source: Field data, 2020. 

 

The results from the table above indicate that, 54% of respondents agreed with the 

statement that supervision time on women increase their access to occupy leadership 

positions in secondary schools, while 25% of respondents disagreed and the rest 21% 

were neutral. The findings implying that, for women to be appointed in different 

leadership positions in secondary schools they must have enough supervision time in 

different departments. 

 

4.7 Stakeholders on access of Women to Leadership Positions  

This was the third objective of the study whose aim was to understand the influence 

of stakeholders on access of women to leadership positions in Kisarawe district 

secondary schools. This objective sought the view of Heads of School, Teachers, 

Ward officials, and District Education officer of Kisarawe. The question was; do 

stakeholders have any influence on women leadership position in Kisarawe District 

secondary school?  The answers are shown in Table 4.7 below 

 

Table 4. 9: Stakeholders on Access of Women to Leadership Positions. 

 

STATEMENT 

 

 

 

Heads of School 

 

Teachers 

 

Wards Officials 

 

District Education 

Officer 

Yes No Yes No Yes No Yes No 

 N % N % N % N % N % N % N % N % 

 5 100 0 0 42 65 23 35 4 100 0 0 1 100 0 0 

Do stakeholders 

have any influence 

on women 

leadership position 

in Kisarawe District 

secondary school? 

                

Source: Field data, 2020. 
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Findings on this research shows that 100% of heads of School, ward officials and 

district education officer agree (YES) with the statement that stakeholders have an 

influence on women leadership position in Kisarawe District secondary school, 

meanwhile 65% of Teachers in Kisarawe District secondary schools also agree 

(YES) with the statement and 35% disagreed (NO). Also, some respondents 

mentioned a number of stakeholders and how they influence women access on 

leadership positions in Kisarawe district secondary schools. Some of the mentioned 

stakeholders included school boards, TGNP and Faraja Women Group. 

 

4.7.1 Trade unions 

Moreover, the study also aimed to find out the influence of trade unions on access of 

women to secondary school leadership positions. The findings are presented in the 

table below. 

 

Table 4. 10: Trade Unions  

 Frequency Percent (%) 

Very high 15 20 

High 34 45 

Low 12 16 

Very low 14 19 

TOTAL 75 100 

Source: Field data, 2020. 

 

The results from the table above indicate that, 20% of respondents rated the 

statement “very high” that supervision time on women increase their access on 

taking leadership positions in secondary schools, while 25% of respondents rated 

“high” while16% rated “low” and the rest 19% rated “very low” The findings 

implying that, for women to be appointed in different leadership positions in 

secondary schools they must have enough support from different trade unions.  

 

4.7.2 School boards 

In advance, the study also aimed to find out the influence of school boards on access 

of women to secondary school leadership positions. The findings are well presented 

in the table below. 
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Table 4. 11: School boards 

 Frequency Percent (%) 

Agree 67 89 

Disagree 0 0 

Neutral  8 11 

TOTAL 75 100 

Source: Field data, 2020. 

 

The results from the table above indicates that, 89% of respondents agreed with the 

statement that school boards have great influence on access of women taking 

leadership positions in secondary schools, while 0% of respondents disagreed and the 

rest 11% were neutral.  

 

4.8 Summary  

This chapter offered the main data from the field; it starts with personal of the 

respondents, findings of general objective; influence of role model, supportive 

networks and the role of family and community and then findings of specific 

objectives like legal and policy framework, working experiences and efforts from 

stakeholders. 
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CHAPTER FIVE 

 

DISCUSSION OF RESEARCH FINDINGS 

 

5.1 Introduction 

Discussion of findings is much based on the correlation of the actual research 

findings in accordance with related literature reviewed in previous chapters.         

 

5.2 Influence of women role model 

 During a discussion with 5 groups of teachers at Minaki secondary school, one of 

the respondents explained the impact of other women role models as an encouraging 

factors pushing her to scramble for different leadership post in her school, she 

commented that; 

 

“Appointment and participation of women to higher leadership position in    

secondary schools and other governmental organization motivates and 

inspires a lot of women teachers to hold higher managerial position in 

secondary schools, as I personally inspired by the recent appointment of Miss 

Mariam Mpunga as a new headmistress of Jokate Mwegelo secondary 

school” (Focus group discussion at Minaki secondary school, May 2020). 

 

Moreover, 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. 
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5.3 Influence of supportive networks 

The research findings also revealed the influence of supportive network on women 

access to leadership positions in secondary schools. The study found out that 

supportive networks are key resource for women participation in secondary school 

leadership positions. One of the interviewee commented that on the need of 

supportive network; 

 

“Several supportive networks including TGNP, CWT, and Faraja women 

Group are frequently pushing women to leadership positions in secondary 

schools through provision of training, seminars and eliminating gender based 

biasness in selection of leadership post” Head of school C 

 

5.4 The role of family and community beliefs 

Arar (2010) indicates that lack of family support and interference from domestic 

responsibilities was another key factor affecting women access to secondary school 

leadership position. Women have enough time to perform duties as homemaker, and 

most husbands do not compromise when it comes to the performance of roles such as 

cooking, cleaning the house and caring for the children.  Family and community 

convictions were found to be the prevailing impediments anticipating female 

teachers from taking leadership positions in schools.  

 

As supported by Ester (2017) pointed out for Kenya, leadership position is 

considered a male work, not as it were by a society in common but moreover by 

teachers and indeed students. Research prove affirms that society has myths that 

women may not give solid administration. There are numerous qualified women in 

schools, a few of whom are seeking after degree courses within the college but no 

administration position has been advertised to them. 

 

Furthermore, Leslie (2018) advocates that schools level ought to relegate female 

teachers as unit leaders, office heads and co-curricular facilitators, so that they can 

get opportunity to create administrative and choice making aptitudes. Kisarawe 



44 

 

district is within Coastal Region and her people are belonging to Zaramo tribes 

whose cultural beliefs are totally unfair in gender issues as men are given higher 

priority in every aspects of life and females are given less or no chance in social, 

political, and economic matters. This matter creates an inferiority complexity among 

women.  

 

…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…   

(Head of school B) 

 

This implies that Family history shows a great role in empowering and a supportive 

environment to women from the younger age and prepare them to become competent 

in leadership. Confidence and redness are characters created at the family level.  

 

5.5 Legal and policy framework in secondary school  

Findings on this research show that 100% of heads of School, and district education 

officer agree (YES) with the statement that legal and policy framework have 

influenced access of women leadership position in Kisarawe district secondary 

school, meanwhile 45% of Teachers in Kisarawe district secondary schools also 

agree (YES) with the statement and 55% disagreed (NO), and lastly 75% of wards 

officials responded YES and 25% of them responded NO. 

 

The study found out that a number of teachers are not aware of any legal and policy 

framework supporting women in leadership positions in secondary school, this was 

noted during a focus group discussions conducted in Minaki and Chanzige secondary 

schools, meanwhile heads of schools and district education officer were totally aware 

with legal and policy framework in secondary school. During focus group 

discussions some of the teachers stated that they are not aware of policies which 

favor women on appointment of leadership positions: 
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“We are not aware of any policy which favors women to be appointed in 

leadership position and school management do not bother, that is why we 

request on leadership training in order to understand things like this.” 

(Focus group conducted in school B May 2020) 

 

The Government of the United Republic of Tanzania has set out its vision, 

overarching approach and vital targets for the education division in an arrangement 

of five-year or ten-year Education Sector Development Plans (ESDP) since 1997. 

This most recent ESDP covers the five-year period from 2016-17 to 2020-21. One 

among the techniques is to progress enlistment forms to adjust with post and staff 

profiles, with an accentuation on progressing gendered correspondence and 

improving get to of girls to female role models all through the education framework 

(URT, 2018).  

 

Furthermore, on viewing staff files during appointment of leader in a position, 

having clean record is among the criteria which considered in the policy. Clean 

records means commitment in work and integrity. During focus group discussion 

with respondents one of them commented that: 

 

“Having clean record is important criteria on appointing someone to be a 

head of school, as you know leaders are supposed to have a good behavior. 

That is why on appointing a person to be a head in a school, board or 

department in any school we should make sure that his or her record is clean. 

There are some people who are having all the qualifications of being 

appointed but their records in their work place not good at all, hence not 

qualified for appointment in any leadership post” (focus group discussion at 

school D May 2020) 
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David, K (2013) found that legal and policy system influenced participation of 

women in administration positions in secondary school administration. That result is 

comparable with discoveries of this study, on the other side there are considers which 

oppose this idea on the positive affect of legitimate and arrangement system. 

Mutunga (2015) stress that majority of secondary schools the policy affirmative 

action was not implemented,93% of principals agreed on the poor implementation of 

policies. Furthermore, Ndimbo (2018) on his study about The Influence Criteria for 

Appointment of Women in Leadership Positions in Ikungi district primary schools 

add that one of the barrier which facing women to be appointed in leadership 

positions is poor implementation of policy. 

 

5.6 Working experience in secondary school 

Basing on the key findings obtained through structured interview from five (5) Heads 

of School involved in the study. The findings give an answer on the key objective of 

the study aimed to measure the extent of which working experience influencing 

access of women in leadership position in their school.  Three heads of schools from 

Chanzige, Masaki, and Minaki secondary schools said that working experience is 

moderately influencing access of women in leadership position at their schools. 

Meanwhile two heads of school from Kimani secondary school and Makurunge 

secondary school said that working experience is highly influencing access of 

women in leadership positions at their schools.  

 

On the other side the results obtained through 65 questionnaires filled by Teachers, 

whereby 59 (91%) of them responded YES that working experience have an 

influence on women to be appointed in secondary school leadership position, while 

the rest 6(9%) of them responded NO. This supported by Ester (2017) in her study 

found that there were no heads and deputy head who had served for 1-5 years 69% of 

respondents had working experience of between 6-10 years,46% had teaching 

experience of over 15 years. This implies the importance of working experience 

criteria on appointment of head and deputy head of both primary and secondary 

schools.  
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Also these findings supported by (Nsubuga, 2008) which posits that any school 

leader need to be well equipped with knowledge, skills and adequate experiences in 

school leadership in order to support their efficiency so as to play an active role in 

enhancing the teachers and school performances significantly. 

 

5.7 Stakeholders’ effort 

Findings on this research show that 100% of heads of School, ward officials and 

district education officer agree (YES) with the statement that stakeholders have an 

influence on women leadership position in Kisarawe District secondary school, 

meanwhile 65% of Teachers in Kisarawe District secondary schools also agree 

(YES) with the statement and 35% disagreed (NO).Some respondents mentioned a 

number of stakeholders and how they influence women access on leadership 

positions in Kisarawe district secondary schools, some of mentioned stakeholders 

including school boards, TGNP and Faraja Women Group.  

 

A district education officer of Kisarawe had this explanation on stakeholders’ efforts 

on influencing women access to leadership positions in secondary schools; 

 

“Yes, they provide leadership training for women which motivate them to 

participate in leadership” (DEO, May 2020) 

 

Moreover, the ward education officer of Kisarawe had this explanation on the 

question if stakeholders have any influence on access of women in secondary school 

leadership position 

 

“We receive few requests from stakeholders who showed their willingness to 

help our female teachers on raising awareness on leadership skills and other 

managerial issues. Their efforts show positive impacts to our female teachers 

because we see their morale on participating in leadership within their 

schools. (WEO, May 2020) 
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Furthermore, the findings implying that, for women to be appointed in different 

leadership positions in secondary schools they must have a support or priority from 

members of secondary school boards. 

 

“School board is very important during appointment of school leaders, board 

members’ advice on the process of appointing school leaders before appointment 

and after appointment.” (Head of school E, May 2020) 

 

The findings of this study is highly aligned with the reviewed statement of (URT 

2005) that the government in collaboration with advancement accomplices has 

embraced think endeavors, to enable women for leadership positions particularly 

through the Preparing Support for Tanzania Women (TFTW) and the Civil Service 

Capacity Building Fund (CSCBF).  

 

This has brought about within the expanded number of women who can compete for 

administrative and decision making positions within the open, private, political and 

NGOs divisions. In addition, gender sensitization programmers for Parliamentarians, 

choice creators within the open benefit, NGOs and the private segment have driven 

to the arrangement of ladies to administration positions indeed in regions that are 

customarily not involved by women. 

 

However, in spite of the influence of stakeholders in providing leadership training 

and motivations to women, still there are many challenges confronted by district 

leadership in relation to appointment of women in secondary school leadership, 

WEO further explained that, 

 

“Many women are not ready to be allocated in remote areas. Kisarawe 

geographical location is not friendly; some schools are very far from town 

and the infrastructures are very poor” (WEO, May 2020) 

 



49 

 

CHAPTER SIX 

 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS. 

 

6.1 Introduction 

This chapter presents the summary, conclusion recommendations and suggestion for 

areas for further studies. 

 

6.2 Summary 

This study was aimed to answer three research questions namely;(i) Do legal and 

policy framework influencing access of women in leadership positions in Kisarawe 

district secondary schools? (ii) To what extent does working experience influence 

access of women to leadership position in Kisarawe secondary schools? (iii) What 

are stakeholders’ efforts in influencing women access to leadership positions in 

Kisarawe district secondary schools? Data for question one revealed that legal and 

policy framework has influence on access women in secondary school leadership, 

education qualification, clean work record played part on appointing someone into 

leadership.  

 

The second question showed that working experience influencing women access to 

leadership position, long teaching working experience and supervision. The last 

question revealed that stakeholders’ efforts have influencing on women access to 

leadership positions by providing training to female teachers which raising their 

morale on participation in leadership different leadership positions. Other factors 

revealed are influence of the role model on access of women in secondary school 

leadership, influence of supportive network and the role of family and community on 

influencing access of women in secondary school leadership. 

 

6.3 Conclusions 

Three objectives attained in this study (i) To what extent do legal and policy 

framework influence access of women to leadership positions in Kisarawe district 

secondary schools. (ii) To investigate whether working experience has influence on 
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access of women to leadership position in Kisarawe district secondary schools. (iii) 

To determine the influence of stakeholders on access of women to leadership 

position in Kisarawe district secondary schools. The first objective attained by 

revealed that legal and policy framework have negative influence on participation of 

women in secondary leadership, though majority of teachers were not aware of 

policies which favor them but leaders who were interviewed agreed that they are 

aware of policies which favor women to participate in leadership. Poor 

implementation of those policies was seen as the problem in all schools visited by the 

researcher.  

 

This is because of unaware of gender related policies to teachers. The second 

objective attained by discovered that working experiences stand as the major criteria 

to appoint secondary schools’ leaders. Holding leadership positions at school level 

give added advantage for teachers to be appointed. The third objective attained by 

exposed that stakeholders have brought positive impact to women access to 

leadership positions by raising awareness through training and seminars. 

 

6.4 Policy Implications 

Based on the findings of this research the following recommendations were made for 

policy formulation and further research. 

 

6.4.1 Effective implementation of policies 

The government initiates policies which aim at bringing equality and to abolish 

gender bias which cover from 2016-2017 to 2020-2021 one among its strategy is to 

improve recruitment processes to align with post staff profile, with emphasis on 

advancing gender equality. Moreover, the government recognizes the importance of 

women in decision making and initiate Women and Gender Development policy in 

2000 with the subject of equality of opportunity and treatment. Findings of this study 

revealed that leaders like DEO, WEO and head of schools are aware of these policies 

but their subordinates they are not.  Also the implementation of those policies was 

shown to be poor during appointment of head teachers or other leaders in schools.   
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Therefore, local Government authorities, school boards and heads of school should 

consider enforcement of policies which would favor women during appointment of 

leaders also to familiarize those policies to their subordinates. 

 

6.4.2 Creating more chance for higher learning 

According to URT, (2000) Bachelor degree is among the qualification of appointing 

secondary school head. The findings from the study found that majority of teachers 

who filled the questionnaire are Diploma holders.  Therefore, local governments and 

head of schools should make sure teachers are going for higher studies in order to get 

qualifications to participate in different leadership positions. 

 

6.4.3 Additional of gender topic in curriculum 

Raising awareness about gender issues is very important; this will be helpful to 

abolish gender biases in the community and also to build confidence to the women 

because they will know much about their rights. And the right way of doing this is to 

add gender topic in curriculum from primary schools. Stakeholders should support 

the movement of encouraging women participation in secondary school leadership 

positions by extending knowledge about the benefits of their participation on it, this 

should be done by setting up workshops, seminars and meetings regarding the 

matter. 

 

6.4.4   Heads of Schools, Wards officials and district education officers 

Head of schools, Ward Educational Office and District Education Officers are 

working closely in dealing with education issues in the district as findings from the 

study revealed. Based on the evidence collected by the study, the researcher makes 

the following recommendations for them; 

 

Firstly, heads of schools should empower female teachers by increasing more 

chances of leadership positions and offering special seats or opportunities for them to 

contend in different school leadership post. Also, by giving them chance of 

delegating different leadership positions. This will be helpful in getting leadership 

experiences. 



52 

 

 

Secondly, schools should encourage girls at younger age to participation in 

leadership positions in primary school level, secondary school level and in higher 

learning institutions. This will help in building their confidence level from their early 

learning stages. 

 

Moreover, local government ought to make sure that the method of designating 

school leaders guided with straightforwardness in arranges to maintain a strategic 

distance from favoritism any kind inclinations. Moreover, local governments ought 

to plan gender awareness through successful programs of education and mass 

communication to convert the attitude of young ladies, boys, men and women that 

places a unbalanced burden of family obligation on girls and women, which in the 

long run limits their instructive and administration openings in management level, in 

this regard the local government organization ought to present programs that target 

men and recognize male champions of women’s social and political right too to 

appreciate benefits that women bring to secondary school administration roles.  

 

Lastly, local government should build up facilities and equipment to influence the 

participation of female teachers in leadership positions. The school management 

needs to ensure that schools have basic infrastructures including teachers apartment 

or residents near school compound in order to ease households responsibilities so 

that they can easily participate in school managerial responsibilities. 

 

6.4.5 Stakeholders 

Stakeholders should support the movement of encouraging women participation in 

secondary school leadership positions by extending knowledge about the benefits of 

their participation on it, this should be done by setting up workshops, seminars and 

meetings intended to promote and encourage female teachers to participate in 

secondary school leadership positions. Also they can extend their seminars to the 

community in order to capture different groups of people. 



53 

 

6.5 Areas for Further Studies 

Further studies can be done in other districts for the purpose of getting picture from 

different angles. The study employed qualitative and quantitative methods, another 

study can use pure quantitative for the better and in-depth data. Furthermore, other 

study can be done in Kisarawe primary schools in order to make comparison between 

the status in primary schools and secondary schools. 
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APPENDIXES 

Appendix 1: Interview Guide for Heads of School 

Name of school____________________________ 

Location of the school_______________________ 

1. What is your academic/professional qualification? 

2. For how long have you been in this profession? 

3. For how long have you been in this school? 

4. What are factors influencing women access to   leadership position in your 

school? 

5. Do legal and policy framework have influencing access of women in 

leadership in your school? 

6. To what extent working experience influencing access of women in 

leadership position in your school? 

7. Do stakeholders have any influence on access of women in leadership 

position in your school? 

8. Does your school get opportunity of leadership training from any 

stakeholder’s? 

9. What challenges are confronted by your school to appoint women in 

leadership position? 

10. Kindly provide the following statistics accurately? 

(a)  Number of teachers and their academic qualifications. 

(b) Number of teachers based to gender. 

(c) Number of teachers who are holding leadership position based to gender. 

 

Thank you for your cooperation 
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Appendix 2: Focus group discussion for teachers 

Name of school_________________________________ 

1. What are your academic/professional qualifications? 

2. For how long have you been in this profession? 

3. For how long have you been in this school? 

4. Do you hold any leadership position? 

5. Are you aware about any legal and policy framework influencing access of 

leadership position? 

6. Are you aware about stakeholders’ efforts on influencing access of women 

leadership position? 

7. What are the challenges do you confront on access of leadership position? 

 

  

Thank you for your cooperation 
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Appendix 3: Questionnaire for the Teachers 

This questionnaire will be used to collect information to assist in conducting a study 

on factors influencing women access to leadership position in Kisarawe district 

secondary schools. 

 Kindly request you to complete the questionnaire as frankly and without bias as 

achievable giving necessary details. Use tick (√) to select your value among the 

multiple choices given. Do not indicate your name or any form of identification. 

A: Personal characteristics 

1) State your Sex? 

a) Male  (   ) 

b) Female  (    ) 

2) What is your age? 

a)   25-29    (   ) 

b)   30-34    (    ) 

c)   35-39    (    ) 

d)  Above 40yrs  (    ) 

3) What is your highest level of education? 

a) Secondary   (      ) 

b) Diploma    (       ) 

c) Bachelor    (       ) 

d) Others specify.  (       ) 
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4) How long have you been in teaching professional? 

a) 1-4 yrs    (        ) 

 b) 5-9 yrs    (        ) 

c) 10-14 yrs    (        ) 

d) Above 15 yrs  (        ) 

Section B: The effect of legal and policy framework on women leadership in 

secondary school. 

5) Does legal and policy framework have any effect on women leadership position in 

secondary schools leadership? 

a) Yes    (     ) 

b) No   (     ) 

6)If yes, in question 5 above, explain………………………………………………… 

7) Do you aware if having clean record can increase possibility of being appointed in 

leadership position? 

a) Yes    (       ) 

b) No    (       ) 

8) If yes in question 7 above, 

explain…………………………………………………… 

9) How does education qualification influence women in secondary school 

leadership position? 

a) Very high   (       ) 

b) High    (       ) 

c) No Comment  (       )  
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d) Very low    (      ) 

10) Briefly explain question 9 

above…………………………………………………………. 

11) To what extent does gender mainstreaming influence women leadership in 

secondary school leadership positions? 

a) Very high   (       ) 

b) High    (       ) 

c) No comment  (       ) 

d) Low    (       ) 

Section C: Influence of stakeholders on women leadership in secondary school 

leadership position. 

12)Do stakeholders have any influence on women leadership position in secondary 

school leadership? 

   a) Yes    (      ) 

  b)  No    (      ) 

13) If yes in question 12 Explain……………………………………………………… 

14) How do you rate the influence of Trade unions on access of women in secondary 

school leadership position? 

a) Very high   (        ) 

b) High    (        ) 

c) Low    (        ) 

d) Very low    (       ) 
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15) Does school board participate on influencing women access on secondary school 

leadership position? 

a) Yes    (      ) 

b) No    (       ) 

16) If yes in question 15, explain 

……………………………………………………… 

17) Is there any stakeholder provide leadership training in your school? 

a)Yes    (       ) 

b) No    (       ) 

Section D: Working experience on influencing access of women in secondary 

school leadership position. 

18) Does working experience have any influence on women to be appointed in 

secondary school leadership position? 

a) Yes    (        ) 

b) No    (        ) 

19) If no, in question 17 above explain……………………………………………… 

20) Do you hold any leadership position in your department? 

a) Yes    (       ) 

b) No    (       ) 

21) Does good supervision has any influence on women to be appointed in secondary 

school leadership position? 

a) Yes    (        ) 

b) No    (        ) 
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22.) If no, in question 21above explain…………………………………………… 

 

23) Does personal exposure allow one to be identified as a leader? 

a) Yes    (       ) 

b) No    (       ) 

 

 

Thank you for your cooperation 
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Appendix 4: Interview guide for ward officials 

 

Name of Ward________________________ 

1. What is your academic/professional qualification? 

2. For how long have you been in this ward? 

3. What are the responsibilities of ward leadership in appointing teachers in 

secondary school leadership positions? 

4. What are factors influencing women access to leadership position in 

secondary schools? 

5. Do legal and policy framework have influencing access of women in 

leadership in your ward? 

6. Do stakeholders have any influence on access of women in leadership 

position in your ward? 

7. Does school board have any influence on access of women in leadership 

positions? 

8. What challenges confronted by ward leadership in relation to appoint women 

in secondary school leadership? 

9. What is your suggestion on appoint women in secondary school leadership 

position? 

 

 Thank you for your cooperation 
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Appendix 5: Interview guide for District Education Office 

 

Name of the District____________________________________ 

1. What is your academic/professional qualification? 

2. For how long have you been in this district? 

3. What are the responsibilities of district leadership in appointing teachers in 

secondary school leadership positions? 

4. What are factors influencing women access to leadership position in 

secondary schools? 

5. Do legal and policy framework have influencing access of women in 

leadership in your district? 

6. Do stakeholders have any influence on access of women in leadership 

position in your district?    

7. What challenges confronted by district leadership in relation to appoint 

women in secondary school leadership? 

8. What is your suggestion on appoint women in secondary school leadership 

position?  

 

 

Thank you for your cooperation 

 

 

 

 


