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ABSTRACT 

Occupational career mobility is the frequent promotions through the ranks within an 

organization. It is seen as a valuable indicator of career success and allows individuals 

to climb up the corporate hierarchy. 

Women have for along time not achieved their deserved occupational career mobility in 

areas of work. This study sought to investigate the factors infuencing occupational career 

mobility of female teachers in public primary schools in Maranda division, Siaya County 

in Kenya. 

The study was a census descriptive design with a population of all the 148 female 

teachers in the 51 Public Primary Schools in maranda division. Structured 

questionnaires were used to collect data on occupational career mobility of women in 

schools. Data was analysed using descriptive statistics such as frequencies and 

percentages, presented in tables, Pie charts and bar graphs. 

The study found that the factors influencing occupational career mobility of women 

were the women factors , male factors , the organisational and society factors and legal 

factors. 

The study recommends that female teachers should nurture positive attitude, endeavour to 

improve their academic and prol'essional qualifications, take control of their emotions and 

find ways of balancing between domestic and career work for them to achieve 

occupational career mobility. The study also recommends that husbands should support 

their wives in endeavours to achieve career mobility, the society needs to be sensitized 

to understand that women have the same capability as men. Schools need to nurture 

positive corporate cultures that view the women staff as equals to male counterparts. The 

government needs to adopt affirmative action to ensure that women are given a 

minimum of 30% proportion of slots in the higher ranks of the organisation. The 

government also needs to adopt family friendly laws that would allow for flex time, 

children day care facilities. This will give women flexible time to engage in work. 
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CHAPTER ONE: INTRODUCTION. 

1.1 Background of the study 

Women have remained under-represented m educational leadership globally Catalyst 

(201 0). The disproportionately low representation of women in the public primary school 

leadership is a problem that has persisted over time (Burke, 2009). This was 

demonstrated in a study of public primary schools in Illinois, Minnesota, and Wisconsin 

that was conducted in 1998-1999. Approximately 48% of primary school teachers in 

these three states are female, yet only 15.2% of them are head teachers (Broadbridge 

1999). The 4th World Conference on Women (1995) called for governments worldwide 

to "create a gender sensitive education system in order to ensure full and equal 

participation of women in educational administration and policy and decision making" 

(Beijing Declaration and platform for Action [BPA), (1995) Chap. IV : Article 82). The 

BPA Mission Statement asserts that equality between women and men is not only a 

matter of human rights and a condition for social justice, but also a condition for "people

centered sustainable development" (BPA, 1995, section 1) 

In many countries in Africa, concerns about gender disparities in education have focused 

on student performance, particularly "in terms of under-achievement of girls, differences 

in access at various levels of schooling, dropout rates in subjects taken and these have 

evoked a range of explanation and policies around gender gaps in educational outcomes" 

(Downing, 1995:61). However, the question of gender disparities in the leadership 

structures of schools and colleges has received little attention, despite the fact that "there 

is recognition in education of both the importance of equal opportunity and the strengths 

that women bring to leadership" (Downing, 2005). Over the years, and in the continued 
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commitment to removal of all forms of sex discrimination in the society, vanous 

governments world over have alluded to several national and international gender 

declarations and conventions. Among these are the 1965 Convention on the Elimination 

of all Forms of Racial Discrimination (CERD); the 1979 United Nations Convention on 

the Elimination of all Forms of Discrimination Against Women (CEDA W) and the 

National Gender Policy,2004). 

Kenya has an excellent record of promoting gender equity in all aspects of life, Kiboro 

(2008). The period from 1990 to the present has seen a rapid growth in the women's 

movement in Kenya. This has been evidenced by the encouragement of the establishment 

of Non-Government Organizations promoting women's rights and their physical and 

economic well-being and a number of female government mini sters vocal on women's 

issues, amongst other developments (Ibara, 1992). In the field of education, attention has 

focused on accelerating girls' full and equal participation and retention in schools through 

a number of initiatives including the Girls' Education Movement (GEM) and the National 

Strategy for Girls' Education in Kenya in combination with Universal Primary Education 

(UPE) providing both boys and girls with free primary education (Ministry of Education 

[MoE] , 1997). The National Commission for Gender and Development established in 

2003 under an Act of Parliament, was to look for ways to promote gender equality in 

Kenya. Women in leadership positions are those who occupy the highest position in the 

primary schools. They exercise the ultimate authority in the decision making in those 

institutions. It also includes female heads of departments in those schools. 
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1.1.1 Occupational career mobility 

Occupational career mobility is the frequent promotion within an organization. It is seen 

as a valuable indicator of career success and mobility, since it is important for an 

individual's climb up the corporate hierarchy. Kotter (2009) found that those headed for 

the top had usually been promoted out of their positions within 2.4 years. In similar 

studies, Heuseman and Hatfield (2009) found that a manager changes his job within a 

company on average 2.9 times during his/her career. Schein (2004) suggests three 

dimensions of occupational career mobility within a firm : increasing centrality and 

acceptance to the core organiza ti ona l membership; lateral movement across functions; 

and hierarchica l ascension, through promotions. Creedy and Whitfield (2000) argue that 

internal mobility has not been comprehensively researched and is difficult to measure. 

They point to the difficulty in measuring those kinds of mobility which result from the 

gradual accumulation of small changes in job duties with increased responsibility, and 

those which do not. This distinction is important because employees may experience the 

illusion of mobility when in fact their career is "blocked". Even the most cursory review 

of the careers literature reinforces the view that in order to fully understand the dynamics 

of career mobility it is necessary to distinguish between organizational and individual 

levels of analysis. At the organizational level the emphasis is on creating a suitable career 

system which co-ordinates staffing activities into a process that helps the firm adapt to its 

environment, Spile (2007). At the individual level the emphasis is on how people make 

sense of their own individual careers and where they fit into this organizational process. 

When careers are examined from the individual 's perspective it is important to recognize 

the distinction between the internal/subjective and external/objective meanings of a 
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career. Thi s di stinction has important implications for individual career outcomes and 

career development. Schein (2009) postulate that an individual's definition of a career, or 

the internal career, is a person's own subj ecti ve idea about work life and his/her role 

within it. For example, an individual who is considered to have achieved hierarchical 

success may not be sati sfi ed with his/her level of advancement, or an individual may not 

consider a move to a higher level pos ition if that pos ition is perceived (by him/her) to be 

a step backwards in the prestige stakes. Put another way psychological success (i.e. 

success in relation to one's own goal and va lues) is a major career motivator for most 

people. An obj ecti ve career on the other hand is defined by title, rank, salary level, fo rmal 

status, etc., all of whi ch are visible and defined externall y to the employee. Occupational 

career mobility has traditionally relied on cross-tabulations between the fi rst occupation 

and the occupation held at a later stage, for instance after ten years, or at the age of 35, or 

the occupation at the time of the interview. The underl ying assumption was that, at some 

stage of their careers, indi viduals reach a condition of "occupational maturity" after 

which intragenerational mobility becomes relati vely unlikely (Erikson, Goldthorpe 1992). 

In other wo rds, at this stage either job mobility occurs rarely. or it involves 

predominantly movements within the same social class. The status attainment approach 

analyzes occupational achi evement via structural equation modelling and uses continuous 

measures of occupational pos ition. but it shares a similar assumption with class analysis 

(Biau and Duncan 1967; Warren et al. 2002). Hence, both approaches usually involve a 

simple compari son between two points in time for the study of intragenerational 

inequality. We believe that this traditional" approach still holds heuristi c va lue, and we 

will use it in this work as a descripti ve tool to trace a preliminary, summary picture of 
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career mobility in contemporary Italy. However, this approach has been accused of being 

too static, and event history analysis has been proposed as an alternative strategy to study 

careers more dynamically (Blossfeld 1986; Carroll, Mayer 1987). In turn, this latter 

approach has been criticized in recent years because it tends to focus on single transitions 

(or, at best, on a small number of job trajectories), and techniques of optimal-matching 

and of sequence analysis have been proposed as more holistic tools that treat careers as a 

whole (Halpin, Chan 1998). The debate about the pros and cons of these more novel 

approaches remains open - not the least because the robustness of standard techniques of 

sequence analysis has been increasingly questioned (Wu 2000). Moreover, the data 

demands for these more recent approaches are far greater than for the mobility table 

approach, as the former require a longitudinal survey design.At any rate, in our view the 

key consideration of this methodological debate is that career mobility is a process, and 

that it needs to be analyzed as such. The standard table of intragenerational mobility 

attempts to capture in a single "snapshot" what is in fact a continuous, and possibly 

complex, process of career progression (Sorensen 1986). This work employs a relatively 

new tool to analyze dynamically careers advancement as a whole, namely growth curves 

models (Singer, Willett 2003). They can be described as the application of a multilevel 

framework to the analysis of repeated observations for the same individuals. In our case, 

the repeated observations concern the occupational position held yearly by respondents. 

In developing a theory of career mobility, Sicherman (2007) analysed theoretically and 

empirically the role and significance of occupational mobility (mobility with the context 

of moving up the hierarchy) in the labour market focusing on an individual ' s career and 

taking into account investment in human capital (education and professional training). 
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They propose that inter-firm career mobility ("promotion") is uncertain and subject to 

employer decision-making processes; the probability of promotion is a function of 

schooling, ability and job experience. The theory predicts that, given an occupation of 

origin, education and training increased the likelihood of occupational upgrading. It also 

predicts two opposing effects in relation to career mobility. On the one hand, since well

educated and trained workers can start their working careers at a higher-level occupation, 

their careers are likely to involve fewer distinct occupations than less educated workers. 

In addition, high-skill careers might involve fewer changes in tasks over time (fewer 

hierarchical movements are open to highly skilled specialists) and fewer changes of firm. 

On the other hand, more educated and trained workers, having started their career at a 

higher level, face longer career ladders and greater opportunities for hierarchical 

advancement. 

Employment in the teaching force has been seen to offer certain attractions over the other 

sector, some of which may have particular appeal to women. These attributes include 

high levels of job security and stability, substantial pension and fringe benefits like 

established work hour regimes with less pressure for overtime, and the measures to 

protect and equalize women 's employment which are ahead of the private sector. Despite 

the teaching often leading the way in terms of fair employment practices, as at 31 51 

December 1991 , married women teachers were not entitled to the housing allowances and 

medical benefits offered to the male colleagues ( Olewe- Nyunya, 1992). Occupational 

career therefore aims to ensure that the organization's needs for leadership succession 

are satisfied, to provide them for whatever level of responsibility they have the ability to 

reach, and to give individuals with potentials the guidance and the encouragement they 
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need if they are to fulfill their potential and achieve a successful career with the 

organization in tune with heir talent and aspirations (Konig, 2003). 

1.1.1.2. Women and the Leadership Paradigm 

Under-representation of women in pos itions of senior management within Educational 

Institutions continue to be a matter of concern, particularl y as the teaching force is largely 

dominated, by women (S huttleworth , 2003). For instance, despite variations in the pattern 

of representation of women in pos itions of educational leadership across Europe, what is 

common is that educational leaders are predominantly male, and women seem to be 

under-represented at managerial levels in virtually all countries (schein, 2006). Thi s is 

despite the fac t that women have shown themselves to be ex tremely capabl e educational 

leaders (Roseinbaum, 2009), and there is little doubt that many women have a great deal 

to contribute to the changing practi ce of educati onal management in response to the 

radical global restructuring of education (Parpart, 2005). 

A study to identi fy profess ional and personal characteri stics, and styles of leadership in 

order to develop profiles of six outstanding female superintendents in Texas by Funk in 

2004 established that leadership characteri sti cs of outstanding superintendents included 

being brave, caring, creati ve, courageous, committed, confi dent, energetic, healthy, 

honest, industrious, introspecti ve, intuiti ve, knowledgeable, open-minded, passionate, 

pragmatic, refl ecti ve, responsible, ri sk-taking, trustworthy, and be ing well -informed. 

Qualities needed by successful superintendents included character, integri ty, vision, 

courage, and pass ion. Criti cal skill s for female superintendents were visioning, 

determining the real needs for their di stricts, communicating, hiring the right people, 
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delegating, developing team support, working effectively with people, and producing 

meaningful and lasting change (Funk, 2004 ). Female attributes of nurturing, being 

sensitive, empathetic, intuitive, compromising, caring, cooperative, and accommodative 

are increasingly associated with effective administration. While these characteristics are 

innate and valuable, women possessing the qualities of a good leader still face higher 

attrition and slower career mobility (Meso, 2006). Rosener (as cited in Wood, 1997) adds 

that women will succeed to executive levels because of not in spite of certain 

characteristics generally considered to be feminine and inappropriate in leaders. 

1.1.2. Public Primary Schools in Maranda Division-Siaya County. 

ln Kenya, there are two types of schools that are formally recognized, inter alia 

public/government and private schools. Public/government schools constitute the largest 

proportion of schools in the country. The distinctive feature of these schools is that the 

government is responsible for payment of teachers ' salaries and provides subsidies in 

terms of textbooks and school feeding. They also receive support in terms of supervision, 

curriculum development, pedagogical development and in some schools the nonteaching 

staff salaries are met by local authorities (city or county councils). Most of these schools 

were initiated through the Harambee (self-help) initiative but were later taken up by the 

government. Community involvement consists of construction of school buildings, 

salaries for non-teaching staff and other operational costs. These schools compete 

favourably with private schools for the same pool of pupils. These shools submit their 

periodic staffing returns to the ministry of education offices. 
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According to TSC (2005), promotions of teachers from one grade to another are governed 

by the relevant schemes of service and such teachers may be deployed by the commission 

in administrative posts such as principals. Thus any teacher who wishes to be considered 

for promotion should apply when the commission advertises the posts by completing the 

relevant form prescribed in their schedules. 

Maranda Division is found in Bondo District in the larger siaya County. The division is 

made up of 3 zones namely Barkowino, Maranda, Aila, There are 51 public primary 

schools in Maranda division (see Appendix 11 ). All the above schools offer the 

government curriculum of Eight Four Four, that is Eight years in primary, four years in 

secondary and four years in university. 

1.2 Statement of the problem. 

Gender disparities in employment opportunities is a real challenge to development. 

Women must be present in leadership positions in education systems worldwide to 

provide a gendered perspective on educational change and development, and to ensure 

social justice through gender equity at leadership and decision making levels, Kiboro 

(2008). The 4th World Conference on Women ( l 995) called for governments worldwide 

to "create a gender sensitive education system in order to ensure ... full and equal 

participation of women in educational administration and policy and decision making" 

(Beijing Declaration and Platform for Action rBPA] , 1995, Chap. IV , Article 82). The 

BPA Mission Statement asserts that equality between women and men is not only a 

matter of human rights and a condition for social justice, but also a condition for "people

centered sustainable development" (BPA, 1995, section I). 

9 



Despite their growing participation in the workplace, there are still very few women in 

the top echelons of public decision and policy making positions in Kenya (Suda,2002). 

This may be much the same in school headship. As a member of the United Nations and 

the International Labor Organization, the Kenya government is obliged to align its 

policies with the International standards and requirements on gender. Such policies are 

examined below. 

In the year 2006, the government that henceforth, all appointment in public service were 

to be reserved for women .The directive was intended to create equity in employment of 

men and women and promotion to senior positions in the public sector (Gender and 

Governance Programme, 2010).This policy deliberately attempts to reform or eradicate 

discrimination on the basis of color, gender, creed and geographical locations. Its 

intention is to provide equal opportunities to all competing groups in the society, 

including women. But while it has been hailed as a milestone in eradicating 

discrimination and reforming the education sector, its results remain a contested terain. 

The percentage of African women in school administration has barely risen(Suda,2002). 

Some people have attributed the policy 's failure to the fact that it is a quota filling but not 

a development-oriented exercise. Further more, some African governments are not 

committed to the cause of women. Thus there is need for deliberate political will by 

African government to implement the conventions and protocols that address gender 

issues. Strategic goal number I of the Beijing platform implored governments ' to commit 

themselves to establishing the goal of gender balance in government bodies and 

committees, public administrative entities, measures to substantially increase the number 

of women, to achieve equal representation of women through positive action in all 
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government and public administration positions' (Makura, 2000). The eight Millennium 

Development Goals (MDGs) which range from halving extreme poverty to halting the 

spread ofHIV/AIDS, promoting gender equality and empowerment of women, providing 

universal primary education, reducing child mortality, improving maternal health, 

ensuring environmental sustainability, creating global partnership for development, all by 

the target date of 20 15-form a blueprint agreed to by all the world's countries and all the 

world ' s leading development institutions. The Kenyan government has the obligation to 

align its laws with the international standards and requirements of the goal number 3 of 

the MDGs, which emphasizes on the promotion of equality and empowerment of women. 

This goal aimed at eliminating gender disparity in primary and secondary education, 

preferably by 2015 (Government of Kenya, 2005). It mu t be understood that historically, 

education in Sub-Saharan Africa and even Asia was initially available only to males. This 

then entails that women were from the onset disadvantaged in the formal employment 

sector since jobs in this sector are mainly negotiable through acquisition of education and 

skills. It has been reported that even in Latin America where the expansion of educational 

system started earlier, women were denied formal education during colonialism but often 

received instructions to enable them perform domestic tasks and raise their children 

(Avalos, 2003). Women 's inadequate access to education has been seen as the source of 

the various discriminations that they suffer today (Afigbo, 1991 ). 

The Constitution of Kenya (20 1 0) guarantees the right to equality for both men and 

women. Equality under Article 27 (2) is defined to include the full and equal enjoyment 

of all rights and fundamental freedoms. Article 27 (3) asserts that women and men have 

the right to equal treatment, including the right to equal opportunities in political, 
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economic, cultural and social spheres. Furthermore, the scope within which women and 

men are protected from violence has been widened to include the private spheres (Article 

29 (c)). The establishment of a Kenya National Human Rights and Equality Commission 

enhances the framework for the promotion of gender equality and equity and in 

coordinating gender mainstreaming in national development (Article 59). The State has 

also been limited in terms of discriminating any person on any ground such as race sex 
' ' 

pregnancy, marital status, health status, ethnic or social origin, color, dress, language or 

birth (Article 27 (5)). In Article 27 (6), the State is charged to take legislative measures 

such as affirmative action programmes and policies designed to redress any 

disadvantages suffered by individuals or groups because of past systematic 

discrimination. 

A number of related studies have been done on the factors influencing occupational 

career mobility of women. Such studies include kiboro (2008) who mainly focused on 

the factors influencing upward mobility of women in the microfinance institutions 
' 

Mathenge (200 1) on the characteristics associated with upward mobility of women in the 

banking sector, Maina(20 1 0) who studied factors affecting career mobility of women to 

executive positions in the kenyan civil service, Meso (2006) who studied the tactics 

adopted by female managers in Kenya's energy sector to deal with the unique challenges 

they face because of their gender. No similar study has been done on the public primary 

schools and this study will address that knowledge gap. It is in this light that the reseacher 

seeks to find what is happening in Maranda division, Siaya County, in Kenya, guided by 

the question: What are the factors influencing occupational career mobility of women in 

public primary schools in Maranda division, Siaya county in Kenya? 
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1.3 Objective of the study 

To determine the factors that influence occupational career mobility of women in public 

primary schools. 

1.4 Significance of the study 

It will assist the Government in formulating policies and regulations on gender issues in 

Kenya. The outcome of the study will be used by academicians to understand the causes 

of low mobility of women towards leadership in public instiotutions. The study will also 

help the common man to change their attitude towards their female counterrparts. The 

study is also meant to be a wake up call to women workers to take up leadership 

position in public and private organizations. 
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CHAPTER TWO:LITERA TURE REVIEW 

2.1 Career development 

Career means the progress and actions taken by a person throughout a lifetime, especially 

those related to that person's occupations. A career is often composed of the jobs held, 

titles earned and work accomplished over a long period of time, rather than just referring 

to one position. In general , developmentalists discuss careers as being comprised of 

different stages, beginning with "pre-entry preparation" through "retirement." Among 

others, Shuttleworth ( !992), has contributed to the literature in this area. As 

organizations change, so do career trajectories. Career development is a lifelong process 

(Oilenburge & Moore 1992) that occurs in stages . According to vinicombe & Colwill 

(1995), individuals experience approximately five stages of career development. The 

teens and twenties are a period of exploration and trial , in an attempt to establish and 

settle down with a job. As an individual enters his/her thirties, they begin to experience 

growth, establishing and advancing their career within an organization. By mid-forties, 

the third stage of career development presents three different paths an individual 's career 

may follow. From this point, a career can continue to experience growth, plateau, or 

begin its decline. Ultimately, decline will be the final stage of development, as 

individuals conclude their occupational career and begin to prepare for retirement. One's 

career path can be dictated by either intrafirm career mobility (determined by the 

employer) or interfirm career mobility(determined by the individual) (Walters & Mason, 

1994). The career mobility theory poses that an individual's career mobility is a function 

of education level, abilities, and length of experience (Walters & Mason, 1994). Walters 
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& Mason found that the higher the probability of promotion, the greater the possibility of 

quitting if promotion is approved. Further among individuals who are not promoted, 

those with a higher probability of promotion are more likely to quit the firm (Walters & 

Mason, 1994). Being over-educated allows individuals to start higher on the ladder, 

however they will have fewer career opportunities long term. At the same time some 

over-educated individuals are over qualified for the occupation, thus hindering their 

career upgrading. Additionally, Sicherman and Galor found that the rate of career 

mobility decreases with time in the labor market, thus individuals with higher levels of 

experience are more likely to be mobile within the firm than across firms. However, 

within the firm, tenure has a positive effect on the individuals ' career mobility. This 

theory played a major role in investigating the career mobility of women working in the 

administration of campus recreation. 

The constitution contains extensive gender provisions designed to equalise men and 

women's status. Kenya is a signatory to the Convention on the Elimination of All Forms 

of Discrimination against Women (CEDA W), adopted in 1979 by the UN General 

Assembly, and spearheaded the Nairobi Forward-Looking Strategies for Women 

initiative in 1985. As part of the 2000 National Gender Policy, a National Commission on 

Gender and Development was enacted through an Act of Parliament in 2003. The 

constitution expands the country's existing commitment to gender equality. ft protects 

gender equality in land ownership with provisions that counter customary-law restrictions 

on women's land ownership. Only 4% of current land owners are women. The 

constitution also guarantees representation for women by reserving seats for them in the 

Senate and the National Assembly. Article 27 (8) requires the State to implement "the 
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principle that not more than two-thirds of the members of elective or appointive bodies 

shall be of the same gender." 

Various national , regional and international conventions and documentation have 

emphasised that enabling the population, regardless of gender to actively participate in 

social and conomic wellbeing is critical for long-term and sustainable social, political and 

economic development of any society. fn Kenya, gender equity has taken centre stage 

resulting in the development and enactment of various legal and policy interventions 

including enactment of the National Commission on Gender and Development Act in 

2003 and subsequent establishment of the National Commission on Gender and 

Development in November the same year; introduction of gender desks in key parastatals 

and police stations; the introduction of the women 's enterprise fund; the passing of the 

National Policy on Gender and Development in 2006 and the 30% presidential decree on 

affirmative action in public appointments, among others. Although, females constitute 

51% of the population in Kenya, gender disparities are still persistent in most sectors. 

Gender inequalities can be attributed to limited access and control over productive 

resources, access to financial services, insufficient access to education, lack of skill , 

limited access to technology, cultural impediments and other constraints limiting 

employment options and participation in decision making. All these serve to seriously 

constrain women's ability to effectively participate in and benefit from economic 

development. Government and non governmental organizations must mobilize the 1979 

United Nations Convention on the elimination of All Forms of Discrimination against 

Women in order to accelerate the process of legal equality between men and women and 

to make legal literacy a priority around the world. The tide of democratization sweeping 

16 



over much of the world could well serve as a catalyst fo r enfo rcement of gender equality, 

if enough pressure is brought to bear upon the governments fo r stricter adherence to 

already existing laws and conventions and if the challenge is answered (UN Secretariat, 

199 1). 

In order to establish an internationally recognized legal framework fo r gender equality, it 

is essential to all countries to rati fy and implement the convention on the elimination of 

all forms of discrimination against women. Thi s is an important commitment, for as the 

Nairobi Forward looking strategies pointed out "legislative enactment is only one element 

in the struggle equality, but an essential one as provides the legitimate bas is for action 

and acts as a catalyst for societal change" (Matti s, 1995). Sex stereotyping, poss ibly the 

most effective propaganda instrument of the patriarchal status quo, is among the most 

fi rmly entrenched obstac les to the elimination of di scrimination and is largely responsible 

for the denigration of the role and potential of women in society. Traditional male/female 

roles have been deeply ingrained and glorified in language, education, the mass media, 

adverti sing and the arts to such an extent that even women have become desensitized to 

their inferior portraya l (Anker, 2005). Last ly but most important, legal reforms have often 

been adopted in a vacuum, without actually involving concerned or mobilizing public 

opinion as a whole. As a result, many women, parti cul arl y in the developing world , are 

not even aware of their rights or the lega l and administrative process we ll enough to be 

able to exercise those ri ghts (Melamed, 1996). 
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2.2 Factors influencing occupational career mobility of women 

Absence of women in decision-making positions stems from variety of factors. 

According to Neidhart and Carlin (2003), barriers to women's leadership can be 

categorized into: barriers stemming from socialization and stereotyping; individual ; and 

organizational barriers. Women have also lagged behind men in education (UNESCO, 

2000). Ernest (2003) adds that "glass ceiling" is the most important reason for women's 

under-representation in leadership positions. A major obstacle for women who aspire to 

achieve a leadership position is the presence of constraints imposed upon them by 

society, the family, and women themselves. Females are often thought of as being 

dependent, passive, fragile, non-aggressive, non-competitive, inner-oriented and 

supportive. While some attitudes are progressively turning to favor women, others remain 

as true obstacles to women. Discrimination against women and failure to recognize the 

value of their contribution to society has been common in both developed and developing 

countries, particularly before the Second World War. Cultural beliefs and traditional 

prejudices often reinforced by laws resulted in their having less access to resources, lower 

income, less access to credit, education, employment and decision-making positions 

(Lynn, 1991 ). 

2.2.1 Poor participation by women in education 

Many developing countries have had very low girls ' participation in education making it 

less plausible for many women to be able to acquire the skills, training and competencies 

necessary for professional and managerial positions in education. Historically, women's 

education was always geared towards domestic and reproductive roles. Girls were taught 
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sewing and domestic sciences. Even when the curriculum was revised and diversified 

girls gently cajoled selecting arts and commercial subjects instead of science subjects 

(Melamed, 2006). ). Education is seen as having little relevance to the future roles 

envisaged for daughters in developing countries, including South Asia, Uganda , 

Pakistan, and other countries (Burke 2000). One woman student teacher in Nepal wrote 

that it is often heard that "we should not educate our daughters. They will be spoiled by 

education. They have to work inside home. They have to go in another' s house and do 

the same thing" (Schein,2003 , p. 166). ln Uganda, parents ' insufficient finances to pay 

for their children 's education, poor physical environment (e.g. inadequate toilet facilities 

and dormitories), and few role-models provided by women staff contribute greatly to 

girls dropping out in the last year of the primary education (Anker, 2005). Olewe

Nyunya (1992) explicitly maintained that women's career advancement is impeded due to 

discrimination experienced in families against girls ' education. As Izraeli and adler 

(1994) point out, despite women's investment in their own education, their commitment 

to leadership and career development is still minimal ,and even today women hold no 

more than a small fraction of leadership posts. As Schein (2003) states categorically, in 

most countries "to think a school head master is to think male". What more, 50 per cent 

of women who attain leadership posts do so through personal contacts with men 

(Davidson & Cooper, 1992). 

Educating women is beneficial at the national , community, family and individual level. 

With even basic education, individual women effectively engage in economic activities 

and thus contribute to greater national productivity. At family level, educated women 

have reduced fertility rates, brought up healthier, better educated children, and reduced 
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infant and maternal mortality rates. At the society level, educated women participate 

more in development activities as well as in political and economic decision making 

processes (Republic of Kenya, 2007). However for one to occupy top leadership and 

leadership positions one needs higher education. One fact that is evident from various 

research findings is that the higher the level of education, the wider the gender gap. 

Studies by Nzomo ( 1990), Manson ( 1991 ), and Kiapi (1995) all agreed that the higher 

the level of education, the wider the gender gap in favor of males. 

2.2.2 Societal attitude towards women leadership 

Anumber of challenges faced by women in leadership is to do with male attitude towards 

their leadership. Men misjudge women's abilities to do good leadership. Men feel that 

women should be at home submissive and obedient to their husbands. The training 

accorded to them by the society therefore is for the home. Even those whose educational 

training and ambition have accorded them promotion to top managerial positions, are 

caught between the conflict of domestically, un-supportive husbands who are affected by 

inferiority complex (Marshall , 1984). Parpart ( 1981) argue that in the eyes of authority, a 

good manager is still predominantly perceived as male. Other people believe in 

stereotypes, and do not want work with or for women. If they have to, they make life 

difficult for women. Studies show that reluctance to employ women as managers is the 

claim that "other people" do not want to work for or deal with women at work. A 1991 

survey done in Sierra Leone on attitudes of people towards women executives revealed 

that two thirds of men and almost one-fifth of women feel uncomfortable working for a 

female boss (Mason, 1991 ). A serious impediment to women holding top executive 

positions is their own outlook and attitudes. Unlike their male counterparts, women are 
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restricted from lobbying or networking in clubs or over a pint of beer, for top positions. 

Most women do not assert themselves or are not aggressive enough. They fear being 

described in masculine terms. As a result they lack self confidence, fear of risk-taking 

and fear of criticism act as barriers to impede them. (Powell et al., 2002) 

2.2.3 Organizational culture 

The cultures of organizations have been shaped by men (Melammed,1996). According to 

Shakeshaft (as cited in Tripses, 2004), while there are differences among societies and 

culture, in all cultures men and women divide labor on the basis of their sex and male 

tasks are more valued than female tasks. This male world view, called androcentrism, 

elevates masculine pursuits to ideal while female values, experiences and behaviors are 

viewed as inferior. The resultant is that men are considered to be experts while women 

have to prove that they are (Ely, 2001 ). The way power and authority are defined and 

exercised in organizations are related to the andocentric world. 

2.2.4 Gendered cultural and social values 

A major obstacle to women's access to leadership positions 111 school refers to the 

cultural and social structure that bifurcates the society into male and female arenas. 

Entrenched norms inscribed in the culture of many developing countries (such as, 

Turkey, China, Islamic countries) attribute certain tasks and spheres of responsibility to 

each gender, assuming that one must behave in accordance with the social expectations of 

one's gender (Catalyst, 200"). Leadership positions, in this sense, "belong" to male 

members of the society and women should refrain from attempting to attain this kind of 
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position. Otherwise they are susceptible to various social sanctions, such as reduced 

chances to marry (Gallos, 1989). ln the traditional Chinese culture, for illustration, 

women have always been in the submissive roles both at home and in society (Hewlett, 

2002). The cultural and social assumption that women are less strong than men and 

therefore cannot hold managerial positions is common in many developing countries 

(Kiapi , 1974). Schein (2003) explains: In Nepalese society, women are in many cases still 

chained to the house, which is seen as the space where they may obtain ritual and 

spiritual purity. If a woman obtains this purity, which many still believe to a significant 

degree can only be achieved in the home, through domestic activities, then, she can 

evolve to the next spiritual plane, that is, can be reborn as a man . The barriers to career 

advancement experienced by women in developing countries seem to be determined by 

specific cultural and religious beliefs and values that define femininity in terms of 

marriage, housekeeping and child-raising. Pakistani women principals ' lack of power 

illustrates this situation; in most of the non-government schools in this country the 

principals are women, but the power of the governing boards is predominantly in the 

hands of men (Zaleznik, 2004). 

2.2.5 Corporate culture 

Corporate culture is the collective way things are done around the organization.It 

involves a learned set of behaviors that is common knowledge to all the participants. 

These behaviors are based on a shared system of meanings which guide our perceptions, 

understanding of events, and what we pay attention to . One aspect of Corporate culture is 

the "glass Ceiling" 
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The inception of this term "Glass Ceiling" (Introduced by Hymowitz and Shellhardt), 

dates back to a 1986 wall street journal report. This situation is referred to as a "ceiling" 

as there is a limitation blocking career advancement, and "glass" (transparent) because 

the limitation is not immediately apparent and is normally an unwritten and unofficial 

policy. The "glass ceiling" is distinguished from formal barriers to advancement, such as 

education or experience requirements (Kiboro, 1992). 

Glass ceiling indicates the obstacles confronted by women, who aim for the senior level 

berths and higher compensation packages in various government and non-governmental 

organizations. There are two different views that are put forward for the existence of the 

glass ceiling, that is as to why women face obstacles in their path of claiming top notch 

corporate positions (Davidson and Cooper, 1992). This perspective holds the 

characteristics personality traits of women responsible for the obstacles that they face in 

the path of their professional progress. It refers to the behavior of women in their 

organizational space and dealing with organizational dynamics to be of outmost 

importance. It is debated that women are inherently less ambitious and steer themselves 

to lower ranks at workplace. Unlike their male counterparts they have a value system that 

holds the job profile and the associated challenges in greater esteem than the position. 

2.2.6 Organizational socialization 

Organizational socialization is the process by which new leaders become integrated into 

the formal and informal norms, as well as the unspoken assumptions of a school or a 

district. Because traditional stereotypes cast women and minorities as socially 

mcongruent as leaders, they face greater challenges becoming integrated into the 
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organization (Hart, 1995). The 1985 Handbook for Achieving Sex Equity through 

Education reported, "socialization and sex role stereotyping have been potent obstacles to 

increasing women's participation in the management of schools" (Shakeshaft, 1985, p. 

127). Brathwaite ( 1986) attributed women's failure to advance to upper-level leadership 

positions in schools to oversaturation with the "cultural message of female inferiority 

within male systems" (p. 16). This marginalization results in women not only being 

expected to "behave like men," but also on being judged on how "womanly" they are. 

Since the mid 1980s, studies have continued to report that women believe that negative 

stereotypes of women by school authourities are a barrier. Reportedly, some persistent 

stereotypical and inaccurate views held by gatekeepers about women are their perceived 

inability to discipline students, supervise other adults, criticize constructively, manage 

finances, and function in a political frame (Folmar, 1989; Johnson, 2003; Lutz, 1990; 

Rossman, 2000). Young and McLeod (200 I) stated, "many school board members, 

search consultants, search committee members, practicing administrators, and private 

citizens continue to believe old myths that have prevented women from becoming 

educational leaders in the pa t" (p. 494). Assumptions about appropriate activities relate 

to concerns about whether or tiot a woman can do the job. For example, the school board 

may lack confidence in a female uperintendent's competency to oversee the construction 

of a new building, and when she completes the task successfully the board is surprised. 

Logan (1999) also found that women were still perceived as Jacking the ability to handle 

discipline at a secondary school. Skrla eta!. (2000) reported that school boards and other 

dministrators believe that women are malleable. The authors described malleable 

personalities as referring to school board perceptions of women superintendents as easy 
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to direct just because they are female. If women turn out not to be malleable, the reaction 

is much more negative for women than for men because women are violating expected 

norms. 

2.2.7 Gender discrimination 

Generally speaking, studies conducted in developing countries reveal a wide variety of 

discriminative behaviors towards women in educational administration. Male teachers are 

preferred by authorities to hold educational leadership positions in many developed and 

developing countries (Crutcher, 2003). Women and men with the same educational 

qualifications reach different levels in occupational status; the men having easier access 

to formal sector employment, managerial and technical jobs or entrepreneurship 

(Fower,2000). One reason for this discrimination relates to many men 's vested interest in 

holding onto power and authority rather than sharing it with women (Gellar, 2004), as 

well as men 's tendency to hire people who look, think and act like them, i.e. male 

teachers. Similar experiences are reported about minority women administrators in the 

US (Burnard, 2000). Women teachers in Nepal, though, are fully aware of female 

dehumanization on the path to development (McCormack, 1995). Women remained 

scantily represented in industries like engineering, mining, transportation and 

manufacturing (Mitchell. 1993). Women have proved themselves competent but they are 

still under-presented in positions of top leadership. Women were able to identify certain 

gender-related hurdles. Most prominent was in coping with the dual responsibility and 

demands of family and office. Child bearing, child care and demands of husbands of 

hu bands created problems which necessitate coping mechanisms. Also important in the 
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corporate situation is the male negative attitude. This usually present a serious problem as 

men control power, this therefore necessitate women to prove themselves over and over 

again (Montenegro, 1993). 

2.2.8. Individual factors 

Individual factors looks to women as the cause of their under-representation because it 

argues that women are not assertive enough, don' t want power, lack self confidence, are 

unwilling to play the game or work the system, don ' t apply for jobs and even when in a 

job, they don ' t apply for line positions (Tallerico & Burstyn as cited in Konig,2003). 

However research by Ruderman (as cited in Brockbank & Aireyn, 1994), suggested that 

some women in leadership carefully assess career decisions in the light of their own 

values and beliefs. For these women the barrier was not lack of confidence, but rather an 

informed choice based on knowledge of what is imp01iant to them personally and the 

extent to which they are authentic. Another individual barrier is other directedness. 

Women are generally more concerned than are men about how they are perceived by 

others in their group. Other individual barriers according to Burke (2000) include: the 

tendency among women to avoid where they risk facing criticism or receiving negative 

feedback; fear of failure and hence a reluctance to voice their opinions; excess 

responsibilities and fear of conflict and loneliness; self-doubting; and a different 

(feminine) style of leadership. 
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2.2.9 Lack of support and stereotypes 

Lack of support fro m family members and the institutional context was found to be one 

of the causes of under-representation of women in schoo l headship. The central issue in 

such a situation is that males who are socialized to have an upper hand in a patriarchal 

society tend to exclude women fro m areas of power. According to thi s model, those in 

power, mainly men, tend not to support women fo r leadership roles, whether in the family 

or in the workplace. 

In describing the gender role inequalities, Traves & Tomlinson(l997:43) explains the 

matter in terms of the "di scrimination model" where one group excludes the other. To 

make matters worse these stereotypes influence both men and women equall y and, in the 

process, the family members and those in charge of promotions. In such a situation, the 

fo llowing questions ari se: If family members and those responsible for promotion are 

also subj ected to gender role stereotypes, will they support promotion of women at the 

workplace? The answer is that women would not get the support for promotion to school 

headship. For example, Pratchet & Wi ngfield ( 1996:4 1) observe that, "stereotypical 

attitudes have a negative influe.nce on the selection, placement and promotion of women 

to managerial positions". In brief, because women are sociali zed into a society where 

patriarchal relations predominate, they have li mited individual choices about their career 

progress. For example, " if a woman has all the qualities required for promotion, but 

selectors think that the woman's place is to be in the home looking after her children and 

that perhaps mothers make unre liab le wo rkers, then individual worth will not be taken 

into account suffic iently" (Parpart, 198 1 :4 1 ). In fac t, some participants in this study 

pointed out that when they attended interviews, almost all the interviewers were men. 
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One may ask: Would such a panel eas ily appoint women? Obviously not, because women 

applicants would not fit into the "old-boys" network or the "buddy system" of such 

circles. 

2.2.10. Family roles and stereotypes 

Women teachers' prefer to be near the home and the family at the expense of their own 

promotion to headship positions (Shakeshaft 1989). The idea that women have the 

' natural" role of looking after children, husbands and the home takes precedence over 

their career advancement. This may be due to the subtleness of stereotypes. It is argued 

that stereotypes "naturalize" inequalities by presenting subordinate groups negatively as 

inferior, undesirable or threatening ( Shuster 1993). Thus due to their subtleness and 

"natural " appearance, stereotypes are likely to be difficult to eradicate (settle & Alreck, 

1999). Women's prioriti zation of famil y roles at the expense of their career advancement 

is not new. For example, Schein(2006) observes: "culturally defined, desirable feminine 

behaviour was nurturing and caring for others, plac ing importance on relationships and 

the quality of life". This may be the reason why women teachers in this study gave 

preference to the family roles rather than to their own career advancement and so 

shunned applying for posts especiall y those far away from their famili es. Parpart (2005) 

referred to women's perceived role of family ca re as the "woman's place" model. The 

role is driven by conformity with social norms and stereotypic gender roles among others. 

All thi s is maintained by "the sociali za tion and ex-role stereotyping" which explains 

why women do tend not to associate themselves with school management (Powell & 

Butterfield , 2002). 
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CHAPTER THREE:RESEARCH METHODOLOGY 

3.1 Research design 

This study employed descriptive cross - sectional census survey design. This design is 

appropriate because there was no manipulation of any variables but just a description of 

the existing nature of things, and relational analysis. (Cooper and Schlim1dler 2008) 

3.2 Population 

The population of the study consisted of all the 148 female teachers in the 51 public 

primary schools in Maranda division. 

3.3 Data collection 

The data was collected using semi - structured questionnaire. The questionnaire was 

divided into two sections; Section A sought to establi h the demographic characteristics 

of the respondent, and Section B will sought to establish the factors influencing 

occupational career mobility of women in public primary schools. The respondents were 

the female teachers in the 51 public primary schools in Maranda division. The 

questionnaires were administered using "drop and pick" later method . 

3.4 Data Analysis 

Descriptive statistics and measures of central tendencies was used to analyse the data. 

The mean scores were be used to rank the variables in order of importance to the 
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occupational career moblity of women to leadership position in public primary schools. 

Factor analysis was used to reduce each scale to a small number of underlying factors. 

30 



CHAPTER FOUR: DATA ANALYSIS, RESULTS AND 

DISCUSSION 

4.1 Response rate 

The study targeted a total of 148 female teachers in the 51 public primary schools in 

Maranda division. The study managed to obtain the response of 139 out of the expected 

148. The remaining 9 were unavailable due to varoius reasons. The study was therefore 

able to attain a 93.29% response rate which is adequate enough for a study to continue 

(Cooper and Schlinndler, 2008). 

4.2 Demographic characteristics of the respondents 

The study captured demographic characteristics of the respondents, including the age, 

level of education, number of years in service, marital status and job group of the 

respondents. 

4.2.1 Age of respondents 

The study investigated the age distribution of respondents and presented the distribution 

as shown in figure 4.1 below. 
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Figure 4.1: Age distribution of respondents 
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From the resuts in figure 4.1 , the age distribution of respondents appeared to follow a 

normal distribution as the mode of respondents were concetrated in the middle ages. For 

instance 28 (20.14%) respondents were less than 30 years, 42 (30.22%) respondents were 

aged between 30 and 39 years, 56 (40.29%) respondents were aged between 40 and 49 

years and lastly 13 (9.35%) respondents were aged between 50 and 59 years. 

4.2.2 Level of education 

The level of education of is a very good pointer into a persons ability to progress in the 

work. The study investigated the level of education of the female teachers sampled in 

the study and presented it in figure 4.2 below. 
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From the results in figure 4.2, a total of 79 (56.83%) respondents had secondary 

education as the highest level, 42 (30.22%) respondents had diploma certificate, 12 

(8.63%) had bachelors degree and 6 (4.32%) had masters degree. Since a majority had 

secondary education it can be established that most teachers were at the lowest level of 

education that was of interest to this study. 

4.3.3 Number of years in service 

The study investigated the number of years in service of the respondents and presented 

the results in figure 4.3 below. 
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Figure 4.3: Years in service 

The study found that a majority of respondents fall between 10 and 14 years in service. 

A total of 63 (45.32%) had between 10 and 14 years, 35 (25.18%) had between 5 and 9 

years, 11 (15.11 %) respondents had between 15 and 19 years in service. Few respondents 

on the other hand had less than 5 years or over 20 years in service. 

4.3.4 Marital status of the respondents 

The marital status of the respon~ents was also investigated and presented in figure 4.4 

below. 
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From the results in figure 4.4, 69 (49.64%) respondents were married, 46 (33.09%) were 

single and 24 (17.27%) were widowed. The conclusion here is that a majority of the 

women are married. 

4.3.5 Job group of the respondents 

The study investigated the job group of respondents. Figure 4.5 gives a presentation of 

the job groups of the respondents. 
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Figure 4.5: Job group of respondents 
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From figure 4.5, 69 (49.64%) respondents were P1 teachers, 42 (32.22%) were ATS - 4, 

14 (10.07%) were ATS - 3, 7 (5 .04%) were ATS - 2, 6 (4.32%) were ATS - 1, and lastly 

just one teacher was a teacher graduate - "M". This results show that very few female 

teachers had achieved the higher job groups. 

4.4 Factors that influence occupational career mobility of women in 

public primary schools 

A list of 14 factors that are generally perceived to influence occupational career mobility 

of women were presented to the respondents. They were asked to rate on a scale of on 1 

to 5, the extent to which each factor influenced their occpational career mobility, and 

where 1 represented 'not at all' , 2 represented 'to ales extent', 3 represented ' to a 

moderate extent' 4 represented ' to a large etent' and 5 represented 'to a very large 

extent' . The generated meanscores are presented in table 4.1 below. 
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Table 4.1; Mean Scores of the ratings of factors influencing occupational career 

mobility of women in public primary schools. 

Factors influencing women ' s occupational career mobility in public primary schools. 

Cl.) 
..... 
0 
() 
VJ 

§ 
Cl.) 

~ 

4.14 
Male dominance 

3.24 
Male attitude towards women 

4.27 
Gendered cultural and social values 

Un-supportive husbands I inferiority complex 
3.71 

Gender discrimination 4.36 

I--

3.727 
Lack of self control (being emotional) 

Women's own attitude (lack of self confidence, fear of risk taking, fear of critic ism, fear of 
3.576 

competition) 

Inability to balance domestic and work demands 
3.71 

-
Lack of support and stereotypes 4.144 

-
Lack of family friendly laws that would for flex time, 

4.137 

I--

Corporate culture 
3.62 

Organizational socialization processes 
4.094 

-
Lack of adequate academic qualifications 

4.14 

r-

Lack of professional qualification 
3.71 

-
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The factors were put in seven categories namely- corporate culture(which included 

corporate and male dominance), poor participation by women in education ( which 

included Jack of adequate academic qualification and lack of professional qualifications), 

male attitude towards women, gendered cultural and social values (which included 

cultural and social values and unsupportive husbands suffering from inferiority complex), 

organisational socialisational process (which had socialisation processes and gender 

discrimination), family issues (which included lack of support and stereotypes, inability 

to balance domestic and work demands, lack of family friendly laws that would allow for 

flexible time, children day care facilities etc), women individual factors (which had 

womens' own attitude- Jack of self confidence, fear of risk taking, fear of critism, fear of 

competition etc), and their meanscores discussed as below. 

4.4.1 Corporate culture 

Most of the respondents indicated that corporate culture and male dominance influenced 

their occupational career mobility in their workplace with a mean of 3.62 and 4.14 

respectively. These two factors are therefore seen to influence women occupational 

career mobility of women significantly. The findings concur with Davidson and Cooper 

(1992) who noted that women are normaly relegated to less ambitious and lower ranks at 

work places unlike their male counterparts. It also concure with the findings of Ely 

(200 1) who noted that men are normally concidered to be experts while women have to 

prove that they are. 
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4.4.2 Poor participation by women in Education. 

Lack of adequate academic and professional quali ficat ion with mean scores of 4. 14 and 

3. 71 respecti vely were found to negati vely influence occupational career mobility. 

These findings concur with Brockbank and Airey (1994) whose findings indicated that 

most top managerial jobs need a very high level of qualifications that only educated 

women can apply tor. It also concur with the findings of Olewe-Nyunya (1992) who 

maintained that women's career advancement is greatly impeded due to discrimination 

experienced in families against girls' education 

4.4.3 Male attitude towards women 

Male attitude towards women leadership with a mean of 3.24 is a hinderance to 

occupational career mobility of women. These findings are in line with what Marshall 

(I 984) found in his studies that men feel that women should be at home submiss ive and 

obedient to their husbands. The training accorded to them by the society is therefore for 

the home and not for offi ce work or leadership pos ition. 

4.4.4 Gendered cultural and social values 

Gendered cultural and social va lues and unsupporti ve husbands with mean score of 4.27 

and 3. 71 respecti vely have a high negati ve influence on occupational career mobility of 

women. The findings of this study support Zaleznik 's (2004) assertion that in most public 

schools, the power of governing lies in the hands of men. The fi ndings also concur with 

Marshall 's (1984) who noted that cul ture is a serious impedement to women 

occupational career mobilty. 
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4.4.5 Orga nisational socialization process 

Organisational socialization processes and gender discrimination with mean score of 

4.094 and 4.36 respecti vely highl y influenced women occupational career mobili ty. 

These fi ndings support the views of Logan ( 1999) who asserts that most school boards 

would disqualify women headteacher due to their inability to handle discipline in schools. 

It also confirms the findings of Crutcher (2003) who notes that women and men with 

same educational qua lifi cations reach di fferent levels in occupational status, wi th men 

having easier access to leadership. 

4.4.6 Family factors 

Lack of family fri endly laws that would allow for Oexible time and children day care 

facili ties, lack of family support and stereotypes and inability by women to balance 

domestic and work demands, with mean scores 4. 137, 4. 144 and 3.71 respectively have a 

high negati ve impact on occupational career mobili ty of women. These fi ndings concur 

with Shakeshaft (1 989) who noted that the society places the women with the natural 

responsibility of looking after children, husbands and their home. The above ro les take 

precedence over their career advencement. It also concurs with Powell and Butterfie ld 

(2002) who argues that sociali za tion and sex ro le stereotyping explains why women tend 

not to associate themselves with school management. 
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4.4.7 Women individual factors 

The respondents also felt that Jack of self control (being emotional) and women's own 

attitude with mean scores of3.727 and 3.576 respecti vely are hinderances to women 

occupational career mobiliy. These findings concur with the work of Konig (200J) who 

notes that women are not asserti ve enough, don' t want power and are willing to apply for 

jobs and even when they are in a job they don' t apply for positions. It also concurs with 

the works of Burke (2000) who argues that women are generelly more concerned than 

are men about how they are perceived by others in their group and so they avo id where 

they will face criti cism, negati ve feedbacks or fa ilure. 
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Table 4.2: Rotated component matrix 

Factor Components 

symbols 1 2 3 4 

Fl Women's own attitude (lack of self confidence, fear of risk taking, fear of 0.745 
criticism, fear of competition) 

F2 Lack of support and stereotypes 0.722 

F3 Lack of adequate academic qualifications 0.701 

F4 Lack of professional qualifications 0.685 

FS Lack of self control (being emotional) 0.661 

F6 Inability to balance domestic and work demands 0.741 

F7 Un-supportive husbands and husbands affected by inferiority complex 0.602 

F8 Male dominance 0.591 

F9 Male attitude towards women 0.554 

FlO Corporate culture 0.685 

Fll Organizational socialization processes 0.614 

Fl2 Gendered cultural and social values 0.514 

Fl3 Gender discrimination 0.585 

F14 Lack of family friendly laws that would allow for flex time, children day 0.513 
care facilities etc. 
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Table 4.2 above shows the rotated component matrix which is a matrix of the factor 

loading for each variable onto each factor. Because these are correlations, possible values 

range from -1 to 1. The factors loading less than 0.4 have not been displayed because 

they are suppressed since they are not be statistically significantly different from 0. This 

makes the output easier to read by removing the clutter of low correlations that are 

probably not meaningful anyway. 

It is important to note that before rotation, most variables are loaded into the first factor; 

however after rotation the variable load is distributed is distributed into the other 

variables as well. The factor analysis brought out 4 components namely component 1, 2,3 

and 4 as presented in the column. Component 1 carried the women individual factors, 

component 2 had male factors, component 3 had organisational and society factors lastly 

component 4 had legal factors. Having established the underlying factors that contributed 

to the occupational career mobility of women, the study sought to investigate the extent 

to which these factors influenced occupational career mobility of women. Table 4.2 

below presents results on the extent of explanation of variance of the variables on the 

factor (i.e. the extent to which the factors influenced occupational career mobility of 

women). 
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Table 4.3: Total va riance explained 

Component Initial E igen values Extraction sum of squares loading Rotation sums of squares loading 

Total %of va ria nce C umulative% Total %of va riance Cumula tive% Total %of va riance Cumulative% 

2.549 33.473 33.473 2.549 33.473 33.473 3.591 65.35 65.35 

2 1.847 7.617 41.09 1.847 7.617 41.09 2.518 2. 13 67.48 

3 1.059 6.975 48 .065 1.059 6.975 48.065 2.217 1. 16 68 .64 

4 1.032 6.884 54.949 1.032 6.884 54.949 1.851 1.92 70.56 

5 0.968 6.242 61.191 

6 0.985 5.96 67.151 

7 0.845 5.259 72.41 

8 0.843 5.162 77.572 

9 0.759 4.461 82 .033 

10 0.765 3.382 85.415 

II 0.793 2.969 88.384 

12 0.697 4.221 92.605 

13 0.667 3.915 96.52 

14 0.635 3.48 100 

44 



Table 4.3 above show that there were fo ur facto rs I components that influenced 

occupational career mobility of women as presented in table 4.8. The variance of these 

fac tors are the eigen values as presented in table 4.3. From table 4.3 above, the Eigen 

values associated with each fac tor represent the variance explained by that particular 

linear component and they are also explained in terms of that particular linear component 

I factor. 

The fi rst few variables explain relatively large amounts of variance and that they are also 

displayed in terms of the percentage of vari ance explained (so fac tor 1 explains 33.4 73% 

of total variance). The first few fac tors explain relati ve ly large amounts of data 

(especially factor l) whereas subsequently facto rs explain small amounts of variance. 

Thereafter, we extract all the factors with Eigen values greater than 1, which leaves us 

with 4 factors. The Eigen values associated with these fac tors are aga in di splayed and the 

percentages of vari ance explained (in the co lumn named Extraction Sum of Squares 

Loadings). The first few factors expl ained relati vely large amounts of vari ance especiall y 

factors 1 where as the subsequent factors explained smaller amounts of vari ances. 

In the final part of the table (labelled table Rotations sums of squared load ing), the Eigen 

va lues of the fac tors after rotatition are di splayed. Rotation has the effect of optimising 

the fac tor structure. The last cumulative percentage of variance in the rotation sums of 

squared loading is 70 .56%, this indicate that the factors influenced up to 70.56% of career 

mobility. 
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CHAPTER FIVE: SUMMARY, CONCLUSION AND 

RECOMMENDATIONS 

5.1 Summary of findings 

The objective of the study was to determine the factors influencing occupational career 

mobility of women in public primary schools in Maranda division, Siaya county in 

Kenya. The study found that all the women teachers had acquiredthe basic academic and 

professional qualifications required for their mobility at the workplace.The study also 

established that majority of the women teachers fall in the category of age 40 - 49 years, 

which is the best age of progressing in a career. The study also established that the years 

of service of the majority of the teachers fall between 10 - 14 years, and that 49.6% are 

married. ft also established that 49.64% of the female teachers fall in the job group ofPl 

which is the entry job group in primary school teaching. 

From the study findings, there are a number of factors that hinder women teachers' 

occupational mobility in public primary schools namely: Gender discrimination,gendered 

cultural and social values, lack of academic qualifications, lack of family friendly laws, 

lack of family support, male dominance, organisational socialisation processes, inabilty to 

balance domestic and work demands, lack of professional qualifications, lack of self 

control, unsupportive husbands, women's own attitude and male dominance. 
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5.2 Conclusion 

The representation of women in leadership positions in public primary schools is very 

low compared to their male counterparts. On the basis of the research findings, it can be 

concluded that all the stated factor namely: Gender discrimination,gendered cultural and 

social values, lack of academic qualifications, lack offamily friendly laws, lack of family 

support, male dominance, organisational socialisation processes, inabilty to balance 

domestic and work demands, lack of professional qualifications, lack of self control, 

unsupportive husbands, women's own attitude and male dominance, all influence 

occupational career mobilty of women in public primary schools. 

5.3 Recommendation 

The study recommends that female teachers should nurture positive attitude, endeavour to 

improve their academic and professional qualifications, take control of their emotions and I \ 
find ways of balance between their domestic and career work for them to achieve 

occupational career mobility. 

The study further recommends that husbands should support their w1ves 111 their 

endeavours to achieve career mobility; the society needs to be sensitized to understand 

that women have the same capability as men . 

Schools on other hand organisational need to nurture positive corporate cultures that view 

the women staff as equals to men. This will ensure that women achieve occupational 

career mobility. 
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The government needs to adopt an affirmative action to ensure that women are given a 

minimum of 30% proportion of slots in the higher ranks of the organisation. The 

government also needs to adopt family friendly laws that would allow for flex time, 

children day care facilities. This will give women flexible time to engage in work. 

5.4 Limitation of the study 

There were a number of limitations that affected the outcome of the study. For instance, 

data was collected from the public primary schools only in a single division. The 

findings of this study may therefore not be representative enough to generalise for the 

schools in the whole district. Secondly it was not possible to cover all the targeted 

respondents. Due to this factor, some information might have been missed in the study. 

5.5 Suggestions for further study 

The study suggests that future researchers should do the same study in other districts as 

well so as to compare with the findings of this study. The study further recommends that 

future researchers should conduct the same study in the private schools so as to compare 

with the findings of this study 
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APPENDIX 

APPENDIX 1: LETTER TO THE RESPONDENTS 

Dear Respondent, 

TO WHOM IT MAY CONCERN 

I'm a postgraduate student undertaking a Master of Business Administration (MBA) 

degree at the school of business, University of Nairobi. I am currently carrying out a 

research on "The factors influencing occupational career mobility of women in public 

primary schools in Maranda division - Siaya County". This is a requirement to complete 

my MBA course project at the University ofNairobi. 

Your school has been selected to form pati of this study. This letter is to kindly request 

you to assist me collect the data by filling out the accompanying questionnaires, which I 

will collect from you. The information provided will be used exclusively for academic 

purposes. My supervisor and I assure you that the information you give will be treated 

with strict and utmost confidence. Your name or the name of your school will not be 

mentioned in this research. 

A copy of this research proj ect will be made available to you upon request. I will 

appreciate your cooperation in this academic exercise. 

Thanking you in advance, 

Yours faithfully, 

Oyuga Henry Airo. 
061 /603 73/201 0 
UON School of Business 

Mr George Omondi. 
Lecturer,UON, School of Business 



APPENDIX II: QUESTIONNAIRE 

Section A: Demographic Information 

1 . Age ; Less than 3 0 years [ ] 3 0 - 3 9 years [ ] 40-49 years [ ] 

50 - 59 years [ ] 60 years and above [ ] 

2. Level of education 

Primary Certificate [ ] Secondary Certificate[ ] Diploma Certificate [ 

University Bachelors Degree [ ] Masters [ ] 

3. Any other (kindly specify) 

4. Number of years of service as a teacher 

Less than 5 years [ ] 5 - 9 years [ ] 

I 0 - 14 years [ ] 15 - 19 years [ ] 

20 years and above [ ] 

Marital status 

Single [ ] Widowed [ ] Divorced [ ] 

Married [ ] Separated [ ] 

5. Job Group 

(a) PI [ ] (b) ATS-4 [ ] (c) ATS -33 [ ] 

(d) ATS -2 [ ] (e) ATS -1 [ ] (f) teacher graduate "M" [ ] 

(g) Senior graduate "N" [ ] (h) principal graduate "P" [ ] 
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SECTION B: Factors influencing occupational career mobility of women in public 

primary schools in Maranda division- Siaya County. 

6. Listed below are factors influencing occupational career mobility of women in 

public primary schools. To what extent do the factors influence occupational 

career mobility of women in public primary schools in Maranda Division Siaya 

County? 

KEY 

I. Not at all 

2. To a less extent 

3. To a moderate extent 

4. To a large extent 

5. To a very large extent 
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Factors influencing women's occupational career 
.--... 

mobility in public primary schools. V) 
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;...., C1) c "'@ Cll C1) b1) 
Cll -o ~ C1) ...... ~ 0 > ro ro s ro ro ...... 

0 0 0 0 0 z f.- f.- f.- f.-

Male dominance 

Male attitude towards women 

Gendered cultural and social values 

U n-supporti ve husbands and husbands affected by 

inferiority complex 

Gender discrimination 
. 

Lack of self control (being emotional) 

Women's own attitude (lack of self confidence, fear of 

ri sk taking, fea r of criticism, fear of competition) 

Inability to balance domestic and wo rk demands 

Lack of support and stereotypes 

Lack of family fri endly laws that would allow for flex 

time, children day care fac ilities etc. 

Corporate culture 

Organizational socialization processes 

Lack of adequate academic qualifications 

Lack of profess ional qualifications 
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S/N 

01 

02 

03 

04 

05 

06 

07 

08 

09 

10 

II 

12 

13 

14 

15 

16 

17 

18 

19 

20 

21 

22 

23 

24 

25 

26 

APPENDIX III: LIST OF PUBLIC PRIMARY SCHOOLS IN 

MARANDA DIVISION AND THE STAFFING 

School Male teachers Female teachers Total 

MAS ITA 6 3 9 

NYANDUSI 6 I 7 

MAGAW A 6 I 7 

NO HERE 6 0 6 

MILENGA 3 4 7 

USIRE 4 
.., 7 .) 

SINYANYA 4 I 5 

MARANDA 5 5 10 

KAMBAJO 5 2 7 

GOMA 3 5 8 

GUNDA SIGOMRE 2 8 10 

UGADHI I 7 8 

AGWARA 6 0 6 

ULOMA 5 4 9 

NYAMIRA 8 I 9 

KAPIYO 6 2 8 

ABOM 5 I 6 

AJIGO 7 3 10 

BARCHAN DO 4 4 8 

BAROPUK 10 I II 

GOBEl 8 2 10 

KAMNARA 5 2 7 

KEYO KODINDO 6 I 7 

LWALA 7 I 8 

MAWERE 5 2 7 

MANYONGE 6 I 7 
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27 KAYOGO 3 4 7 

28 NYABENGE 10 1 11 

29 NGULU 5 2 7 

30 MAJ 1WA 10 2 12 

31 ND1RA 6 1 7 

32 OKOLA 6 2 8 

33 S1REMBE 6 3 9 

3354 NYAW 1TA 4 5 9 

36 AT1LI LI 8 4 12 

37 BA RMUOFU 5 5 10 

38 KIBUYE 4 4 8 

39 BARKUOGO 7 I 8 

40 SIAGE 8 1 9 

4 1 OBED I 7 1 8 

42 BA RKAWAGA ., 
6 9 .) 

43 BON DO TOWNS HI P 12 8 20 

44 DUNYA 8 2 10 

45 NYAKASUMB 1 10 4 14 

46 DIER AORA 5 3 8 

47 MATANGWE 6 I 7 

48 BARKO WINO 10 2 12 

49 WAR1NGA ., 
3 6 .) 

50 YIEI<.E 6 4 10 

5 1 SINAPANGA 2 20 22 

300 148 448 

Source ; OEO's office Bondo district 
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