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ABSTRACT 

The survey for the study reported here was carried out between 20th 

April and 31st ·~y . 1989 . The study sought to ~nvestigate the previous 
~ 

research findings on factors limiting women ' s success in management 

in a Kenyan organization (the case of Nairobi and Kenyatta Universities) 

and the relative importance of these factors in determining the acces -

sibility of managerial jobs to women . 

The population of interest in the study consisted of all the employees 

in the management positions at the t wo Universities ( airobi and 

Kenyatta) . The informa ion sought was collected using a struc ured 

questionnaire which was completed by forty managers consisting of 

twenty - four men and sixteen women from the two Universities . The 

managers views provided the information used in this report . 

The findings suggested that the cultural attitudes brought down from 

early socialization process, the nature and structure of work in 

management , the inadequate education of women , the low levels of 

employment of women and their sex characteristics have limited women ' s 

success in management . 

The respondents agreed with previous research findings that the 

society's Perception of women managers and the women ' s views of 

themselves have limited their success in management . This is because 

the early socialization process has resulted in 

l. women who harbour feelings of self- doubts and , 
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2. a society which perceives women as lacking in managerial 

attributes such as competitiveness , aggressiveness and firm­

ness -and thereby cannot become successful managers . 

Cultural attitudes were ranked by both men and women respondents 

as the maJor factor hindering wo en ' s progress in management . 

On the nature and structure of work in management , the respondents 

agreed with the previous research findings that the long hours at 

work and discontinuity of work for women has limited their success 

in management. This factor was ranked as the least important limiting 

factor for women ' s progress in management . 

The respondents also agreed with previous findings that the inadequate 

educational qualifications of women brought about by fewer girls ' 

schools , fewer science streams , high drop-out rates of girls and 

cultural attitudes towards the education of girls , have limited women ' s 

progress in management. This is because lack of "adequeate" education 

results in women who do not have the necessary qualifications 

for entry into managerial positions . This factor was ranked by the 

respondents as the fourth major obstacle to women ' s progress in mana­

gement . 

The respondents were also in agreement with the previous findings 

that the low level of employment of women in the formal sector has 

restricted their access to managerial positions. The respondents 

=el~with a larger "pool" to draw from , there would be a more pro­

portionate representation of women in management. The low level 

of employment of women was ranked by the male respondents as the 

/that 
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second maJor obstacle while the women ranked it as the third maJor 

obstacle . The disparity came up because the male respondents felt 

that women employees are more in certain fields like the secretarial 

and he library . The women however explained that women may be 

more in these fields but these are jobs which are not on the mainstream 

of operations and may not lead to tope level management. 

Sex characteristics of women was also regarded by the respondents 

as an obstacle to women ' s progress in management. This is also in 

agreement with the previous literature findings. This is due to 

the fact thac the society considers women as moody , dependent , sen­

sitive to criticisms and emotional and therefore they are not able 

to deal with situations rationally and cannot become successful 

managers. This factor was ranked by women as the seond major obstacle 

while the men rank_a it as the third major obstacle . 

In conclusion it was found that both the previous studies and the 

present study agreed that the women ' s success in management has been 

restricted by ; cultural attitudes brought down from the early sociali­

zacion process , inadequate educational qualifications of women , low 

levels of employpment of women , sex characteristics of women and 

the nature and structure of work in management. The men and women 

respondents in the present study agreed , with varying degress , that 

the five factors mentioned above have restricted the promotion of 

women to mz.:-.:gerial positions, further training opportunities in 

the relevant managerial fields for women and the delegation of managerial 

duties to women thus 1·miting their success in management. 



From the forefoing , it is evident that the women's po en ial has 

not yet been realized to the full due to the limiting factors mentioned 

above . Special policy procedures are therefore necessary in order 

to minimize these limiting factors and thus enable women to contribute 

fully to the development process as well as share in its benefits . 
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CHAPTER ONE 

~nagernent in an organization is a very important element because 

it is one of the major determinants of success ~n the organiza­

tion. It is a process by which organizations try to achieve 

their overal objectives by planning , organizing, controlling 

their resources and gaining committment of their employees 

(Cole, 1986) . 

Koontz O'Donnel (1976) defines management according to its 

manager~al functions. He says that management is a process 

through which a manager carries out his or her duties . 

According to Steward (1978), a manager is "deputized" to do 

that which is necessary to enable the company to attain the 

goals. The company provides the "road map" and the manager 

is entrus ed to make decisions to produce desired results leading 

towards these goals Therefore the attainment of the company 

goals rests principally on the performance of the management. 

For a long time, the performance of these managerial functions 

in the formal organizations have been dominated by men (as 

will be seen in the later part of this chapter) . Examination 

of occupational statistics reveal that women, including women 

managers tend to concentrate in a relatively narrow range of 

industries (ILO Report, 1982 and Smith, 1984). Nomen tend 

to be concentrated in particular management functions such 

as personne~ or other jobs which lie outside the mainstream 

of management and are unlikely ~o lead to the top (Smith , 

1984). 
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This has been attributed ma1nly to the cultural attitudes and 

discriminating practices which have resulted in certain jobs 

being regarded as masculine - type and others feminine - type 

JObs . As a consequence, women have had less opportunities 

to gain experience of the management process , its theory and 

jargon . The dispropor~ionate representation of women managers 

is clearly seen in Appendix 3 where the proportion of women 

managers range from 2 . 1\ in Kuwait to 48 . 3\ in Trinidad and 

Tobago. 

There is need to look into the reasons for underepresentation 

of women in management because it has an effect both in the 

society and to the women themselves. Smith , (1984) says that 

the underepresentation of women both in the middle and senior 

management levels may be undesirable for two main reasons ; 

1 . The impact on women themselves ; 

To many women , it is improper to be relegated on the 

basis of their sex to positions where they cannot use 

their intelligence and capabilities to the full . 

Such frustrations may degrade the quality of the women ' s 

lives and can adversely affect the quality of the lives 

of chose whom they love and care . 

Degradation can occur in many ways. For instance , it 

is degrading for a woman who i~ more qualified than a 

male colleague when she is overlooked in promotions just 

because of her sex characteristics . 
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It is equally degrading for a married woman not to get 

a house allowance and/or medical benefits just because 

she is a woman and married. These two examples show 

why women feel cheated and misused. The pertinent question 

asked by women is, what counts ; the post one is employed 

in plus its benefi s or one ' s gender? What entitles 

you to the benefits of a position or to a promotion -

the laid down terms that go with it or your sex ? 

2 . The Lmpact on Society: 

Management talent is a scarce resource and if the least 

talented male managers could be replaced by the most 

talented females , then the national pool of managerial 

talent would be greatly improved . 

There is therefore need to involve women in managerial duties 

not only to help women utilize their capabilities effectively 

but also for the benefit of society in utilizing this hitherto 

partially untapped human resource . 

1. 1 The Statement of the Problem: 

In almost all parts of the world, women have had limitP.d success 

in pene rating the middle and higher levels of management . 

For example in appendix 3 , the proportion of women managers 

is very low . These proportions for example , range from 2 . 1% 

in Kuwait to 48 . 3% in Trinidad and Tobago. 
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Kenya, like many other countries of the world has a low level 

of representation of women in managerial positions both in 

the Central Government and in the Public Corporation (see able 

1} . This low represe tation of women managers has been of 

global concern and is manifested in many newspaper articles, 

ILO reports and UN publications , where the public as a whole 

calls for equal opportunities for both men and women in all 

aspects of developments. 

In Kenya: 

The government has ensured that women took part 
in decision making levels and has also recognized that 
women are a vital force and as a result has strived 
to strengthen the women's Bureau with the help of such 
organizations as 0 ICEF , ONDP , ILO and many others 
(Daily ation , March 1988). 

The figures in table 1 give an indication that the women in 

Kenya suffer from a disproportionate representation in manage-

ment. For example, the proportion of women managers at the 

Civil Service in 1985 were 18.75% and similar situations are 

prevalent in other government institutions. At both the 

airobi and Kenyatta Universities , the disproportionate position 

of women in management also persists. Out of a total of 327 
1 

employees in managerial positions, only 52 are women 16 of 

whom are found in the library. The proportion of women is 

even lower at the higher levels of management . For instance, 

there is only one woman principal (out of a total of six) one 

woman Registrar (out of a total of nine) and one woman Assistant 

Director. 

1. See Appendix 5 
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Research undertaken in other parts of the world has suggested 

several factors which have resulted in he low levels of parti-

cipation of women in managerial positions . These factors 

include , inadequate educational opportunities , low levels of 

employment of women , cultural attitudes held by the society 

as a whole , sex characteristics of women and the nature and 

structure of work in management . 

The author is not aware of any research effort in Kenya that 

has been devoted to the study of factors affecting women's 

progress in m~nagement . The present study will therefore 

address itself to this area with the hope of contributing more 

knowledge in this field . The study will look into these 

factors (hindering women's progress in management) with special 

reference to the Nairobi and Kenyatta un: \' ':rsi ties. 

1 . 2 Ob j ective of the Study: 

The objective of this study was to investigate the previous 

2 research findings on factors affecting women's success 

in management in a Kenyan Organization (the case of Universities of 

airobi and Kenyatta) and the relative importance of these 

factors in determining the accessibi ity of managerial JObs 

to women. 

2 
Success here is looked at from the point of view of the following 

dimensions ; promotion to managerial positions, training in the 
relevant managerial fields, acting positions and delegation of 
duties · n management . These dimensions were covered in the 
questionnaire to see how they have been affected by the various factors . 
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1. 3 Research Set ing: 

The Un~versity of airobi became a full fledged Universi y in 

1970 while Kenyatta University a tained University status in 

1985. The total employees of the University of Nairobi are 

about 3,000, 20\ of whom are women and that of Kenyatta 

Oni versi ty are about 2, 000, 19\ of whom are women. Both the 

Universities have a low proportion of women in management 

the University of Nairobi has a proportion of 18\ while 

Kenyatta Univers·ty has 13\. 

3 
The University Managerial Appointments: 

The Vice-Chancellor is the academic and administra ive head 

of the University. He is appointed by the Chancellor from 

among the Professors . 

The Deputy Vice Chancellors (Academic and Administration and 

Finance) are appointed by the Council in consultation with 

the Chancellor. To be eligible for appointment, a person should 

have served as a full Professor in a recognized University 

and should have a thorough knowledge and adequate experience 

in the administrative set-up and regulations governing the 

University. The applicants to these posts should also be 

persons of high integri y, and must have displayed efficiency 

in co-ordinating University activities . 

3 Source: University Personnel Records . 
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The College prlncipals are the academ~c and administrative 

heads of the colleges. In order to qualify for appoint-

ment, one must have been a University teacher at Senior Lecturer 

levels or above, for at least five years. He must possess 

practical administrative experience acquired through having 

served ei her as a Dean of Faculty/Director of Institute or 

Chairman of a department . He must be a person of a solid 

academic background and high integrity and must have a strong 

leadership quality and efficiency in co-ordinating University 

activities. The Deans are elected by the Faculty Board from 

among Professors. In order to be eligible for election , 

the person must have served for at least two years as a 

Subs~antive Chairman of department or as a Director of an 

Institute or as a Q:m of Faculty in the University . All 

nominations are subject to confirmation by the Senate or the 

Council. No person shall be eligible for election if serving 

a second of two continooos .t erms as - Dean . A former Dean can 

only be eligible if two years have elapsed since he ceased 

to be Dean . 

The Directors of Institutes are appointed by the Vice chancellor 

in consul ation with the Principals of the respective colleges . 

The Chairmen are appointed by the Vice - Chancellor in consul ation 

with the Dean of the respective Faculty . The incumbency of 

the ctairman is reviewed from time to time and shall not extend 

beyond two consecutive terms of three years each , except in 

special circumstances . 
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In order o be appointed as a Registrar, one must have the 

following qualifications; a good University education, 

considerable administrative experience at a senior level in 

a University setting, and proven ability to initiate admini­

strative progress and achieve results. The responsibilities 

attached to the post include the day to day running of various 

administra ive du ies in the University including Personnel, 

Planning and Academic Section of the Central Administration. 

The qualifications necessary for the post of Deputy Registrar 

include: a first degree, considerable administrative experience 

as University employees or employees of large organizations 

or government ministries, must have served for at least 7 years 

in the University administration at the level of Senior Assistant 

Registrar or must have had a comparable administrative experience 

elsewhere. The duties include all aspects of Personnel work 

(for Deputy Registrar Administration) and graduate teaching 

Programmes (for the Deputy Registrar Academic) . 

For the positions of the Senior Assistant Registrar and Assistant 

Registrar, the qualifications necessary for the appointment 

to these posts are; must be graduates of recognized Universities, 

must have an all round experience at a senior level involving 

supervision of sta£f and must demonstrate a high level of 

maturity. They must have proven ab~lity and integrity. 
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Experience in Universi y administra ion or adminis ration of 

other educational institutions is an added advantage. 

In order to be appointed to the positions ~f Administrative 

Assistant and Senior Administrative Assistant one must have 

at least a lower second class Bachelor ' s degree from a re­

cognized University , several years of administrative experience 

in the University administration , in a large organization or 

in a government institution. Their duties involves assisting 

in any administrative functions within the department concerned . 

The position of the Finance Officer calls for a mature , Professional 

Accountant who has had an extensive all-round experience in 

managing the finances and personnel of a large institution. 

The aspirant for this post must either have post graduate degree 

in accounting, management, finance or economics and Professional 

Accounting qualifica~ions; or Professional qualifications with at 

least 8 years of comparable experience and will be required 

to demonstrate a very clear understanding of the finance function 

as it relates to the running of an educational institution . 

The candidates should be 40 years and above . 

The qualifications needed for the post of an Accountant/and 

Senior Accountant include a Bachelor of Commerce degree with 

accounting option , or CPA II with several years of practical 

experience in all aspects of accountancy , including internal 

audit, computerized accounting and supervision of staff . 

The person must have a minimum of 4 years experience at a senior 

level. Considera ion is also given to those long - serving 

Assistant Accountants or Audit Assistants who hold at least 
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~PA I or its equivalent and who must have shown merit and ability 

over a period of at least 3 years in their present grades. 

The qualifications needed for the appo£ntrnent to the position 

of the Chief Medical Officer are ; the persons must be medical 

specialists registered with Kenya Medical Practitioners & Dentists 

Board . He/she should be a holder of MMed . (Medicine) or its 

equivalent and with at least 5 years of clinical experience . 

The duties £nclude running busy out patient clinics , admitting 

patients to various hospitals in the city and may be called 

upon to work at night , over the weekends and public holidays . 

For all the above positions , there are several standing committees 

to deal with the appointments, both for the academic and admini­

strative staff . Tne membership for the committee depends on 

the level of the position applied for . For example , the Appoint­

ments Committee for the position of a Registrar include the 

Chairman of the Council , one Council representative, the Vice 

Chancellor, the Deputy Vice Chancellor two Senate representatives 

and a Secretary . It is however the Council who will have a 

final say in the appointments . 

From the foregoing, it is evident that the University has a 

well established procedure for promotions and appointments 

o managerial positions. It indicates that the qualifications 

necessary for the appointments to managerial positions are 

mainly educational qualifications and experience gained in 

the relevant administrative set- up . This implies that apart 
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from educa ional qualificacions, further managerial training 

in the relevant area and delegation of managerial levels are 

also pre-requisites to managerial appointments. Success in 

management therefore depends on educational qualifications, 

administrative experiences and training in the relevant field . 

These are the general qualifications necessary for appointments 

to the managerial positions. 

Women all over the world have not been able to penetrate the 

middle and upper levels of management due to lack of the necessary 

requirements (mentioned above) for the appointments to managerial 

positions. Previous research findings suggest that the lack 

of the necessary requirements for managerial positions by women 

is due to several factors - cultural (traditional) attitudes 

towards women , lack of adequate educational qualifications 

by women , low levels of employment of women, nature and structure 

of work in management and women's sex characteristics. All 

these factors have made it difficult for women to gain the 

necessary requirements for managerial appointments and there-

fore have limited their success in management (For 1984 ; Awori , 

1982). 

Both the men and the women at the University who are aspiring 

for managerial positions have to meet the necessary require-

ments for the posts. The proportion of women managers at the 

University of airobi and that of Kenyatta is low (18% and 

"' 
13% respectively) and yet this is where one expects to find 
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the highesc number of highly qualified wo en (those ho a 

least have a degree) . This implies tha there are other 

factors apart from educa ional levels a tained, which hinder 

women ' s progress in management. The gniversities o: .airobi 

and Kenya ta have therefore bee used as a case study in 

order to find ouc whether the li erature findings on factors 

affecting women ' s progress in manage ent also apply within 

a Kenyan set ing, an also fin· out the relative importance 

of these factors in determini g the accessibi ity of man~gerial 

jobs to women. 

1.4 The Scope of the Present Scudy: 

For purposes of this study, the Universities of airobi and 

Kenyatta have been used as a case study mainly due to the 

relatively easy availability of data since the University 

employees have been exposed to researc . an can easily provide 

the necessary data. 

Another reason ~hy the two Universities have been used is 

that since the University is the highest institution of 

learning, it is the best place to begin such a s~udy . This 

is mainly because the University is a place where one expects 

to find so e of the highest educated men and women ~hose 

outlook on life is no lo~ger marred b traditional c ltures 

and will ~erefore be able to give rational views on issues. 

Also since ost of them have been exposed to a wid~r range 

of ed catio al experiences, they are no longer "narrow ind~d" 

and will looK at issues on a wider perspective. 
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The other Universiti~s of Kenya were excluded from this study 

due to resource cons raints. 

1 .5 Importance of the Stucy: 

This study will be of importance o the following: 

1 . The women organizations and those organizations which 

deal with women's affairs in that it will enlighten 

them on the position of women within the higher levels 

of anagement. As a result they may be able to set 

up policies for the optim~~ benefit of the women. 

2. The Government authorities, as it may provide 

systematic evidence on the need for special policy 

measures to correct this imbalance. 

3. The society in general, by creating an awareness of 

the constraints which affect women ' s full participa­

tion in development projects. This may result in 

bringing about the society ' s change of attitude 

towards women managers. 

4. The Academics , as a basis for further investigation 

and subsequent research on women ' s issues . 

1.6 The Plan of the Materials in Subsequent Chapters: 

This report is divided into five chapters . The first chapter 

is the introduction of the study. It gives the background 
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infoc4ation on the subje=t r.atter of the s udy, sta-e~ent 

of the prob-ec, objectives of the stu y, the resear~h setting, 

i portance of the study and the scope of the pre3ent study. 

Chap er two gives a review of the litera re related to the 

area of study. Here , the previous research findings on the 

factors affecting women ' s progress in management are reviewed. 

Chapter three deals with the research design for the study. 

A discussion of the relavant populatio~ of the study, the 

sampling procedure and the data collection method is given 

here. 

Chapter four discusses the data analysis and the find~ngs. 

Chapter five presents the summary and conclusions of the 

results. It also highlights the limitatLons of the study 

and gives suggestions for fu~uce research. 
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CHAPTER T W 0 

2 . 1. I L TRODUCTIO 

The literature revie•, in this chapte. discusses the general situation 

of •..:o .. en in ~anage. en~. the Kenyan situation an reviews the various 

factors which have been cited by several. authors as obstacles to 

women 's progress in twtanagement . It consists of an overview of the 

factors hindering •.o~omen' s progress in ma'1agem~n t which include cul tu. al 

attitudes , l ow level of ed cation, general o•11 levels of employment , 

the nature and structure of work in managem:nt and the sex 

characteristics of women . 

2 .1 . 1 The General Situation 

Women have had limited success in penetrating the upper levels of 

management . In the U.S . A. where wo~en . aKe up 44 percent of the labour 

force , less tha'1 5 per cent of those earning more than 10 , 000 a year 

in the census ca>;egory of ''officials , managers and proprietors" are 

'110 en (Awori , 1982 ) . Tha"; is , while the men constitute 56 per cent of 

the labour f orce , 95 per cent of the higher paying jobs are held by 

hem . However , at the iddle level o: m~'1agement , the proportions are 

slightly higher - 26 . 4 per cent in 1980 and 28 . 2 per cen~ in 1982 (see 

f i gures in Appendix 3) 
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Sergio Fer::-ari says that in Italy, abou one per cent of the execut:.ves 

at Fiat a::-e wowen . If this percentage were extended to the whole 

country , there will be about 450 women executives out of a total o: 

45,0CO executives (Ferrari , 1977) . 

This low nu ber of wo en executives in Italy exists despite the Italian 

consti ution of equal rig ts an work opportunities for both sex.:s . 

In Britain, less than a tenth of Britain's managers are women . 

According ~o the 1979 report from the equal opportunities comnission, 

only 8 . 5 per cent of British l<!anagers are female (Davidson , 1981) . 

In Hungary si . ilar status of wo en prevail . Women in certain high y 

skilled jobs like Senior Industrial and Administrative posts have 

disproport·onately low nu ber of femaie incumbents they hold about 

12 per cent - a state of affairs considered as far from satisfactory 

considering hat wor:1en account for 4A per cent of the labot.r force 

(Gonori , 1980) . 

Si ilar situat"ons persist in countries like Japan, Philippines , Syrian 

Arab Repu:-lic and K~.o:o~a.:.t (Appendix 3) . The nu~ber of women ma~agecs 

are only sligttly hig~er in developed countries than in developing 

co•.mtries . 
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At a conference in Dusseldo~f in West Ger~any in May 1988 , seve~al 

issues co~cer~ing wo~en were discussed . The Congress realized ha , 

over 90 per cen';; of he Exec tive vacancies advertised are , "for men 

only11
, about 5 per cent of the advertise. ent say , "~o/o ~n may apply'' 

and there are no executive posi ions advertised, "for wowen on_y". 

From che above , it is evide~t that the ~omen in u~per levels of 

management are extremely fe•11 . In Africa , although the situation va~ies 

in severity from country to country , all African countries are male 

dol7linated societies •.'lith long traditions of patriarchy ·.~hich is roote 

in che pre-color~al p~riod . In most of the Africa~ Co ntr·es , there is 

not , and never has been a women as Head of State . 

African countries do not only have a low level of participation of 

wo en in the upper levels of anagement but also in the middle and low 

levels . i h this view in mind , the participants of the Econonic 

Commission for Africa (ECA) .eeting in Addis Ababa in 1980 , urged the 

Secretariat to take a more positive action ar.d dema~d steps towards the 

appointment of women in b?th professional and decision making levels . 

As of ~arch , 1980 , the total number of staff, both at the professional 

and higher categories , in the ECA were 169, only 10 of these were wo~en 

and only one was in the policy making position ( U.N Economic & Social 

Council , 1980) 

4 
See Sunday Standar , " anage .ent : 11/omen stand to Ga · n" . 

1ay 8' 1988 p . 11 
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It ·~as sa:d that she ·11as he firs and on y 'o'IOr:Ja."l i:1 the 21 year 

h"story of the Secreta~iat, to ever occupy the decision making levels 

post to beco ~ chief of a s~ction . 

In the United ations as a 'J~hole , a 1979 repor'" by the Secretary 

General , sho· s that 18.6 per cent of the professional positions in the 

Secretaria are held by wo en . But the proportions of 'o'IOmen in the 

upper decision making le1els are even lower, with only 12 per cent of 

these being he d by '110 en (U . N Economic & Social Council , 1980) . 

Several fac~ors have been put forward as bringing abou: this 

disproportionate position of ·,;omen . These factor-s include; low levels 

of en~loy.ent (see Appendix 4 ) , inade uate educa ional abilities , 
5 . 

cul:ural factors and sex characteristics . 

Most societies prefer men in highly valued jobs . Women tend to get 

jobs that are actually an syrnbolica~ly less visible . Even when women 

a::-e given higher level ad, i:1istrative posts , they do not lead to top 

a."lagement btJt are an anc ill iary routes that may be dead erds . ( Godon !.c 

Strober , 1975) . 

en percei 'le the ideal Manager as being compe ti ti ve , aggressive an 

firm b wo.en are charac~erised as intuitive, e. otiona , pe::-sonable 

and dependab e . One ma .... e reaction over women promotion is the fear 

that a wo. en w~ll be prouo ed over him (fox , 198~) . In co,, peti ions 

for advance,..ents , a man ah1ays wa"l s to ,..,in and if he has to lose , 'he 

would ra:her lose , to a man and no to a woman (Fox , 1984) 

5 
See for instance : Fox , . . F. et 
"n wo. an in the Board roo " . 

Awori J . Women in •anagement , 
Internat·onal UniversivJ . 

Collins S . 
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2 . 1. 2 The Kenyan Situation : 

In Kenya , '"'omen par icipa ion in anagerial positions is very low . In 
6 

1985, the proport ·on of •,o~onen in judicial services '"'as only 7 . 5% . 

-his figure , when co pare to the enrolment of the University o~ airobi, 

fac 1 VJ of law •.<~hich had a proportion o:' •..ror:ten of 40 . 0 per- cent in the 

1986/87 acade:nic year , it shows tha<: the smaller numbers of women 

joining the facu_ty of la••i affects the ·..,omen in the judicial so=C'vices . 

The proportion of omen in the 0 · plom:::l tic services in 1985 •t~as 20 per 

cent; those in the Local A~thorities wer-e 2 .06 per cent and those in 

the Civil Service were 18 . 75 per cent (see Table 1) . These figures car, 

be compare to the female enrolments in the University of daicobi 

fac l ties of Arts and commerce ·;~hose graduates are likely to join these 

sectors . The proportion of female enrolments in the 1987/88 acader:tic 

year in the faculty of Arts was 30 per cent and in the faculty of 

co merce , the proportion was even smaller - 23 .8 per cent in the 

1987/88 academic year . 

Table 1: Proportion of 1.tJomen in Selected Government 
Institution in 1985. 

Institution 

J~dicial Services 
Diplomatic Services 
Local Authorities 
Civil Service 
University of Nairobi 
Kenyatta University 

Percentage 

7 . 5 
20 . 0 

2 .00 
18 . 75 
18.0 
13 . 0 

Source : Wo en of Kenya : Progress . 

6 
See , Womer. of Kenya : Revie•JJ & Evaluation of Progress · 

Republic of Kenya, 1985, p . 43 
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At the University of airobi , t he proportion of women 

in managerial positions 
7 

is only 18\ (only 34 women 

and 158 nen) . 8 
~1os t of the women in the managerial 

positions at the University of airobi are in the 

library . For instance , of the 34 women managers , 47\ of 

the m are in he library , hold~ng the positio~s of either 

Senior Assistant Librarians or Assistant Librarians. 

At the Kenya ta University , the proportion of women 

in managerial positions is 13\ (18 women and 117 men) 

Of the 18 women managers , 45\ of them are either in the 

positions of Assistant Registrars or Senior Administra -

tive Assistants . 

From the foregoing , women ' s disadvantaged position i n 

management is evident. Several factors advanced by 

researchers as lead~ng to this d isproportionate position 

will be discussed in the following section 

7 

8 

"Managerial posit~ons" in the University is not 
based on "qualif~cations " but rather on the 
Administrative nature of the job. In the Central• 
Administration , the managerial positions include 
t he positions starting with the Administrative 
Assistants or i s equivalents upwards and in the 
Academic , the positions start from t hat of the 
Chairman upwards (See Appendix 5) 

Unive r sity Calendar 1987/88 
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2 . 2 . FACTORS LEAD! G TO ~OME 'S rAILURE TO SUCCEED I 

'A'omen's depressed s atus in r::anagement has been explained by several 

fac ors . 

2 . 2 .1 Cultural A titudes 

Riria ( 1983) conter:.ds that from ti. e irru enorial, ·or.ter. on earth · . .;ere 

supposed to be seen and no heard . In the Greek culture, •.yomen are 

co:1si ered to be minors , ab1ays control e by a male . In the Hebre• . .; 

cul ':ure, a femaJ.e •,;as ahrays unde:- the jurisdiction of a male and in 

Afr ' can cul res, wonen did not control or o~ anything - the land and 

the children belor:.ged to the man . In recent times, women are 

classified wi h the disadvantaged (Riria, 1983) . 

Devaud (1980) 1 while accep ing the fact that women have al,.yays been 

controlled by males, points out the fact that ~~:omen are at best 

tolerated in the ~ost desirable fields by all cultures . In rrance I 

since the promu gation of Napoleonic codes , women have been regarded as 

legally incapable and assimilated to mino~s placed under the authority 

of men , be they fa hers or husb3ndS 1 it was only logica therefore that 

this authority including moral a thority should have been entrusted to 

the employer " in as much as ·.yomen left hone to work'' ( Devaud M. I 

1980) . 

These cultural at itudes which have been carried over fro ear y 

traditions seem to have placed wo en at a disadvan':age both at the work 

place and a school . The socio-cul ural systems of African Societies 
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have rna e a great deal of demand on young women . The young g"rls in 

most cases ha•te had to cor.~bine the domestic chores and the schoo work 

and th 5 spen less ti e on private study which results in lower 

per forman e in the edl.4cational process ( Gachukia , 1989) . 

A the · ... ork place , cultural attitudes is one of the factors which has 

bro gh~ 3bo ~ disparity in the e~p oy~ent or men and women . Society 

expe ts husbands to •1JOrk an wires o provide household services and 

child-care . A~ori (1982) contends that most societies prefer men in 

t: e jobs .ost val ed and that even where ·11or:1en constitute a majority of 

er.~ployees as in school teaching , ibr~ianship and textile work , men 

have had greater chances or being in the ma~agerial positions (Awori , 

1982; GachuKia , 1989) . 

Call ins 1982) contends that the reason •11hy •11omen cannot make the same 

tough decisions that men can is due to early training o~ both conscious 

and unconcscious bases by f amily and society . Girls are taught to 

take instructions from older people , their parents and from the men . 

This resul s in •11orr.en •11ho are comfortable in the role of taking 

instructions, lacKing in self-confidence , drive an impetus which are 

a 1 · portan~ virtues of a manager (Collins, 1978) . 

On the same note , Gordon & Strobe , suggested that the scarc·ty of wonen 

managers has 

tradi;;ion" . 

been associated large y with "inertia caused by 

.ost male mana=ers have little interest i n changing the 

situation and are o~ten ~1comfortable in dealing with the fe.ale 

managers (Gordon & S~rober , 1975) . 
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The early socia iza ion process , herefore , which expects g·r s o be 

dutiful , obedient, dowesticated an never to argue or s and up o 

others especially the men have res 1 ted in 'IIO en who harbour fee i:1gs 

of self-doub~ . any of the wo en were socia ized from early childhoo 

to expect their h• sbands to take care of them , while the boys were 

socialize from a~ e ually ear y age to corp et their educations, 

pursue their careers, cl'mb the ladder of success and 

dependable support for the;.r families (Sch·.·larts, 1989) . 

provide 

Att'tud'nal constraints to woren's participation pervade all spheres of 

development . The fundamentai iss~e is that a woman ' s place is in the 

ho~e and all other extra dor.estic roles are of secondary i portance . 

Girls internalize this early in the socialization process and many opt 

for feminine roles that are a natural extension to nuturance such as 

teaching and nursing . A vicious circle quickly builds up where young 

girls emulate older women in these jobs , employers reinforce the 

practice , textbooks reflect it and o1er a short period of ti~e, sex 

role stereo-typing becomes normal (Gach kia , 1989) . 

On the who e , perceived disparities are assumed to exist be ween 

character is tics and te perar:;ents thougtt appropriate for •. .,.omen and those 

thought appropriate for managers . The ideal ma~ager is perceived as 

co . pe ti ti ve , aggressive , and firm vJhil e women are perceived as 

intuitive , emotional , personable and dependable (Fox , 1984) . 

In a study carried out by Schein (1973) , male midd e managers were 

asked to rate : 

(l) Women in general 
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(2) ~en in general and 

(3J successful ~anagers, on 92 descriptive terms . 

Their responses sho~ed a significant rese~blance be~~een ratings of men 

and manage.:-s and no resemblance between women and managers . 

A similar study was carried out arr.ong female ~anagers an the results 

showed that they too perceived successful managers as possessing 

charac':eristics ascribed to men rathec than •Ho~en (Schein , 1975) . 

Both studies perceive feminine a~d manag~~ as mutually exclusive terms . 

This percept'on can infl ence , manage~ent ' s selection , promotion and 

placement of ·,.;or • .en . 

Douglas :O.IcGregor' s perception of a manager assumes an overlap between 

the ~ale and ~a~agerial roles . He says: 

The ~odel of a successful manager in our culture is a 
masculine one . The good manager is aggressive , 
competitive, firm and just . He is not feminine ; he is 
not soft or yielding or deper. ent or intuitive in the 
wo . anly ser.se . The very expression of emotion is widely 
vie·.ed as a fe11inine weakness that would interfere with 
effective business processes . ( .•IcGregoc , 1967) 

Th~ popular image of a managec is therefore a mascu-ine one . All 

cultures , at best tolerate women in the most.desirab e fields and the 

fe •.J found there are regarded as having "idiosyncratic traits" Nhich 

justify the ano~aly . This rationalization impedes wo en ' s integration 

into top anag~dal positions even when fe•11 obstacles exist (A·.~ori , 

1982) . 
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Ano~her reason for women ' s inability to eli b to the top , which is 

associ a ted •..:i th cul ~ re is the fear o:' success (Fox, 198 ) 

In a st~dy carried out at the University of Michigan , it W3s fou~ out 

that women students o~ excellent ability had psychological fear of 

success which probab~y hindered them from striving for higher 

ach.:.ever::ent of their highest potential (A·,;ori , 1982) . It '.'las explained 

hat ·omen fear be~ng labelled as aggr~ssive, ha:d , fearsome , loathsome 

and being viewed with suspicion . 

1 aslo•.-1 also in his studies concluded that •..:omen tended to score low on 

dominance not because they were naturally so , but because they were 

repressing their natural feeling (Awori , 1982; Fox 1984). 

The conclusion dra•~~n from these studies is that women ' s inability to 

succeed is not due to physical structure but rather through cultural 

a~titudes embedded in their pschic make-up and also tha: of society as 

a whole ( A.;ori, 1982) . 

2 .2. 2 Low Levels of Education 

Education is an instrument which can contribute to and be an ally df 

structural cha."'!ges in society by training people in required old, newly 

emerging and a.~~icipated skills . It is also a value genera ing proces 

which influences behavio r , norms and cultural attitudes of people, 
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9 
particularly ~he yo · ~ger ones It is a well establishe fac that 

ed cation is a pre-con icion of social and econom·c development . 

Through education , individuals becone mo~e aware of issues , more 

adaptable to change and less passive to their conditions . 

Edu a ion is ~herefore a major ins~runent used to sti.ulate developmen 

in a 1 fields &~d it is un=ortunate that most women especially in the 

deve oping nations have ha little or no education . Illiteracy still 

remai ns a najor problen in most developing nations . 

approximate y 800 nillion adult illitera~es in 
10 

countries today are ~cmen 

Tab e 2 

1970 & 1930 (literacy - Men = 100) 

1970 

World tota:. 84 
t.!ore De·1e oped Countries 99 
Developing countries 65 
Africa 35 
Asia & Paci.:'ic 69 
La';in A::~erica 91 

About 60~ of he 

the developing 

1980 

85 
99 
7l 
47 
73 
94 

Source: The Role of Women in Deve oping Countries : A 

study (ICPE) 1988 p . 32 

9 
See t~e roe of wo.en in developing countries . A 

stud: by International Centre for Public Enterprises 
(ICP~) 986 p . 31 
10 

Ibid p . 32 
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In all par-s of he world ther~fore , wo~en have lagged behin in 

education with African Countries having the lowest literacy r ~es of 

47~ i~ 1980 and the more developed nations having the highes~ - 99\ . 

There is , however a wide~ing gap at higher levels of education which 

is a matter of serious concern since this is the training ground for 

entry into many areas i porta~t for developmen~ such as science and 

technology , profassio~s like medicine and law , managerial and decision 

making occupations . In the US, according co the Business Week , the 

percencage of women among the graduating ~ffiA's in 1987 was only 33% 

(Business week , 1987) . Ac the University of lairobi it was about 38\ 

in 1987 (Economic Survey , 1988) . 

Women in Kenya , like many of their counterparts elsewhere in the world , 

do not benefit fully from educational opportunities as do the men , 

nor do they receive as high an economic return for education as the 

men with co.parable educational attainments , (Kagia, 1985) . These 

disparities arise despite the fact that the Kenyan law does not discri­

minate against women , eicher in education or in employment. 

The reasons put forward for the low educational attainments by women 

are: high wastage rates , lower enrolment rates , lower achievement 

rates (see table 6) and cultural attitudes . 
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According to the Central Bureau of Statistics figures of 1988 , 

illiteracy among women is wi esp~ea . At each le1el of education , 

there are more men than women atten ·ng School (see figure 1) . Thi~ is 

mainly due to a high drop-o ~ rate of girls . It has been estimated 

ha<:: as any as 44% of the girls drop out after form four level of 

education as compare to 27 per cent of the boys (Gachukia, 1989) . 

Table 3: 

Female Percentage to the Total ~umb~r of Pupils/ 
Students at Each Le1el of Education in 1986 & 1987 . 

1986 1987 

% % 
Primary 48 . 0 48.2 
Secondary 41.3 41.0 
Pri ary Colleges 40 . 6 40 . 0 
University of Nairobi 22 . 4 20 . 8 
Kenyatta Uni1ers:ty 45 . 8 44 . 8 
. oi University 11 . 3 18 . 9 
·a tiona_ Yo th Service 18 . 0 22 . 3 

Adult Literacy 78 . 0 76 .0 

Sou_~ce: Extracted from the Economic Survey 1986 & 1988 . 
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From the above table, it is evident tha fe•11er girls than boys enrol 

for all levels of education especially at the higher level , despite the 

fact ~hat there are 100 . 4 girls to 100 men (1969 population census) . 

The only exception being the Adult Literacy classes where we find more 

• o.en than men . ~Research carr·ed out in this area gare various 

reasons for the low literacy atte~ ance (Dondo, 1980) . These reasons 

are su. arized as fol ows : 

( i) r.. en/husbands resent being in the same classes with 

women/-...ri ves because of their cultural upbringing . 

(ii) .ost men are liter-ate a:1d therefore they do not see the 

reason for attending classes : 

(iii) Men think it is a waste of time and do not see the benefits 

since they may not get employment , 

(iv) en consider commitment to the family as the biggest 

obstacle since they believe that according to Afr· can 

tradit;ions, the upkeep of the family is the man's 

responsibility ; 

(v) And men fee_ that they do not need to attend adult literacy 

classes since they have progr-essed even without them and 

in any case they can gain literacy in social places . 
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In 1987, there were 159,126 students enrolled in adult education 

classes out of which 76 per cent were females (Economic, 1988) . This 

higher enrolmen rate among women may be due to the fact that women 

have realized the wo~th of education and also that adult education 

is n:ore accessible than the normal for .. al education which they have 

already been denied owing to vario s factors . 

At the higher levels of education the percentages for women are even 

lower and this has brought about a serious consequence for the girls' 

further educa ion to the University , professional training and ca~eer 

choices. This will definitely lead to the disproportiona:e appointment 

and promotion of women to managerial positions. 

Cultural attitudes have also hindered the educational opportunities 

for girls . Education for girls has been regarded as secondary to tha~ 

of boys in many societies because parents are too reluctant to give 

girls education beyond form four level lest they spoil their chances 

of marriage (A~ori, 1982 & R~ria , 1983) . Traditionally, women were 

married early before the age of 20 , therefore their progress in 

education was hindered. 

"Wastage" (drop out) in girls has be>:n very dramatic at all levels 

of education (CBS and OdiCEF 1984 , Riria 1983 , Kagia 1985) . 
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Table 4: 

Access & Retention in Primary School in 1961: Kenya 

Class Boys Girls \ Wastage \ of Wastage Girls 
Boys 

. 
1 436,236 4 8 ,245 - -
2 362,849 3 5,150 16.8 15.5 
3 325,116 300 , 956 10.4 12.8 
4 297,822 24 ,773 8.4 17.7 
5 288,966 222,031 3.0 10.4 
6 239,096 221,402 17.3 0.3 
7 208,464 160,029 12.8 27.7 

Averaga 52.2 60.8 

Source: The effect of Education on Emplo~ent 
opportunities for women in Kenya. KLB, 1985 

From the above fig ure.:; , the "Wastage" rate on aver ge in girls is 60.8l 

while that of boys is 52.2\ . The dropout rate of girls is highest 

in standard seven probably because this is the time w en most of the 

girls especially in the rural areas have attained the age when their 

parents feel they are rea y for marriage. Also, he high school fees 

at secondary level necessitate that parents make a choice among the 

children (girls and boys) . 

In Secondary Schools , as many as 60' of the girls who enter unaided 

schools do not complete form four (table 5 belON) and about 19, in 

Governmen~ maintained schools. 
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Table 5 : 

Percen~age of Form 1 
Form School Type & 

I 
I For • aintainedl Assisted Unaided Total 
I I 
I I 1---..-1 --
1 I Male I Fe- I :4ale I Fe- I .ale I Fe- I Male I Fe-
1 I I malel I male! I alel I malel 
l------ 1-----l-----l----- l-----l-----l-----l-----l-----l 
I I I 100 I 100 I 100 I 100 I 100 I 100 I 100 I 100 I 
I rr I 95 I 93 I 92 I 91 I 86 I s3 I 91 I 88 I 
I III I 94 I 93 I 93 I 89 I 73 I 61 I 86 I 77 I 
I IV I 90 I 81 I 70 I 59 I 57 I 40 I 73 I 56 I 
I v I 20 I 18 I 2 I o. 4 I 3 I 2 I 10 I s I 
I VI I 17 I 16 I 1 I 0 . 1 I 2 I 1 I 8 I 4 I 
I 1_1_1_1_ 1 1_ 1_ 1_1 

Source : CBS & UNICEF 1984 

In total about 44% of the 

f orm four compared o 27% of the boys . 

The main cause of the wastage in secondary school is pregna cy . Ic is 

estimated that as many as 10% of the dropouts in Secondary schools are 

due to pregnancies (Kagia , 1985) . 

Lo·.., achiever.ten.. rates for girls have also reduced their edu ~a ional 

q alifications . Girls perform poorly in virtually all subjects at all 

levels of formal education (Kagia , 1985 & Gach~Kia , 1 989) . At primary 
. 

school level , the perfor~a~ce gap between boys and girls in the 

certificate of primary education (CPE) is greatest in mathematics here 

it averages as much as 9 standard scores and is lowest in English 

(Kagia 1985) . It s eems therefore that girls do poorly in all subjects 

especially in mathematics . 
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Tab e 6 : 

Su~~y of Performance in KCE 1984 

DIVISIO~ Boys Girls Total I % of Girls 
I 
I 

1 3375 1312 4687 I 27 . 9 
2 10637 4887 15524 I 31.4 
3 21450 10390 31845 I 32 . 6 
.1 22954 14154 37118 I· 38 . 1 

Fail 15887 1 017 29904 I 46 . 9 
I 
I 

Total 74 , 319 44 ,760 119,079 I 37 . 6 
I 

Source : Kagia , R. The Effect of Education on Employment 
Op9ortuni ties for Wom.en in Kenya . Kenya 
literature Bureau p .141 . 1985 . 

Fro the table above female candidates were lower , 37 . 6% but their --failure rate is proportionately higher (31 . 3%) as compared to-that of 

boys ( 21. 3%) . 

There are also fe·11er pLaces for girls than for boys in Secondary 

School::. . For example in 1984 there were .146 Form Five places for 

girls an 7.131 for boys ( Kagia 1985) . 

This mea~s that o~ly 37% of the form five places were available for 

girls . The e are also fewer science streams for girls than boys 

(Thairu , 1984; Ruigu , 1985; & Kagia , 1985) . In 1984 , for instance , 

there ere 71 streams for boys and only 33 for girls in the sciences 

., hile in the arts, there 'llere 64 for boys and 58 for girls . This 

therefore means that there will be fewer girls than boys entering the 
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University and even fewer- •..:i th a science backc,round . For example , the 

proportion of girls •..:ho obtained division t 10 and above in KCE in 198 , 

was 30 . 7% (see tab_e 6) , indicating that the girls who qua ified for 

higher levels of ed cation are ~uch lower than tha of boys . Therefore 

the lower ac .ieve.ent of girls at the lo•11er levels reduces their 

opportunities of joining the University . 

The enrol.ent of girls at the University is lo•11er than that of boys in 

a 1 the faculties an departments excep: in B.Ed (Arts) , B. Ed . (Home 

Econo~ics) , B.A (music) , B. A. (Fine Arts) a~d Diploma Courses (See 

Appendix 6 & 7 ) '-''here fe ale en:-olment is higher than that of raen . The 

courses which r equire a science backgroun , have the lo•.,es fema e 

enrol,.,ent . 

of airobi 

Technology a 

For inscance, the Faculty of Engineering at the University 

has only 2 . 8~ female enro ment while Pr oduction and 

oi Un"versity has only 3 . 3 .% (see Appendix 6 & 7) . 

At postgraduate level, the proportion of women is also low especia ly 

in the science based courses - faculty of Engineering had no female 

enrolmen s in 1987/88 academic year while Agriculture had on y 4 .6% 

(See Appendix 6) . 

For career opportunities , the disa vantaged pos"tion of gi sis also 

prono need . Ir. the Primary teachers college , only about 40% of the 

studen'""s are female and y.,t teaching is "supposed" to be a career for 

women (Beecher Report , 1949) . The fe a_e students at the Keny3 Science 

Teacher-s' College are even fe•:~er - in 1981 their proportion v:as only 

3o% . The teaching career has been labelled as "feminine" but men still 

dominate it probably because of the educational disadvantage suffered 

by wo en . 
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The constra·nts to the women 's education highlighted in the foregoing 

sections have become self-enhancing in bringing about constraints on 

women 's opportunities in employment. Fewer women atter.d schools, perform 

poorly and therefore very few continue with edLtation up to university 

level . They are also offered limited subjects which are not in great 

demand in the labour market. Therefore, even before the socio-economic 

co~siderations set in to influence the patterns of employment , there 

are fewer women who are su:ficiently well-qualified to compete for 

the available hig~er level jobs (Ferrari 1980 ; UtESCO , 1978 ; 

Kagia , 1985) . Ferra~i 1980 bas~s her conclusions on the f1ndings of 

a survey which was carried out in Italy. The survey found out that 

out of 260 managers interviewed, 35% of the women had university 

degrees while 81% of the men in similar positions had university 

degrees. 

Therefore , before women can ask for equal shares in managerial 

positions , they need to have equal educational and training 

qualifications as the men . Women with suitable education, training 

and experience are not easy to get and therefore men get these 

positio~s since ~hey have the necessary qualifications (UNESCO report, 

1978). 

2.2.3 Low Leve s of Employment of Women 

Figures f or women in paid e mploymen t all over the world are lower than 

that of the men even though they are permanently working. 
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Their cor.tributi.:m o wage emp oyment is fairly small in nany parts of 

the worl • For exarple from the figures in Appen ix 4 , the proportion 

of women in the labour force in 1985 was only 34 . 6% in the whole world , 

with developing nations (like Latin A erica) having the least (24 . 2) 

an USSR having the highest (47 .75) . 

Tha fe'.v ·.11orr.en employe are mainly found in agriculture and service 

industries but hardly employed in construction , man facturing and 

ext ractive sectors . Regulations i n most countries prohibit the 

e mployment o: '.!IOmen in underground mines ( ILG Report , 1982) . 

An ILJ Study (1981) estimated that 4 million persons were directly 

e mployed by multinational enterprises (, ·c ' S) in all economic sectors 

in Africa , Asia and Latin America in 1980 . I t was estimated further 

that 28% of this were \ c11en who •t~ere mostly found in agriculture and 

service industries (see table 7) 

Tabl e 7: 

in ·AC's in Developing Nations 1980 

I 
Coun':ry Agric•.ll ture Sec tor Service Sector I 

------------- -------~-------- --------------' I 
I r C's General I I 
I I Employe I I 
1--------1-----------1----------------1 ' 

Africa I 34% I 73% I 37% I 
Asia I 39% I 70% I 24% I 
Latin A.-::erica I 9% I 14% I 39% I 
_____ I I I I 

Source : "llomen ' s Employment in 
1980 p . 7 

's: An ILo Study 
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Fro the above figures , the •.-~omen emp oyed in the Agricul ural sec tor 

in Africa ·."as 73% and only 14%' in La in merica . Therefore most '"omen 

in Africa an .sia are concentrated in the Agricu tural Sector . 

Situation in Kenya 

The vast majority of the ~enyan omen , some 88 per ce~t of the to al, 

reside in the rural areas and most of them are economically active 

(Develop.en~ Pla~ . 1988) . They represent a major contribution to the 

rural econo~y . According to the labour force s rvey in the Deve opment 

Plan (1988), 87 per cent of the entire adult female population are 

reported as being employed . 

In contrast to the si uation in rural Kenya, fema e representation in 

the modern sector wage e ployment has remained low despite a rising 

trend . In 1985, the proportion of women in the total modern sector 

•..tage etl'ployment was 19 . 7 percent rising to 20 . 4 per cent in 1986 and 

21 . 2 per cent in 1987 (Economic Survey, 1988) 

In Kenya , he disparity in wage eti'ployment be~"een men and ~ en dates 

back to the colonial period when only men we~e encouraged to take jobs 

in the European far s and later on at the urban centres . The Eurcpea~ 

farmers an officers recruited only men as labourers to wage 

employments in towns . The husbands migrated to to~s to look for' jobs 

lea,·ng or.ly the wives to attend to the family holdings . Thus the 

worr.en's key roles in agricultural production began and it 

inhibi te their incorporation into the ·wage labour force . 

later 
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'· omen's par~icipa tion in the formal sec tor was also hampered by their 

lack of education so that after independence , '1/hen jobs became 

available , there were relatively few Kenyan women qualified for the 

pos s . An it •,.:as a so d i fficu~ t for women to take these pos ~s since 

they (the •.ro11en) 'N"e'::'e base in the rural area . 

In Kenya , there:ore, historical developments have contributed to the 

unequal dis ribution of er.p oyment of women and m~n in various sectors 

of the econo .. y . For instance the Beecher Report of 1949 suggested that 

women were better suited for teaching particular y in home-cra~t and 

other junior 'llork "for \oJhich . ..,omen have greater aptitude than men" . 

Recently howe·1er , it has been observed that women perform har tasks in 

the rural areas and carry heavy burdens unde harsh conditions which 

indicates tha~ they are capable of also for~ulating ar.d designing 

policies that will promote the well being of the total community and 
11 

perfor managerial roles . 

11 
See Report on the Seminar on Rur~ Development 

an Women ' s Employment Problems in Kenya . 
Ministry o Labour December , 1983. p .82 
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o en at work also face d:scr:mina ory practices . They tend to get 

jobs hat are actually and sy bolically less visible , that is, they do 

not hav'2 con acts ·..ti th clients nor with the market and th; jobs they 

are given are not defined as crucial . Wo .. en are given jobs hat do not· 

lead o top le·•el management but are on ancilliary rou es t:hat are daad 

ends . (Gordon etal , 19 5 & Fox , 1984) . Go~don (1975) says; 

A wo .an may be calle a Vice President or Special 
Assis~ant to the President , but be assigned to 
adminis rate an affirma ive action plan or aske 
to recruit 11omen personnel ' . 

This is peripheral to the goals of the firm and is unlikely to lead to 

the top . 

Wo .en's worKing condi~ions are unfavourable - lacking in fringe benefits 

and sec~ity , lower market valuation of women ' s work in ter~s of pay 

and general status (for example nursing as opposed to radiography and 

n~sery school teaching as opposed to University) and employment 

legislations which restricts female employment (Jar.cic , 1981} . 

Women are generally employed i a narrow range of occupations in which 

their ~rages are f airly low and thus opportunities for impro·1ing their 

skills or advancement are fairly low (Janjic , 1981; Fox , 1984 & Lorring 

p . 72) . In 1985 , the ILO and U data calculations showe that women 

received only 10% of the world's income and yet they are permanently 

working . In agriculture for example , women ' s labour input is heavier 

than that of men but the money remains with the men (U Decade fo:-

Women . 1985) . 
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According to Lor·ng & Wells (1972) , the average income for a woman 

college graduate in 1970 was $ 8156 compared to that of male graduates 

of $ 13,26 . In the Business •.·leek, it is said that the average 

A.rr.erica'"l executive .. .,omen earn ess than their male counterparts by as 

high as 42% . These disparities in wages arise despite the fact that 

both the men and '110men have equal qualifications (Loring & 1.1/ells, 

1972) . 

~ong the reasons for the segregation of jobs is the existence of 

protective legislations prohibiting •.•/omen from doing certain kinds of 

work (Janjic , 1981) . 

In Kenya , the E .ployment of women , Young persons & Children ' s Act (Ch . 

227) , laws of Kenya) . has so . e restrictions on employment of females . 
12 

This legislation has several implications . 

(i) It gr01..;>s ·.-:omen with children thus creating a strong 

inference that women are .inors . 

(ii) It promotes the pa ernalistic concept of females as persons 

who need handing with care and should only be allo· e to 

to engage in delicate duties . 

(iii) It creates inequality through denial of employment 

opportunities for women . 

12 
See The status of women in Kenya . 

A study of paternalism, ine uality and under 
- privileges . IDS Discussion Paper No . 235 . 1976 . 



Prohib · ti ve legisla· ions in some countr-ies were obstacles on women ' s 

enp oyGJent . tlomen •.•Jho tried to get jobs in he USA before the Civil 

Rights Act of 196 , face big proble.s and outright rejection for the 

manageria positions and promo~ions (Business 1eek , 1987) . I OS1: 

co ntries have passed anti- discriminatory l egislations . The USA 

was the first in 1964 followed by others . Sweden in 1980 , stated that 

all vacant posts mus be filled without discrimination an that 

e~ployers shou d ensure that both sexes app1J and shou organise 

train~ng for both sexes indiscrimina ely . 

Therefore before women can ask f or a fair share of managerial jobs they 

must first be emp_oyed , an , ~.>J i th all kinds of prohibiting 

discriminations in jobs eliminated , women can hope to get equal 

opportunities with the men in employment . The U. . un er-Secretary 

General said that since 80% of the incumbents are men an 20% are women 

in the "?yra.r.1id of ?ro"iotion" , it is inevitable that the percentage of 

wo en who are availab e fo promotion to the higher ranks sr.ou d only 
13 

be 25o o~ the male . 

13 
See . Report on ~rorren in the professional category an 

above , U. Sys em , 1978 p . l3 . 



2 . 2 . 4 The ature & Structure of Work in 

The very nature ~d structure of work in management disa vantage~ women 

at '"ork due to deoa..'1ds of time , continuity and co nitment at •11orl< (Fox , 

198; Sch• artz , 1989 an Strober , 1975) . 

Fox (1984) says that managerial work runs at a rapid and relentless 

pace an performance is meas red against time . 

In these fields , one is expected to make big strides in 
one's late 20's , to take leaps in one's early 30's and 
be fully advanced by age forty. 

This sched le requires single-minded pursuit and continuous 

participation . The work load is so l arge and time demanding such that 

there is little room for life outside work . This disadvantages women , 

in particular , because work may go on into the nights and week-ends 

leaving little time for ones family (Strober, 1975) . 

\t/hereas demands of time in managerial work make it difficult for women 

with families to be committed to their jobs , it does not affect male 

ma.agers . Fox (1984) saya that being a husband and a father rarely 

hi ers men's occupational in1rol vement and com i tnen t but for a woma"l 

marager , the domestic roles co pete ~ith , rather than compleffient her 

occupational role . 

For a '•loman manager, being a wife and a mother vie for the same 

resources which must be allocated·among both occupational and domastic 

roles . These ultiple de. ands on the woma~ manager will inhibit the 
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s·ng e-rnin edness , continuo ·s partic"pa ion and commitment requ~red for 

success in management . On the sam-e issue, Awori (1982) says that '-'hile 

a •11orking nan concentrates more on his job sir..ce it is his one claim to 

sta .. •s, most • .. ;orr.en's first loyalty is to the horr.e, childre and tr.e 

husband . If a woman has to make a choice bet~een th~ horne and the job, 

she will opt for the home . Thus #hen the husband is transf~rred, she 

t,Iill go wi ;:h him at the expense of her job . This is mainly becat..se the 

fami_y residence is determined by ales and therefore there is pressure 

on the wife to follow the husband rather than the husband following the 

wife . This may impede the woman's career development (Fox, 1984) . 

In the Business '.'leeK ( 1987) , i 1: is felt that generally , '""or:-:.en do not 

•.van.. to make the family sacrifices required in the highest ranks of 

corporate America . It is no acciden~ for exa ple , that of the top 50 

•.,;omen on the Business \•leek list , nearly half have never married or are 

divorced and of those who are married , almost a third do not have 

children (Business week , 1987) . 

It is therefore felt that the nature an structure of wack in 

manage . ent becomes a hindrance to women ' s progress in managemen~ due to 

their family commitments •.-Jhich nay bring about discontinuity in It/Omen's 

careers (Fox , 198; Gar on & Strober , 1975; Gor on , 1980) . 

Discon '-inui y in women 's careers may occur du~ to ,_.,i hdra·tJals from 

employ ent because of child bearing or child care reasons; husbands 

transfers or l ack of support and understan ing from husbands ; and 

wo~en's close attachment to the home . 
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Nith ra al from e ploy~ent due to child bearing or child care reasons 

has been of great concern to many companies . Gomori (1980) says that 

here is so e re uctan_e in most companies to appoint women to key 

posit:ions because they may avail themselves to their "legal rights'' to 

take prolonged maternity and child-care leave . It is felt that the 

cost of employing women in management is high~r than the cost of 

elilp laying men . A study carried out by one mul tina tiona! company sho·:~s 

that the rate of turnover in management positions is ~ times higher 

amo~g top-per~orming women than it is among men . Schwartz ( 1989) 

contends that "a large pro ucer of consumer goods" reported that half 

o: the ·.vomen w!'lo take maternity leave return to their jobs lat~ or not 

at all . Women have therefore been branded as unco~~itted to their 

careers because they know "it is not a career for life" (Co linson , 

1987; Sch·.vartz , 1989) . 

AwoC'i (1982) feels that most tomen fail go ahead to managerial 

pos'ticns due to lack of u. derstanding and support from the husba~ds . 

Occasionally , a Manager is called upon to attend business luncheons, 

stay o t late and pu~ in most of his/her time in the office . 

Awori ( 1932) continues to say that a husband who is not understa~ding 

or who does not '"ant his wife to become a manager will not "believe" 

that the long hours spent ou side the family were actually spent at 

The husband may at times resort to physical or non-physi,cal 

vio ence •. ·hich might affect the ''tife 's :rame of mi01d making her unab e 

to conduct her norma duties effe7~~y. Frequent repetitions of this 

kind may be detrimental to the • .. ;oman manager ' s work record and thereby 

reduce her chances of success ( A·~tori , 1982) . 
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The occupat~onal an domes ic demands faced by a woman manager bring 

abou difficul ies for the wo . en managers which are rarely faced by the 

al e managers . In or er to manage the home and the work , women 

some imes have to dispense with the more optional occupa ional 

ac tivities such as meetings , conferences an others, thus exclu i~g 

the"'lselves from certain work activities (Fox , 1984; A· . .,ori, 1982 & 

Dav i dson Etal, 1981) . This ~,oJill hinde~ their chances of success in 

anagement. 

Hus bands ay also force their wives to give up desire goals d e to 

ma _e egoti s:ns (A•,,ori 1982) . t<lost husbands do not like heir •. .,ives to 

earn hlgher salaries than them . Davidson & Cooper (1981) say the 

p r oblems arise when a •.o~ife earns a higher salary than the husba."ld and 

they feel that men will "never accept" a wife who earns more than hi"'\ . 

2 . 2 . 5 Sex Characteristics & Ind'vidual perspectives 

Se veral characteristics of women which have been suggested as 

contributing to their failure in achieving managerial positions include 

l a ck of aggression , drive, and· motivation , and being too emotional and 

moody (Fox, 1984; Awori , 1982) . 

I n a Study carried out by A·..,or-i 1981 , there was a general agreemen: 

among the respondents that most women lack the aggressiveness and 

asse t i veness required to push through obstacles and get to the top. 

I was felt tha.L women seem to have accepted their exclusion from 

nanagenent ranks without major protests . In certain ban~s ar1d 

nsurance compa~ies women were refused admission to manage ent 
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because hey "did not have the determination necessary to meet the 

demands of ma."lagement " (A•11ori , 1982) . 

Gaustant (1980) , says that another characteristic which seems to be an 

obstacle to women to be accepted in some circles is being single . ~4ost 

people , not on y men associate , "hss" , with youth , immaturity , 

fragility or failure to adjust to the normal way of life . A single 

•;.~oman manager is la0elled as an odd· ty but a single man is not . One 

doea not know whether- a 
man 
~ is married or not but a •11oman has to 

carry that label all the time (Davidson & Cooper , 1981) . This 

characteristic hinders unmarried women from being promoted to certain 

positions for inst~"lce to head schoo s , because it is felt th~t they 

c~~ot make effective leaders and yet an un arried man is not seen in 

the same light probably due to our cultural upbringing . 

Wo en managers' certain behav"oural traits that cater :or sexual image 

of femininity a!"'e usua_ly traps for them . Lorring & '.'I ells ( 1972) say 

that= 
She is often coaxed to come on more seductively . If 
she does , she probably will not be taken seriously in 
her work . If she does not , she may be accused of being 
too serious in her '.'fork and ther-efore un-feminine . 

The .woman manager is therefore faced with a dilemma if she assumes 

strong lead~rshlp traits , sh~ may be received as "co, ng on too strongly'' 

and if she does not giv-e strong leadership , she is discounte as 

ineffective . In the same way women who .,.rant flexibility to balance 

their fa ilie5 and their careers are consi .ered not adequately 

co . i ted to the organisation ~hereas woman who perform as aggressively 

as men are brar.ded as "abrasive and unfe inine '' ( Lorring & Wells , 1972 ; 

Schw3rtz , 1989) . 
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I nd: vi dual attributes have a_so been established as resulting in 

wo en's limited success in management . Jardin (1976) concl ded that 

t he sexes have different beliefs , attitudes and assu ptions about 

the selves and each other and also about the organ:sation and 

mana gerial careers . Women see career development in erms of self-

i • pr ovement and fulfilment while .en visualise it as a series of jobs 

or organisationa promotions an advancemen s . Men can "build s upport 

net .·orKs to ad1a."1ce their own conscience in the work environ. ent" 

E len , 1985) b t women do not do thi s . 

Fox (1984 ) says that female managers 1 emphasis on gro·11th is related to 

passivi t y . Women e phasise the importance of hard work, perfor~an"e 

an progressive achievement bu~ fail to looK at organisational 

environment , the need to gain visibility and exposure , and the need to 

bui l d connection's with bosses~ peers and subordinates . 

en i n ~ost cases concentrate on what their bosses expect of them but 

women concentrate on their own concep~ of themselves , and therefore ~ay 

not perform as well as to the expectations of her superiors . Due to 

this concept of themselves , they are much less flexible in assuming a 

style or adopt ing a ' behaviour thus making the~selves less able t o deal 

~ith thei r supe~io rs and serve the superiors interests (Epstein, 1970; 

Fox 1984) . 

<fer. ho·11e ver 1 are alert to cues and signals, and are flexible when · it 

comes t o dealing with given situations but women are much less flexible 

in assuming a style or adopting a behaviour for a given situation. This 

makes '"omen less able to deal •.Iii th their bosses and serve their self 

interest (Fox, 198J) . 
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Ir. conclusion, the literature revie·"'ed above indicates that the ·.r~omen 's 

po en ial has not been realized to the full . Their active role and 

s pecific contribu ion to the developing economy is frequently 

un erest· ated , ~d hey often benefit less from, are left out of , and 

e en d'sadvantaged by, both market and state directed develop ent . The 

1 .8- - 88 Deve~opment Plan reali~es this disadvantaged position or ~omen 

ir. err ploy;aen an ind:.cates that "special policy measures w'll be 

r e ui r ed to co:-rect this ir:tbalance . " 

Si~ce the la~ching of ~he Deca e for wo en in 1975, there has 

bee n an increasing nee to consider \.ramen separately and to 

i e l ude them explicit y in the deve_opment process . This would help to 

maximise the utilization of do estic human resources for development as 

'Ne ll as ensuring that the benefits of 

bet'IJeen both sexes . The 

development 

strategy of 

are 

the 

equitably 

198~-88 

De~e - op . ent Plan is to utilize more efficiently the less developed 

r esources a~d to tap fully the usefulness of all the resources 

c ·rrently use - the human resource being the most important . 

I~ i s therefore of vital importance that the govern ent and all other 

ins~it ~ions should air:t at fully utilizing the potential of wom~n 

' crk~rs especially t eir managerial talents . This can only be done if 

the emp ayers and those in decision making positions are a•,..are of the 

fac~ors which hinder wo ~n ' s progress in anagement and can thereby 

deve op easu:-es to minimize t~ese hindrar.ces . Hence , the women will 

be a b_e to contrib te fully to the development process as well as share 

in its be~efi~s. 
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CHAPTER THREE 

RESEARCH DESIGN 

3.1 The Population: 

The popula ion of this s tudy consists of all the employees 

in the management positions at the Uni ersity of airobi 

and Kenyatca University . 

3. 2 The Sa~p-e: 

From a list of 327 manage~s obtained from the two vniversities ' 

Calendars , a total of 44 anagers were selected as sho\vn 

below. The list indicate· that there were 52 women managers 

and 275 men managers. 

52 
327 = 15.9 ~ 

15.9% of 275 44 

15 . 9 of 52 = 8 

Out of the 44 managers , a proportional sarp e of 8 women 

and 14 men from Ker.yatca University and a similar n~~ber 

in a sample from the University of airobi was dra•Nn. Lottery 

method was used for drawing ran om samples. It however proved 

a bic difficult to collec a_l the questionnaires within 

reasonable time and only 40 q~estionnaires were analysed. 

Out of these , 16 were co pleted by women and 24 by men . 

tVhen the selected s~ple embers were not found in the offices 

(if they ·t~ece on leave) , they were substituted wit!-\ one of 

the meobers from the population . For example if a woman 

manager -,as on lc:ave, the questionnaire was given to another 

woman ma~ager who was in the same department. 
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3.3 Research Instrument: 

The informa ion sought in this st dy was collected using 

a structured questionnaire (see appendix 2) . The questionnaire 

accompanied by a note to the respondents, consisted of m~ iple 

choice questions and Likert type scales co~taining state~ents 

of opinion pertaining to various aspects of factors affect~ng 

women 's progress in management . 

The questionnaire contained five major sections , each pertaining 

to a major area of study. The questions and statements in 

parts l - 5 were used to measure how women's success in manage­

ment has be~n affected by various factors namely cultu~al 

attitudes , nature and structure of work in management , lo~ 

levels of education of women, low levels of employment of 

women , and sex characteristics of women. 

Success has been measured by looking at the three dimensions 

- Proffiotion of ~omen to manag~rial positions , delegation 

of mar.agerial duties to them and relevant managerial training 

opport•.1nities for therr.. If the respond~::ts agreed that the 

three dimensions of success were available to women this 

was taken to mean that there ar~ no obstacles to women's 

progress in ma::agement. Pr esence o: the 3 di ensicns 

was ~easured by the use of Likert type sea e. For exa~ple 

if a responden strongly agreed or agreed that cultural attitudes 

have hindered ~omen ' s pro~otion to managerial positions , 

this was taken to me~n that promotion to anagerial positions 

were not easily ava~lable to women. 
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In preparing the q estionnaire, reference was made to the relevant 

li erature on factors impeding women ' s progress in management and 

discussions with experts in the area of study was held. The initial 

question.aire was pretested on a sample of 6 female managers and 

7 male managers . The re evant modifications and suggestions were 

l.ncorpora'-ed into the fina draft . The questionnaire was admini ­

stered. by the "drop and pick-up later" method . 

Data 1-.. I:alysis: 

he data collected t·;as analysed by the use of mean scores , percentages 

and graphs. 

In o rder to test whether there was any correlation between the men ' s 

and the women ' s r esponses , the s pearman ' s rank order correlation 

was used. z - test was also used to t est the significance of the 

relationship between the two sub-populations - the males and females. 
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CHAPTER FOIJR 

DATA ANALYSIS AND DISCUSSION OF FINDINGS 

The data analysis in this study is s~ arized and presented by use 

o f tables, mean scores, graphs and pe~centages. It is presented 

in wo st-ges. The first stage represents an analysis of respondents' 

acci - udes towards the different factors af:ectir.g women ' s progress 

in mana gement. I seeks to determine how women ' s success in manage. ent 

has been affected by cultural attitudes, the nature and structure 

of wor k in management, low levels of education of women , low levels 

o: emp oyment o: woMen and sex characteristics o~ women. The second 

s~aga uses the mean scores to rank the factc rs given as contributing 

t o women's failure to succeed in management. 

T~e procedure used in scor~ng the a~titude r~~nses in the Likert 

typa s cale questions is presented in the table below. A high score 

on t he scale means an at itude consistent with the previous research 

f indings while a low score on the scale means an attitude inconsistent 

w· h t he findings. For example on the statement that , managers are 

considered as compe~itive, aggressive an firm (Fox, 198~) , a respon ent 

who strongly agrees gets a score of 5 while a respondent who strongly 

dis grees gets a score of l. A Likert scale therefore requires a 

r esponden t to indicate a degree of agreement or disagreement with 

ea_h of a series of items. These levels of agreement- disagreement 

are tren scored in such a way as to consistently reflect positive 

a nd r ega~ive attitud:s (Tull , 1980) . 
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Scores for attitudes 
consis ent with pre­
vious research find­
ings 

Scores for attitudes 
inconsistent with 
previous research 
findings 

Stronqly Agree 5 1 

Agree 4 2 

Uncertain 3 3 

Disagree 2 4 

Str ongly Disagree 1 5 

To indicate attitudes held towards factors affecting women's progress 

in management , the attitude scores of the respondents were taken 

to indicate the attitude held. Positive attitudes indicate a pre-

ponderance of agreement while negative attitudes indicate a preponderance 

to disagreement . 

4 .1.0 RESPONDENT ' S ATTITUDES ON FACTORS AFFECTING WOMEN ' S PROGRESS 

IN MANAGEMENT 

About 97.5% of the respondents felt that women's progress 

in management has been hindered by various factors which 

included the following; cultural attitudes, nature and structure 

of work in management , low levels of employment of women, 

low levels of education, sex characteristics, lack of confidence 

and reluctance by the women to accept responsible positions. 

One respondent mentioned "discrimination against women by 

men" as one of the factors hindering women's progrees in 

management - this was mentioned despite the fact that ~~e 

Kenyan law does not discriminate against women in education 

nor in employment. This may indicate that discrimination 

might be ~4_3ent in practice even though the law does not 

allow it. 
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A female respondent mentioned that, "people at the top are 

men who have a very negative attitude towards managers and 

thereby try to suppress the women by all means . " This indicates 

that since most senior positions are held by men, #ho determine 

who is to be promoted and who to promote; and yet these men 

already "have a negative attitude" towards women, then the 

women will not have much success in getting the promotions 

to managerial positions. This will therefore mean that the 

percentage of women who are·available for promotion to the 

higher ranks will be small . 

The data on the respondents ' attitudes towards each of the 

five factors will be looked at in the preceeding sections. 

The summaries in tables 1 - 5 present the f ' ndings relating 

to the objective of the study while the graphs in table 

give the rankings of the factors . 

The attitude index in the tables was computed by subtracting 

from each attitude statement the percentage of the respondents 

who strongly disagreed or disagreed with a statement , from 

the percentage of those who strongly agreed or agreed . The 

neutral score is ignored for the purposes of this calculation. 

A negative index indicates disagreement with the statement 

while a positive index indicates a preponderance of agreement. 

Therefore the higher the index, the greater the extent of 

the agreement with the statement while the lower the index , 

the lower the extent of agreement . 
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The ables also give the mean scores of the respondents which is 

used to measure the degree of agreement/disagreement. A mean score 

o f 2 .5 and above, is taken to mean that the factor is seen by the 

respondents as contributi g to the women's failure to get into mana-

gerial positions (the highest possible mean score is 5 while the 

lowest i s l ) . 

Cultural Attitudes: 

The cultural attitudes which have be~n carried over from early traditions 

s eem to have placed women at disadvantage both at the work place 

and at school. From the literature , the scarcity of women managers 
' 

is l argely associated with "inertia caused by tradition." The way 

women have been brought up has resulted in women who harbour feelings 

of self-doubt and - ~ck confidence ~n themselves. Coupled with this 

is t he society's perception of women whereby women are perceived 

as not possessing managerial attributes . Therefore both the women's 

v iews of themselves and the society's perception of them is seen 

by authors (Forx, 1984 ; Gachukia, 1989) as having brought about women's 

f ailur e to succeed in management. 

I n the present study , the respondents are in agreement with the 

litera ure that women's progress in management has been affected 

by cultural attitudes - c rried over from early traditions. Table 

8 g~ves t he analysis of responses on the effects of the cultural 

a titudes on women ' s success in management. 

In gene r al , about 70% of the women and 58% of the men slightly or 

strongly a greed that cultural attitudes have affected women's progress 

in manag ement. The general mean scores of 3 . 77 (women) and 3.46 
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ANAT.Y!l TS OF RRSPONST•:S UY SEX 
\ 

M MALE • 24 
16 

STATEMENT SEX STHCNGLY AGREE UNCERTAIN OISACREE S'fiWNGLY INDEX MEAN 

/\GRim OJ SAGIH~E SCOHE 

.. ' ' ' ' 
1. The way girls have been 

brought up has resulted M 20.8 45.8 10.4 16 .7 6.25 43.6 3.58 

in women who are com for-
tvblc \.0 carrying out F 34 .4 31.3 3.1 12.5 18.75 34.4 3.50 

1nstructions and who are 
not ambitious 

2. Cultural attitudes have M 20.8 4 3.1 12.5 15.3 8.3 40.3 3.5 
L06U)led in women who lack 
self confidence & F 4 3. B 35 .4 2.08 18.75 - 60.4 4. 04 

competitiveness 

3. Cultural attitudes have: M 25 . 0 45.8 8. 3- 12.!7 8 . 3 49.9 3.7 
a) ltestricted educational 

level of girls F 43.7 43.7 - 12.5 - 75.0 4. 19 

b) Improved women's ability M - 8.3 12 . 5 58.3 20.8 - 70 . 9 3.9 

in managerial roles F 6.25 18 .75 12.5 12 .5 50.0 - 37.5 3.19 

c) Resulted in women who M 8.3 58.3 4.17 20 .8 8 . 3 36.8 3.38 

ilVOld managena l roles F 18 .75 31.25 18.75 25 .0 6.25 18.7 3 . 31 

d) Resulted in women who M 16 . 7 54 . 2 12.5 12.5 4. 16 54 .1 3.67 

avoid techn.lcal JObS ~· 18.75 81.25 - - - 100.0 4. 1 9 

c) Resulted in women who only M ]6 . 7 50.0 8.3 20.8 <1.16 41 . 7 3.54 
accept jobs lollwllcd as 
fcm1ninc p 1 2. 5 62.5 - 25.0 - 50.0 3 .63 

l'l Hcsu1ted in fewer trained 11 12.5 54 . 2 12.5 20 . 8 - 45 .9 J.58 

oppottunilles tor women p 18.8 68.75 - 12.5 - 75 . 0 3. 9·1 

<) ) Made if diCflcull I nt' WOntCl\ ll. .l 29. l 8. 3 
to gel promotion~ 10 

II 4l. 17 ll . 5 - 16. J 2.79 

rn<lnagenal pO»lllOil» p 56 .2 5 25 . 0 6.25 12.5 - 68.8 4. 25 

hl ~lade it possiltlc tor womcn H 4 . 16 39. ( 25.0 22.8 1:!.) 12.6 2.79 

t.o qct acting po~.t 1. 1 on~ I·' 6.25 31 .2 J l1. 5 3l . 25 lO.l - 13.11 3.25 

H 15.1 4).3 11.5 22.1 8.0 28.3 3. 46 

1\Vl':HACI-: : I' 29.3 40.9 4.8 l6.J 8.7 45 .2 ] • 77 
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(men) further imply that the respondents , especially the women (index 

45.2) , felt that cultural attitudes held by the society as a whole 

is an obstacle to women ' s success in management . 

On the various statements regarding cultural attitudes , the responses 

of both men and women differed. While 100% of the women felt that 

cultural attitudes have resulted in women who avoid technical jobs, 

only 70% of the men were in agreement . This disparity between the 

men and the women could be attributed to the fact that women at present 

are found in technical jobs , or technically oriented courses , although 

at a small percentage. For example, the proportion of women in the 

faculty of Electrical and Communication Technology at Moi University 

in 1987/88 was only 4 . 1% . This shows that the women who will eventually 

ge into technical jobs is a small percen~age compared to that of 

che men. This may be attributed to cultural attitudes brought down 

from traditions whereby girls follow in the "footsteps" of their 

older sisters and their mothers who might have been influenced by 

culture to join certain professions which are labelled as feminine. 

The three dimensions were used to determine success for women in 

management were promotion , delegation of duties and training opportu­

nities. All the three dimensions indicated with varying degrees 

that women 's success in management has been hindered by cultural 

attitudes . On the issue of promotions , about 37% of the men 

(~ndex- 16.7) and 81% of the women (index 68.8 ) agreed that cultural 

a ti udes have made it difficult for women to get promotions. The 

men's negative index implies that most of the men did not agree with 

he statement . They felt that cultural attitudes have act~ ~ly helped 

women to succeed in management. A male respondent explained this 
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vie•;~ by pointing out that in their customs, women were given a lo 

of r e sponsibilities by the society thus making them have confident 

i n t hemselves. 

On t he question of training, 87.6\ of the women slightly or strongly 

agreed that cultural attitudes have resulted in fewer trai ning 

opportuni ties for women , but only 67.7% of the men agreed. The index 

of 45 .9 for men and 75 for women plus the mean scores of 3.58 and 

3 .94 respectively imply that both men and women agreed that cultural 

a tti tudes have adversely affected women's progress in management. 

About 51% of the women and 31% of the men agreed that cultural 

atti tudes have made it difficult for women to get acting positions. 

The mea.: s cores of 3. 25 for women and 2 . 79 for men further imply 

that they both agreed that cultural attitudes have been an obstacle 

t o t he delegation of managerial duties to women. 

On t he whole , the respondents agreed that women's success in management 

has been adversely affected by cultural attitudes. This is evident 

f rom t he fact that the respondents agreed, with mean scores of above 

2 . 5 , t hat cultural attitudes have resulted in fewer training 

oppor tunities for women, reduced their promotions to managerial positions 

and made it difficult for women to get acting positions in managerial 

duties . 

The cul tural attitudes have limited women's progress in management due 

t o t he women's views of themselves and the society's perception of 

women . This is evident because both the women and the men (who represent 
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the society's views) agreed that the way girls have been brought 

up has resulted in women who are comfortable in carrying out 

instructions, who are not ambitious and who feel that men ought 

to be managers by virtue of their sex. 65\ of the women agreed 

to this implying that the women's view of themselves have been 

affected by their early training. 

The Nature and Structure of work in Management: 

The nature and structure of work in management refers to the 

demands of time and continuity of work . Managerial work is 

time demanding and requires single-rnindedness and continuous 

participation by the manager. It is felt by authors (Fox 1984; 

Shwartz 1989) that the very nature and structure of work in 

management (especially time demands and discontinuity of work) 

disadvantages women due to their family commitments . 

In this study however , the respondents did not feel that the 

nature and structure of work in mmagementwas a strong obstacle 

to women's success in management. On the whole , 31.3\ of the 

men and 33.3% of the women, with an index of -26.3 and -16 . 8 

respectively, felt that the nature and structure of work in 

management limits women's progress in management. These pro­

portions are below half , implying that most of the respondents 

did not feel that the nature and structure of work in manage­

ment is a hinderance to managerial positions. The negative 

indices and mean scores of 2.6 (women and 2.7 (men) are a further 

indication that the respondents did not regard the nature and 

structure of work in management as a maJor factor limiting 
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'1'1\0l.f: 9: 

NATURE & S'l'RUC'CURE OF WORK IN MANI\GEMEN'l' 

1\N/\LYSIS OF RESPONSES OY SEX 

STNfEMENT SEX STRONGLY AGREE N~UTRAL IHSAGREB STRONGLY IND~ HP..I\N 

A !lEE DISAGREE: - SCORES 

--- \ \ \ \ ' 1. .. Hag hours a work for:: women is -M 12 . 5 41.7 12.5 25 .0 8.3 20 .5 3.25 
an obstacle tO l'l"OffiO LOn F 12.5 6.25 12.5 37 . 5 Jl . 25 - 49.9 2. 31 

2. Ft: 'tJUCnL m crni y 1 aves and 
claldcar m k it diCCicult ~~ 8. 33 .3 12.5 J3 . 3 l2 . 5 - 4. 1 2 .9 2 

l.O ppoint. \<.•omen to managcn.al F 25 . (J 6.25 - 45.75 25 .0 - 37.6 2 .63 
positions . 

J . Tr Lning worn n 1s a w ste of money I 

du Lo discontinu 1 y in heir ~I 4.16 - .17 37 . 5 54 . 2 - 87.5 1. 63 

jobs F 6.25 - - 18 . 75 75.0 - 87. 6 1. 44 

4. L ck o( tr ining oppor:: uni ies 
!or wom n hav. hindcted t.hcir M 16.7 25.0 8.3 37 . 5 12 . 5 - 8.3 .. 
proqr::css in mnn;.uJ men p 43.7 31 . 25 6.25 6 . 25 12.5 56.3 3.88 

5 . 'l'hc n 
has : 

ur of work in m nagemcnt 

il) hinder d women's further M - 20.8 16 . 7 45.8 16 . 7 - 41.7 2. 42 
Lr in1ng F 18 . 75 25 .0 18 .7 5 6 . 25 31.2 6.3 . 93 

b) rcduc d d t.~g .. ion of 
du ics and ilC 1119 respons·- M - 25.0 12 .5 45.8 16 .7 - 37 . 5 2 .46 

bill tics F 6.25 31.25 37 .5 6.25 18.75 I 2. 5 l.O 

M 6.9 24.4 11.1 37 .5 20.1 - 26.3 2.60 

1\VBRJ\GE: p 17.7 15.6 16.6 18.8 31.3 - 16.8 2.70 
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women's progress in management. 

Table 9 gives the analysis of responses in relation to the 

nature and structure of work in management . From the tatle, 

about 54% of the men and 18.7% of the women agreed that long 

hours at work for women is an obstacle to promotion. ost 

of the women therefore (about 68\) did not feel that long hours 

at work is an obstacle to promotion but over half of the men 

feel that it is . The reasons why women did not agree with 

the statement is because about 81 . 25% of them presently work 

for long hours and therefore felt that long hours at work 

' 
would not prevent them from accepting promotions to time demanding 

jobs. 

About 18.7% of the women however, indicated that they would 

not accept promotions to time demanding jobs because it would 

interfere with their "free time" which could be used for family 

care . This therefore shows that even though most women might 

not see time demands on the job as an obstacle to promotions , 

there are a few who might not accept time demanding jobs -

probably the men ' s views were based on these few. 

On the issue of whether frequent maternity leaves and child 

care makes it difficult for women to gain access to managerial 

positions , about 68\ of the women did not think it will make 

it difficult . This is probably because most of the women who 

are in managerial positions have already stopped having children 

and the1 - :~re they did not feel that maternity leave is an obstacle. 
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However, the women explained that child care may be a problem 

due to illnesses and lack of househelp (usually house maids 

taking care of children) . The men were divided on this issue 

with 41% agreeing and 45% disagreeing . This i~ because they 

were also thL,king of the child care problems. One man said 

that even though a woman has stopped having children, there 

is still the problem of child care for as long as '' 10 years" 

or more . 

On the whole therefore , the nature and structure of work in 

management is not seen by the respondents, especially the men , 
I 

as a major obstacle to women's success in management . This 

indication is strengthened by the negative indices of about 

40% of the statements in table 9 . 

The fact that the respondents did not feel that the nature 

and structure of work in management is a major obstacle to 

women's success in management could be attributed to several 

factors . In the first place, 92.5% of the respondents said 

that the choice of their present jobs was of their own initiative 

- they were not forced by circumstances beyond their control 

to accept the jobs . This may therefore mean that the respondents 

are "comfortable" in their managerial roles and therefore did 

not see the nature and struc ure of work in management as a 

problem. Secondly , the nature and structure of work in manage-

ment at the University is not as time demanding as it would 

be in a private company where tasks have to be completed on 

time schedules. The respondents in this study therefore do 
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not work for long hours continuously except when there is 

urgent work to be completed - thus long hours at work is not 

a problem to them. Even the single women who shoulder all 

the responsibilities on their own did not feel that long hours 

at work in management is an obstacle to women ' s success in 

management . 

On the whole , the nature and structure of wor~ in management 

was not seen by the respondents as a major obstacle to women ' s 

progress in management . This is evident from the men ' s negative 

indices on the three dimensions of success . The men's mean 

scores on the issues of training and delegation of duties are 

slightly below 2. 5 which means that the men did not feel that 

the nature and structure of work in management has hindered 

the delegation of duties to women and their training opportunities 

- however they agreed that it has been an obstacle to their 

promotion . The women's mean scores on all the three dimensions 

of success were above 2.9 . 

Low Levels of Education of Women: 

Education is a major instrument which is used to stimulate 

development in all fields. It is a pre-condition of both social 

and economic development. Lack of it therefore results in 

a serious drawback to both economic and social developments. 

Lack of education here is used to refer to lack of "inadequate" 

formal educational qualifications which are necessary requirements 

for managerial positions. : ldequate educational qualifications 

can cause serious problems when it comes to pre- requisite require ­

ments for managerial jobs . For example , at the University, 



the requirements for managerial positions are a first degree 

and/or professional qualifications plus other training experiences 

related to the job . 

A general low level of education of women reduces the number 

of women who might be able to go on for further training necessary 

for higher level jobs (like managerial positions) and therefore 

results in bringing about inadequate educational qualifications 

of women . Therefore it is the 11 inadequate 11 education of women , 

caused by low levels of education which reduces the women ' s 

chances of success in managerial positions. 

About 95% of the respondents from both Universities have had 

education upto university level but all of them have had further 

formal educational advancements. The other 5 \ indicated that 

they do not have University education but they had professional 

qualifications . The respondents therefore met the qualifications 

necessary for the appointment to the managerial positions and 

therefore felt that without it (educational qualifications) 

they \O.Ild rot have qualified for the managerial posts. Both 

men and women therefoze agreed with varying degrees that inadequate 

education of women has hindered their progress in management. 

In general, 41 . 3% of the men and 45% of the women , with an 

index of - 7.9 and -5 respectively, felt that low levels of 

education of women is an obstacle to their success in management 

(see table 10) . The negative index and the mean scores of 
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2.8 (men) and 2.86 (women) implies that the responden s agreed 

on the issue of inadequate education of women resulting in 

their lower chances for women's success in management. 

Whereas 50% of the men believed that low levels of educa~ion 

of women have been caused by fewer schools and high drop-out 

rates , 51\ of the women did not agree. This has the implication 

that there are others other than fewer schools and high drop­

out rates which have reduced women's level of education. One 

female respondent gave other reasons as cultural attitudes 

and lack of science background for women. She said that in 

certain traditional cultures, the parents would rather educate 

boys than girls (especially if there was lack of funds) because 

it is believed that a boy should have education so that he 

will be able to support his wife and children. It is further 

believed that a girl does not need to have education because 

it is the duty of the husband to support the wife. These 

traditional beliefs have therefore hindered the education of 

girls thus reducing their chances of success in management. 

Both men and women agreed with mean scores of 2.92 and 3.38 

respectively that inadequate education of women has hindered 

their progress in management. The mean scores of above 3 in 

all the three dimensions of success further strengthens the 

agreement - this is indicated in table 10 where over 50% of 

both the respondents slightly agreed or agreed to the statements. 
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From the analysis both men and women believe that women ' s 

inadequate educational qualifications have hindered their success 

in management . Even though they (men and women) have equ.l 

training opportunities at the University , the respondents felt 

that the inadequate education reduces the women's chances of 

training . This means that when managerial vacancies come up, 

men are more likely to get them since they will be more qualified 

than the women - thus leading to the disproportionate appointment 

and promotion of women to managerial positions. However , since 

not all the respondents were in agreement that inadequate 

educational qualifications has resulted in women ' s failure 

to succeed in management , it means that there are other factors 

which hinder women ' s progress in management ·- lik c ultural 

atti udes and sex characteristics . 

The views held by the respondents in this study were in agreement 

with sevel authors (Riria , 1983 ; Kagia , 1985) who felt that 

women have not fully benefitted from educational opportunities 

due to various factors which include cultural attitudes. 

'Inadequate education has therefore resulted in fewer women 

who are sufficiently well - qualified to compete for managerial 

jobs . 

Low Levels of Employment: 

Table 11 gives the analysis of responses on the effects of 

levels of employmen on the women ' s progress i n management. 

Employment here refers to the paid employment in the formal 

sector . The proportion of women in the labour fo r ce in 1985 

·. 
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was 34% (world figures) but in Kenya it was only 21.2\ in 1987. These 

figures are too low considering the fact that in Kenya , according to 

the 1969 census , there were 100 men to 100.4 women (and the proportion 

of women above the age of twenty was 50.9%) . Representation of women 

in formal employment is very low and this has hindered their progress 

in management since the percentage of women available for promotion 

will be smaller than that of men. It will therefore imply that the 

percentage of women who will eventually get promoted will be lower 

than that of men . 

In this study, 40 . 3% of the men and 70 . 8% of the women agreed that the 

general low levels of employment of women have hindered their progress 

in management . The tvomen felt that with a larger "pool" to draw from, 

the women managers could be as high as that of the men. About 53% of 

the men however, felt that low levels of employment of women is not a 

major obstacle to their success in management because they believe 

that there were "already a lot of women employees, especially in 

secretarial section ." But they failed to recognize that these are jobs 

that do not lead to top level managerial positions, and as Gordon 

(1975) puts it - they are on ancilliary routes that are "dead ends . " 

The women however believed that their success in management is 

hindered by low levels of employment . This is revealed by a men score 

of above 3 and a positive index in all the three dimensions of success. 
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On the whole , the overall mean scores of the women of 3.71 

and that of the men of 2 . 88 imply that the responden s agreed 

that low levels of employment of women has .indered their 

success in management . The men felt however, that there were 

other obstacles, to women's success in management, such as 

lack of initiative on the part of women and lack of confide nce 

in themselves. They (men) explained that the women may be 

few in the formal employment , but even the few who are there 

are not willing to get into managerial positions because they 

lack initiative and confidence in themselves which they felt 

are necessary factors needed to gain access to managerial 

positions . 

Sex Characteristics: 

Table 12 gives the analysis of responses on the effects of 

sex characteristics on women's success in management. Several 

sex characteristics of women which have been suggested as 

contributing to their failure in gaining access to managerial 

positions include lack of aggression , competitiveness, motivation 

and firmness (Fox , 1984). It has also been indicated that 
~~ 

women are too emotional andAtoo emotional and moody and there-

by cannot make successful managers . 

In this study, the respondents agreed with the above suggestions. 

In general , 57 . 7% of the men and 50 . 3\ of the women, with 

an index of 12.8 and 26.2 respectively agreed with the fact 

that women ' s progress in management has been hindered by sex 

characteristics (of women). The mean scores of 3 . 29 (men) 
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SJ;X CII/\H/\C'I'I-:11 I ST I CS 

1\Nfll.YSIS Ofo' III:SPONSI·:S BY Sf:X 

STJ\TEMENT SEX STRONGLY 1\GREt: UIICE:It'rl\ l N 0151\CitEt; STRONGLY INDEX MFJ\N 

J\GREE 
DISI\CREE SCORf;S 

1. liomcn who s••curc m.1nagemcnt 
jobs hl!Vf' to bn better M 2.8 14.6 '5.5 44.4 37.5 -69.'5 1. 96 

qu.11 i C i crl than their male F 47.9 27.1 18.75 4. 16 2.1 60.8 4. 15 

counterparts 

2. BC' t ng '' slnq1e woman .1.s generally 

,,ssociatcu w1th fililure to adjust M 7.3 25 .0 9. 4 47 .9 10.4 -l6 . 0 2 . 71 

to the nornt.l 1 way o( l.1.fc and is F 17.2 23 .4 20.3 31.25 7.8 1.5 3 .11 

an o1Jstnc1e to promotion 

\ 3. I\ omen in general ~re competitive, 

•'9CJ rcss i vc, firm,lnltintive and w M 6.7 43.3 20.8 28 . 3 0.8 20.8 2. 71 

hi'\ve dr.1.ve p 13.75 45 .0 11 . .lS 27.5 2.5 28 .8 2 . f 

4. Men in gener,, 1 arc competitive , 

,,qlJ r~!ls i vc, rirm , initintivc <Jnd M 28 . 3 63.3 7.5 0.8 - 90 . 9 4. I 9 

have urive ' F . 22 . 5 47 . 5 12.5 17.5 - 52.5 }. 75 

5 . ~tan.1gers in ()encral arc competJ.tive, 

aqqressive, f.1.rm, initiative and have M 35 . 0 53 . 3 7 . 5 4. 16 - 84. 1 4. 19 

drive F 30.0 58 . 75 7 . 5 3 . 75 - 85 . 1 4. 15 

6 . Women's sex characteristics have: 

il) hindered lhc1r tr<1inu1g M - 37.5 8.3 41.7 12.5 -Jfi .7 2 . 7 

opportunit1es F l2. s 56 . 95 6.25 18.75 6 . 25 43.8 3.5 

'b) hindcre.l the.1.1:o opportunities . M - 29 . 1 8.3 41 . 7 20 . 8 -)). J 2. 45 

Cor promotton F 30 . 25 37 . 5 6.25 12.5 12.5 43.8 3 . 75 

C) hJmlcrcd delegation of duties H - 33.3 - 45.8 20.8 -3). 4 2. 45 

to them F 18 . 75 50.0 12.5 12 . 5 6.25 50 . 1 ).6) 

1 . Your m~Jc colleagtiCS at the 
University lllC: 

i) more qunlifJ.et.l than you F - - 6.25 J7 .5 56 . 25 9l. 75 1.5 

i i )Less moocly than women p - 6 . 25 6.25 4 3. 75 4J.75 81. 25 1. 75 

iillHore commttted to their jobs F 6 . 25 - - J7.5 56 . 25 87 . 5 1. 62 

iv) ~lore cfflclent than womt!n p - 6 . 25 6 . 25 .11.25 S6 . 25 81.25 l. 6J 

v) P.as 1 l y ,,cccptcd by subordinates f' 18 . 75 37 . 5 - 25 .0 18.75 12.5 ).125 

vi l t.css IICOI'HtlVC to cr•ticisrns F 6 . 25 25 . 0 - 25.0 43 . 75 J7. 5 2 . 25 

•......•.... . / 1 
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TJ\JlLE 12: on . . • • I 2 

STATEMENT SEX S'l'RONGLY AGREE UNCERTAIN . DISAGREE STRONGLY I !NDE.X PW\N 

ACREE DISAGREE SCORE 

8. Your female colleagues at \.... 
h univ rsity re: 

i) more qualified th n you M - - 25.0 70.8 4 .17 -74.97 2.2 

ii) more moody th n you M 16.7 41.7 29 . 2 12.5 - ... 45. 9 3 .63 

iii) less committed to their 
jobs M 4.17 45.8 16 .7 25 .0 8.3 16.67 2.63 

iv) ~tore ef icient than men M - 4.17 16.7 66.7 12.5 -75 .03 2.125 

v) sily accepted by 
subordinates M - 20.8 20 .8 50.00 8.3 -37.5 2.54 

vi) Loss sensitive to 
criticisms M - 8.3 4.16 66 .7 20 .8 -79.2 2.0 

AVERACB: M 13.2 37.1 11.7 29.4 8.6 12.3 3.29 

p 20.6 37.1 10.9 20.2 11.2 26.3 3.23 

••=••=~•••••a~•~-=c======c==-~k--~~e--••~-.aaa••=-c--a=-;_-====:~~~a~=~•---•----------•~-~-~-·~-~ 
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and 3 . 23 (women) further imply that sex characteristics is 

taken by both men and women as an obstacle to women's 

progress in management. 

Both the women (70%) and the men {91%) agreed with the fact 

that men have got managerial qualities (aggressive, com­

petitive and firm) but only 58% of the women and 50% of the 

men agreed that women possess these managerial qualities. 

Half of the men therefore did not think that the women 

possess those qualities attributed to the managers and about 

42% of the women felt men have the qualities. The responses 

of the men showed a significant resemblance between the rating 

of the men in general anj managers in general (both with a 

mean score of 4.19). 

There was however no resemblance between the ratings of women 

in general and managers in general according to both men's 

and women's responses. About 30\ of the respondents felt 

that women do not possess those characteristics ascribed to 

managers. When asked why they felt this way, one female 

respondent answered that managers need both masculine and 

feminine - type skills such as "interpersonal warmth and under­

standing" in which case she did not feel less of a manager 

because she did not possess the masculine type skills which 

are ascribed to managers'. 
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On the issue of whether being a single woman is associated 

with failure to adjust to the normal way of life and is an 

obstacle to promotion , both the men (57%) and the women 

(39%) disagreed with it. All the 25% of the single women 

respondents strongly agreed or agreed with the statement 

whereas 20.3% of the women were uncertain. 

More than 40% of the women disagreed on the questions on 

whether they thought their male colleagues were more 

qualified than them, less moody , more committed to their 

jobs, more efficient and less sensitive to criticism. 

The negative indices and the mean scores of below 2 indicate 

the extent of the disagreements. 

Both men and women are in agreement that the men managers 

are easily accepted by subordinates. Only 20.8% of the men 

agreed that the female managers are easily accepted by the 

subordinate while 56\ of the women agreed that the male 

managers are easily accepted by subordinates. The women seem 

to have based their views on the fact that some of them 

(35\) have had problems of being accepted by their male 

subordinates. They therefore felt that the subordinates might 

have accepted a male manager. 

On the whole, women respondents think that the sex characteristics 

is a major obstacle to women's progress in management. This 

is indicated by the mean scores of above 3.5 in all the three 
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dimensions of success. Men however do not hold the women's 

views . On the issue of promotion and delegation of duties 

their mean score is 2 . 45 indicating that they do n~t think 

that sex characteristics has , to a large , hindered them. 

ore than 50% of them disagreed with the three statements 

denoting success . 

FACTORS HINDERING WOMEN ' S PROGRESS IN MANAGEMENT RANKED 

IN ORDER OF IMPORTANCE 

Table 13 gives graphs of the respondents mean scores on factors 

affecting womens ' progress'in management. From the graphs 

it can be concluded that the respondents agreed to some extent 

that women ' s progress in management has been hindered by the 

five factors . This is because all the five factors given 

on the graph have a mean score of above 2.5 . 

From the two graphs (a and b) , both men and \-/Omen are in agreement 

that the cul t ural attitudes (men ' s mean scor~ of 3.46 ; women ' s 

mean score of 3.77) have a major role to play in hind~ng 

women ' s progress in management. The women felt that the second 

major obstacle is low levels of employment (mean score of 

3.71) followed by sex characteristics (mean score of 3.23) , 

low levels of education (2 . 86) and nature and structure of 

work in management (2 . 70) . 

The men however , while agreeing with the women on the first 

and the last two factors , ranked sex characteristics as the 

second major obstacle to women ' s progress in management, 

follo• ed by low levels of employment. 
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Both the men and the women ranked cultural attitudes as the 

major factor hindering women ' s progress in management because 

cultural attitudes embrace all the other factors mentioned. 

Cultural attitudes for instance has restricted educational 

qualifications of girls due to traditional beliefs that men 

are supposed to take care of the wife and children. on the 

same note , it has restricted the employment of women due to 

the resulting low levels of education of women and the beliefs 

that men are supposed to work in formal employments while 

women stayed at home to look after the children. 

Table 14 shows the overall mean scores per factor as well 

as per sex . These mean scores were used to establish wh,. .. 1 ,er 

the opinions expressed by women have any relationships with 

those held by men . To test whether this relationship exists , 

Spearman ' s Rank Order Correlation is used. 

This is a measure of the degree of correlation that exists 

between two sets of ranks. It will also reveal whether the 

relationship , if any , is a negative or a positive relationship. 

A perfect direct correlation of l indicates that ranks assigned 

to individuals should correlate positively with each other , 

whereas disagreements are reflected with a negative correlation 

(-1) . A zero correlation indicates that there is no particular 

connection between two scores. 
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'l'I\Ut.t: l 'I : 

RESPONOt:N"J'S ' OVF.RJ\J,L 1\TTI'l'UDES TOWI\RDS 1 NDIVIDUI\L FI\C'.rORS J\l>PECT.ING WOMEN ' S PROGRESS IN HJ\NI\GEMENT 

MEN (M) 24 WOMEN (F) 16 

I ~'1\C'l'OHS -
SEX s•rt~ONGLY /\CREE UN ER'l'J\IN DIS/\GREE S'I'RONGT.Y INDEX HE/\N 

1\CRBR D (SI\CRI~E SCOHE 

' ' ' ' ' 
l. Cultural /\ttiluu s M 15 . 1 43.3 11 . 5 22 . 1 8 . 0 28 . 3 3.46 

F 29 . 3 40 . 9 4.8 16 . ) 8 . 7 45.2 3 . 77 
' 

2. N tut: and Struc Ul' t·l 6.9 24 . 4 11.1 37.5 20.1 - 26 . 3 2 . 60 
of work in management F 17.7 15 . 6 16.6 18.8 31.3 - 16.8 2 . 70 

J. Low l vels oC •du ation ~1 10.6 J0.7 9.5 26.1 23.1 - 7.9 2.80 
of women I F 13 . 7 Jl. 3 5.0 28.4 21.6 - !l.O 2 . 86 

4 . Low levels of cmploym nt ~I 4. 3 36.2 5.5 51.3 2.7 - 13. 5 2 . 88 
of women F 33.2 37 . 5 2 . 5 16.5 10.3 43 . 9 3. '71 .. 

5. Sex ChatacLerts lCS M 13.2 37 . 1 11.7 29.4 8 . 6 12.3 J . 29 I 
F 20 . 6 37 . 1 10 . 9 20.2 11.2 26 . 3 3.23 

M 10.02 
"v J::RJ\c E: 

34.34 9.86 33.28 12.5 - 1.42 l.J 0 

F 22. 32. 48 7.96 20.4 16.62 18.36 . 35 
~:.:, _____ .._.._-= ... ..........._, - - a: :a----=-- •....:ll aacc•••=•-•••:.a:•a.~a-=sz ka 
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The variables used are Y, for the men's mean scores and x, for the 

women 's men scores. The calculated rank order correlation is +0.96 

(see appendix 8• . 

, 

The rank correlation of 0.96 (appendix 8 1 is a positive figure which 

is near +1 . This implies that both the men's mean scores and that of 

the women are positively correlated. The high correlacion of 0.96 

indicates that the strength of association between the women's mean 

scores and that of the men ' s is very high . This is evident from the 

way the men ' s responses and that of the women (in the analysis) in several 

statements were in agreement . For example in all the factors affecting 

women's progress in management the ~omen's mean scores and that of the 

men were in agreement (with slight differences) . Both groups agreed 

for example , with a mean score of 3 . 46 (men) and 3.77 (women) that 

cultural attitudes is a major obstacle to women's progress in manage-

ment . Both the men and the women also both agreed, with mean scores 

of 3.29 and 3.23 respectively, that women's sex characteristics have 

hindered women ' s progress in management . These two examples suffice 

to show that the high positive correlation is due ~o the respondents' 

agreements on several issues. 

In order to find out whether there is evidence of a significant positive 

correlation between the men's mean scores and that of the women, the 

X-test was used . The f cllowing nuR hypothesis (Ho) and alternative 

hypothesis (H ) may be stated thus; Ho: There is no positive 
1 

correlation between x andY . 
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B1
: There is a positive correlation bet\-Jeen X and Y. 

Osing a level of significance of 0.05, the one tailed test (see 

appendix 8) has a Z value of +1.645. Since the calculated Z alue of 

1.92, exceeds the critical value of +1 . 645, reject the null hypothesis. 

There is evidence of a posi ive correlation between the men's responses 

and the women ' s responses in all the five factors. This implies that 

the men's responses and the "''omen's responses _were in agreement-= 

In conclusion , table 14 gives a summary of the overall responses of the 

, respondents on L~e individual factors affecting women's progress in 

management . On the whole, about 44% of the men and 55% of the women 

strongly agree or agreed that the five factors, namely cultural attitudes , 

nature and struc~ure of work in management, low levels of education low 

levels of employment and sex characteristics have affected women's 

progress in management . The mean scores of above 3 for both men and 

.,.,omen further reveal t.l-)at the respondents felt that the fi\•e facto s 

have hindered women ' s success in management . The negative index for 

the men indicates that most of the men do not agree that the factors 

affect women's progress in management to a large extent. 



Cultural attitudes carried over from early traditions is seen 

as the major obstacle (by both groups of respondents) hindering 

women ' s progress 'n management while the nature and struc ure 

of work in management is regarded as the least factor. The 

women therefore lack the necessary requirements for entry 

into managerial positions largely due to the five factors 

given in the table . This has therefore resulted in the 

disproportionate position of women in management hence the 

women have not been able to contribute fully to the develop­

ment process as well as share in its benefits. 
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CHAPTER FIVE 

SUMMARY AND CONCLUSIONS 

This chapter summarizes and discusses the findings of the study in relation 

to the main question raised in the objective. It also discusses he 

conclusions in relation to earlier s udies on the subJect , gives limita-

c~ons of the study and suggestions for future research in the area. 

5.1 Summary: 

The major question raised in the study was whether the factors 

' which have been given in the literature as impeding women's 

success in management, also apply in the case of the Universities 

of Nairobi and Kenyatta. The study therefore sought to find 

out '"'hether women's success in management has been affected 

by various factors which include cultural attitudes , the nature 

and structure of work in management, low levels of education 

of women, low levels of employment of women and sex characteristics. 

Success \•Jas measured using three dimensions - promot~on to managerial 

positions , delegation of managerial duties and acting positions, 

and training in relevant managerial fields for women. 

On the issue of whether women success in management has been 

affected by cultural attitudes , it was found that over 60% of 

the respondents agreed that cultural attitudes have affected 

women's progress in management. All the three dimensions of 

success had a mean score of above average implying further 

that cultural attitudes held by the socie y as a whole was 

an obstacle to women's progress in management. Both nen and 
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women ranked cultural attitudes as the major factor hindering 

women's progress in management . 

The respondencs , especially the women , felt that culture has 

resulted in restricting women ' s educational levels and thereby 

reducing their chances of success in management . It was also 

felt that the social process has resulted in women who are 

comfort able in carryi ng out instructions , not ambitious , lack 

self confidence and who avoid managerial roles. The respondents 

therefore agreed that the society ' s perception of women and 

the women ' s views of themselves have resulted in limiting women's 

success in management. 

The nature and structure of work in management was regarded 

by the respondents as the least factor limiting women ' s progress 

in management. This is evident from the mean scores of both 

men and women which are just above average (men ' s mean score 

is 2.6 while that of the women is 2 . 7) . On average 30\ of the 

men and 33% of the women felt that the nature and structure 

of work in management is an obstacle to women ' s success in 

management . Both the men and the women agreed , with a mean 

score of 2 . 42 and 2.93 respectively , that the nature and stru­

cture of work in management has hindered women ' s further trai­

ning . But they differed on the question of promotion and dele­

gatkon of duties. 

However , both men ardwomen ranked th~ nature and structure 

of work in management as the least factor h'ndering women ' s 

progress in anagemen 
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Regarding low levels of education of women, it was felt ha 

in general , fewer schools for women and high drop-out rates 

··~ brought about low levels of education of women thus making 

it difficult for women to take up jobs leading to managerial 

positions. However, it is not only the low le els of 

education of women per se which has reduced the ir success in 

management, but also the educational qualifications which are 

a necessary requirement for a managerial position at the 

University include a first degree, post-graduate quali­

fications , relevant training experiences and research publi­

cations . 

Over 50% of the respondents felt that women ' s progress in mana­

gement has been hinderered by their low low levels of educa­

tion. This indicates that most women do not have the necessary 

qualifications to gain access to managerial positions . Both 

men and women however , indicated that they both have equal 

training opportunities (mean score of above 4) meaning that 

they both have equal chances of gaining access to the management 

at the University . 

However over 54% of the respondents agreed that low levels of 

education has hindered their promotion and delegation of duties . 

This indicates that the major problems facPd by women is the 

delegation of mangerial duties to them and promotion to mana ­

gerial positions. 

The three dimensions of success have a mean score of above 

average which indicates that low levels of eduation of women 

is an obstacle to women ' s success in management . 
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Th~s factor has been ranked by women as a third major 

obstacle to women ' s progress in management, while the men 

have ranked it as a fourth factor. 

On the issue of low levels of employement in the fc-mal sector, 

about 40\ of the men and 70\ of the women agreed that it has 

contrubuted to women ' s failure in management. The women's 

mean score on the three dimensions of success is above 3.4 while 

that of the men is between 2 . 8 and 2 . 9. Both mean scores 

(the men ' s and the women's) indicate a preponderance of 

agreement since it is above average . It was felt that 

if there were more women in , formal employment, then there would 

be a larger "Pool" from which to select the managers and there­

fore the women managers might have been proportional to that 

of women. 

The low levels of employment was ranked by the men as a third 

major obstacle while the women ranked it as a second major 

obstacle affecting women ' s progress in management . The dispa-

rity in ranking came up because the men believed that there 

were many women employees - especially the secretaries - they 

howe er failed to see that these are jobs which do not lead 

to top managerial positions (like that of the Vice Chancellor, 

for example) . 

Sex characteristics was regarded by over 50\ of the respondents 

as an obstacle to the women ' s success in management . The men 

and women respondents strongly differed on certain issues. 

For instance over 70\ of the women and only 17% of the men 

agreed that women who secure managerial positions have to be 

better qualified then their male counterparts. 
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They however, both agreed that managers in general are competi-

tive, aggressive and firm and that characteristics ascribed 

to a manager are similar to those possessed by men and not 

14 
The omen explained that a manager needs both the women 

mascu ine and feminne - type skills (such as interpersonal 

warmth and understanding) in order to become a successful manager. 

They therefore explained that even though they agreed that a manager 

possesses masculine - type skills , it did not necessarily 

mean that the men will make· better rranagers than the womeo. 

They (women) believe that a successful manager has to have both 

the masculine and feminine - type skills. 

The women respondents disagreed on the fact that men are more 

qualified than them , more committed to their jobs and more 

sensitive -:.o criticisms indicating that womer. do not differ 

significantly with rren in certain issues . The men, however, 

felt that women are more moody than the men. They (Men) there-

fore felt that the women ' s needs and emotions make them unable 

to deal with situations rationally and therefore reduce their 

chances of success in management. 

On the whole , both men and women respondents agreed, with varying 

degrees, that the sex characteristics have been an obstacle 

to women's success in management. The women ranked this factor 

as the third major factor while the men ranked it as the second 

major factor , 

14. The ideal manager is perceived as competitige , aggressive 
and firm while women are perceived as intuitive, emotional, 
personable and depenable (Fox , 1984) . 
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5.2 

The findings of the study have brought about a number of issues. 

In the first place, it is evident that the men and the women 

were in agreement on a number of issues regarding factors af 

affecting women's progress in management. Q1 cultural a titudes over 60% 

of t'le resp:nlents agreed that it I hindered womens 's progress in mana- /has 

gement. This was in agreement with - Devaud (1980) , Collins 

(1982) , Fox (1984) and Gachukia (1989) - who contend that the 

women's inability to succeed in management is mainly due to cultural 

attitudes which have been embeded in the women's Psychic make -

up" as well as that of the' society as a whole. 

The conclusion mawn from these responses is that cultural atti ­

tudes have resulted in limiting the women's progress in 

management. This is attributed to the society's perception 

of women and the women's perception of themselves (both brought 

down from traditional beliefs) . The society perceives women 

as lacking in self-confidence , aggression and drive, and that 

they are too emotional , moody , less efficient and less commi ted 

to their jobs. The women have internalized the traditional 

cultures from the society such that they harbour feelings of 

self-doubt and are not ambitious . This has therefore resulted 

in hindering their (women's) progress in management. 

Cultural attitudes is given as a major factor hindering women's 

progress in management probably because it embraces all the 

other five factors. For instance the cultural attitudes held 

by the society have hindered the education of girls and also 

influenced the type of JOb the women will eventually choose. 
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In other societies, traditional cultures have affected the employ­

ment of women in that they determine whether a woman will be 

employed in the formal sector or ne t . For example, some parts 

of Asian Communities prohibit their women from getting into 

formal employment because of their traditional cultures. Cultural 

attitudes also bring about difficulties for women managers on 

the job because the subordinates do not easily accept women 

managers . The women have also complained that more often than 

not, their work undergoes a more rigorous scrutiny than that 

of their male colleagues bec~use of the belief that a woman 

cannot be as efficient as a man. 

Sex characteristics of women are also affected by cultural 

attitudes . Women are perceived as possessing certain feminine 

characteristics which are considered unsuitable for a manager . 

When a woman therefore makes a mistake , it can easily be blown 

out of all proportions. Women have to work twice as hard as 

their male counterparts to deserve a promotion - to prove her 

worth. All these are cultural influences on the feminine 

characteristics. 

The nature and structure of work in mangement was given by the 

respondents as the least factor which has brought about women's 

failure to succeed in management. This differs from the litera ure 

findings which suggest tha the very nature and structure of 

work in management reduces the women ' s chances of success in 

management due to their family commitments . The women respondents 

in this study did not feel that the long hours at work in manage -
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mentor the discontinuity in women's careers due to 9hild care, 

has limited women's progress in management (mean score 2.31). 

The c~nclusion drawn , is that the respondents' jobs are not as time 

demanding as it would be in private organizations where work is 

done on tight schedules. Government institutions have some flexi­

bility in terms of supervision and work done, which goes to explain 

why the respondents regarded the nature and structure of work in 

management as the least of the factors affecting women ' s progress 

in management . This lax ity at the work place enables women to cope 

with the managerial work without putting in too much of their time. 

Therefore the disparity between the literature and the responses 

from this study is due to the fact that this study used a government 

institut i on whereas the o t her studies used private organizations. 

On the issue of inadequate education of women, over 54% of the 

respondents agreed with a mean score of above 3 that it has 

hindered women ' s progress in management. The respondents in the 

study have had education upto university level (plus further 

educational qualifications) or have had professional qualifications . 

They therefore felt that without these qualifications , they 

would not have been able to get into managerial positions. 

The conclusion drawn is that the inadequate education of women is 

a result of high drop out rates , fewer schools , and (traditional) 

cultural attitudes towards the education of girls. 

This low level of education of women has 
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resulted in limiting women's further educational opportunities 

thereby resulting in women who do not have the necessary 

qualifications for managerial positions. 

The respondents' conclusion in this study are in agreement with 

the literature findings which indicate that inadequate education 

of women has resulted in women who are not "sufficiently" quali-

fied to compete for availabl~ higher managerial positions. 

The conclusion drawn from the respondents' views on the low 

\ 
levels of employment of women was that it has reduced the women ' s 

chances of success in management (mean scores were above 2 . 7). 

It follows that if the numbers of women in formal employment 

are low, then their proportions at all levels of employment 

will also be low and therefore the percentage of women available 

for promotion will also be low. 

The views of the respondents of the present study are in agreement 

with the previous studies in the literature. 

On the ~stion of sex characteristics of women, there was a 

general agreement by the respondents that it has hindered women's 

progress in management- although the men's views were not as 

strong as the women's. For example on the statements that women's 

sex characteristics have hindered their opportunities for promotion 

and delegation of duties to them , the men's mean score was 2.45 

while that of the women was above 3.6. Whereas the women fel 
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very strongly that they had to work twice as hard as their male 

colleagues in order to be considered for promotions, the nen 

did not believe this. The men's disagreements could be due 

to their cultural attitudes whereby they do not believe that 

women are committed to (or efficient in) their job . So if they 

(women) work twice as hard , it is only because of the back-log 

of work which has accumulated due to their absence from work 

(resulting from child care of maternity leaves) . 

The responses on certain issues were in agreement with previous 

research findings . For instance both the female managers' 

responses and those of the male managers' were in agreement 

that the characteristics ascribed to a manager are similar to 

those possessed by the men and not the women . Similar studies 

done by Schein (1973 & 75) showed that both the female and the 

male respondents perceive "feminine and manager as mutually 

exclusive terms . " 

The conclusion drawn from the responses in the present study 

is that the sex characteristics of women have hindered women's 

progress in management mainly due to the society's beliefs that 

women cannot become successful managers. The society perceives 

women as being too moody , too emotional , dependent and intuitive 

while managers are perceived as competitive, aggressive and 

firm . A woman can therefore work to the best of her ability 

in order to become as efficient or even better than her male 

colleagues but when vacant positions come up , her male colleagues 

might get the job because as a man, he has managerial qualities 
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while a woman does not have them (they lack aggression , drive 

and competitiveness) . 

On the whole , therefore there is an agreement between the 

respondents ln the present study and the literature findings 

that the cultural attitudes , the nature and structure of work 

in management , the low levels of employment of women, inadequate 

educational qualifications of women and their sex characteristics, 

have reduced women ' s success in management . 

5.3 Limitations of the Study : 

This study had several limitations . In the first place , time 

was a major limiting factor which resulted in the limited scope 

and depth of the study . The limited time made it impossible 

to include all the Universities in Kenya which would have resulted 

in a more complete study . 

There are also the limitations of the measurements used. The 

Likert ' s scale used in the study has been criticized for its 

lack of reproducibility - the same total score may be obtained 

in many different ways . It has therefore been argued that this 

score has litt l e meaning or that two or more identical scores 

may have totally different meanings. It has also been criticized 

that it offers no interval measures. 
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Another limitation is the environment and the setting of the 

study which may not allow generalizations of the results to 

non -governmental institutions whose environme, ts and setting 

differ from government institutions. 

5 .~ Suggestions for Future Research: 

Due to the limited time, t he scope of this study was restricted 

to the Universities of Nairobi and Kenyatta. The other Universi­

ties not covered and other organizations could be considered 

for future research . This is especially so with the private 

organizations whose work environments differ from those of the 

public corporations . It would be interesting to compare the 

factors affecting women ' s progress in management in private 

organizations and public corporations to see whether they differ 

significantly. 

Another area that needs to be looked at in depth are the individual 

perspectives which also affect womens progress in management. 

This area was left out of this study because the implications 

involved are too complex and may warrant a complete study in 

itself . 

General attitudes towards women among higher level management 

(who are concerned with promotion, allocation of duties and 

employments) is also a potential area of study. This is because 
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their polic y decisions in most cases will affect women ' s progress 

in management . 

There is also the need for a thorough study on t he assignment 

of duties , promotion and employment o f wome n a t the University 

to see whether they are accorded s i mi l ar treatment with the 

men (in t he a llocation of duties and promot ion ) . 
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.. per.dix 1 

NOTE TO THE RESPONDENTS 

Dear- Respondent , 

T.his questionnaire is designed to gather information on the factors which 

have affected women 's progress in management . This study is carried out 

for a management project report as a requirement in partiaL fuLfUm""' of 

the degree of Master of Business Administration, University of Nairobi. 

Your responses witt be treated in strict confidence and in no instance 

wiL~ your name or position be mentioned in the report. 

Your co- operation is highty appreciated. 

Thank you. 

Yours faithfuLLy 

geticn R. (Mrs) 

'.fBA Student) 
Masinde C. K. ( 'l'S) 

(Supervisor) 
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nn;:>endix 2 

QUESTIONNAIRE 

P A R T 1 

1. (a) Which of the following factors would you consider as having made 
it difficult for women to gain access to managerial positions 
in the University? 
T"ck as appropriate . 

(i) Low levels of education 
(ii) Low levels of employment 
(iii) The nature & structure of 

work in Management . 

(iv) 
( v) 

(vi) 

Sex characteristic 
Cultural attitudes 
Other (specify) 

(b) Rank the following factors according to hov.r you think it hinders 
women's progress in management e.g. If you think culture is the 
highest , then write the number (1) beside it etc . 

(i) Low levels of education (iv) Sex characteristic 
(ii) LOIN levels of employment (v) Cultural attitudes 
(iii) The nature & structure of (vi) Other (specify) 

work in Management . 

For questions 2 & 3 please indicate with a tick ( ) in the appropriate box 
the extent to which you agree or disagree with each of the following statements . 

2 . The way girls have been 
brought up : 

(a) Has resulted in women; 

(i) Who are comfortable in 

Strongly Agree Uncertain Disagree Strongly 
Agree Disagree 

carrying out instructions ) 

(ii) Who are not ambitious 

(b) Has made women; 

(i) Lack self-confidence 

(ii) Lack Competitiveness 

(iii) Feel that a man ought 
to be a manager by 
virtue of his sex. 

) 
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3. Cultura attitudes have; 

a) Restricted educational 
level of girls 

Strongly Agree Uncertain Disagree Strongly 
Agree Disagree 

(b) I.proved women's ability 
in managerial roles 

l c) Resulted in women who 
avoid managerial roles 

(d) Resulted in women who 
avoid technical jobs ( . ) 

(e) Resulted in women who only 
accept jobs labelled as fe-
minine such as teaching, etc . 

(f) Resulted in fewer training 
opportunities for women ( 

(g ) ~ade it difficult for 
wom~n to get promotions 
t~ managerial positions 

(h) ade it possible for women 
to get acting positions 
or delegation of duties . 

PART II 

4 . Please indicate below the time requirements of your present job . 

(You can tick all, as appropriate) . 

(a) From 8 .00 a.m to 5 .00 p . m. Yes No 
(b) After 5 .00 p .m. Yes No 
(c) During week-ends Yes No 
(d) For long hours e .g. Upto midnight Yes No 

5 . (a) If your answer to question 4 b,c or d is yes, then do you think 
the long hours at work will interfere with your domestic roles? 

Yes ( ) No ( ) 

(b) If you were promoted to a position which requires spending long 
hours at ·1ork, would you readily accept it? 

Yes ( ) No ( ) 
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6 . las the choice of your present job of your o•..m initiative? 
Yes ( ) No ( ) 

7. If the answer to question 6 above is no; 

(a) Which career would you have chosen to pursue? -----------------------
(b) What were the reasons that prevented you from pursuing this career? 

For questions 8 & 9 please indicate with a tick ( ) in the appropriate box the 
extent to which you agree or disagree with each of the following statements . 

8 . (a) Long hours at work for 
women is an obstacle 
to their promotional 
appointments 

(b) It is difficult to 
appoint women to key 
positions because of 
their frequent maternity 
leaves and child problems 

(c) Training women is a 
waste of money because 
of discontinuity in 
their jobs 

(d) Lack of training 
opportunities for women 
has hindered their 
progress in management 

(e) The nature of work in 
management has made it 
difficult for women to ; 

(i) be considered for 
further training 

(ii) be given acting 
positions and 
delegation of duties . 

Strongly Agree Uncertain Disagree Strongly 
Agree Disagree 
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PART III 

9 . (a ) At what level of education did you join the University? 

(b) /hat educational (training) advancements have you made since then? 

For question 10 please indicate with a tick ( ) in the appropriate box the 
extent to which you agree or disagree with each of the following statements . 

lO . (a ) Low levels of ed~cation in 
women have been caused by ; 

(i ) Fewer girls' schools 

(ii) High drop-out 
rates for girls 

(iii) None of the above 

(b ) Lo·1 level of education of 
girls has hindered their 
progress in management 

Strongly Agree Uncertain Disagree Strongly 
Agree Disagree 

(c ) Women at the university have; 

( i) Equal training 
opportunities with men 

( ii) Unequal training 
opportunities with men ( 

(iii) More training 
opportunities than men 

(iv) Less training 
opportunities than men ( 

, 
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(d) Low levels of education in women has been an obstacle to; 

( i) their training 
oppor unities 

(ii) delegation of 
duties to them 

(iii) their promotion to 
managerial levels 

PART I V 

( 

l l . (a ) When did you join the university? -----------------------------------
(b) At what position did you enter the university employment? 

' -----------

(c ) How many times (and to what positions) have you been promoted since 
you joined the university? ------------------------------------------

Questions 12 , 13 & 14 please indicate with a tick ( ) at the appropriate box 
the extent to which you agree or disagree with each of the following statements . 

12 . Low levels of 
employment of women have · 

(a ) Reduced their chances of 
promotion to managerial 
positions 

(b) Hindere ~ delegation 
of duties to them 

(c) Reduced their 
opportunities for 
further training . 

Strongly Agree Uncertain Disagree Strongly 
Agree Disagree 
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PART V 

13 . (a ) Women who secure managerial positions have to be; 

( i) better qualified than 
their male counterparts 

(ii) twice as good at the 
interviews 

(iii ) twice as good in the job 

(b) Being a single woman is generally; 

( i) associated with youth ( · ) 

( ii) associated with 
immaturity 

(iii) associated with failure 
to adjust to the normal 
way of life 

(iv) an obstacle to promotion 

(c ) Women in general are; 

{i ) competitive 

( ii) aggressive 

(iii) Firm 

( iv ) initiative 

(v ) Have drive/motivation 

( 

( 

( 

( 

( 

Strongly Agree Uncertain Disagree Strongly 
Agree Disagree 

( d ) Men in general are : 

( i) competitive 

(ii) Aggressive 

( iii ) Firm 

(iv) Initiative 

(v) Have drive/l~otivation 
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(e) Managers in general are ; 

( i) competitive 

( ii) Aggre '5ive 

( iii) Firm ( 

( iv) Initiative 

( v) Have drive/~otivation 

( f ) Women's sex characteristics have· hindered; 

(i) their training 
opportunities 

(ii) their promotional 
opportunities 

(iii) the delegation of 
duties to them 

F 0 R W 0 M E N 0 N L Y 

14. Your male colleagues at the university are ; 

( i) more qualified than you 

( ii) less moody than women 

(iii) more committed to their 
jobs 

(iv) more efficient than 

(v) Easily accepted by 
subordinates 

( vi) less sensitive to 
criticisms 

women 

( 

( 

) 

( 

15. (a) Have you ever had any problems at being accepted by your 
subordinates as head? 

Yes ( No ( 
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(b) If the answer to no . 15 (a) above is yes, do you think they 
would have easily accepted a male manager? 

Yes No 

F 0 R M E N 0 N L Y 

For question 16 please indicate with a tick ( ) in the appropriate box the 
extent to which you agree or disagree with each of the following statements . 

16. Your female colleagues 
the university are; 

(i) more qualified than 

( ii) more moody than men 

at 

you 

Strongly Agree Uncertain Disagree Strongly 
Agree Disagree 

( iii) Less committed to 

( iv) 

(v) 

(vi) 

their jobs 

more efficient than men ( 

Easily accepted by 
subordinates 

less sensitive to 
criticisms 

P ERSON A L I N F 0 R M A T I 0 N 

Sex : Male 
Female 

arital Status : 

Marries ( 
Single ( 
Divorced ( 
Separated ( 

( 

T H A N K y 0 u F OR Y OUR C 0 - 0 P E R A T I 0 N 
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APPENDIX 3 

Percentage of women in Administration and Management in selected 
countries/areas in 1980 . Estimated figures in parenthes·s . 

Egypt 

E1 Salvador 

Guatemala 

Mexico 

Panama 

Peru 

Trinidad & Tobago 

Venezuela 

Bahrain 

Hong Kong 

Indonesia 

Kuwait 

Nepal 

Philippines 

Republic of Korea 

Syrian, Arab Republic of 

Thailand 

Finland 

Germany, Fed . Republic of 

Ireland 

Japan 

1980 

12 . 4 

15 . 8 

(17 . 3) 

(29 . 7) 

20 .1 

( 7 . 6) 

48 . 3 

(10 . 6) 

2 . 9) 

9 . 6) 

(10 . 3) 

2 . 1 

(21. 7) 

21.5 

17 .8 

( 3 . 7) 

17 . 8 

16 . 1 

16 . 4 

(13 .1) 

7 . 0 

Latest 

16 . 0 (1981) 

7 . 9 (1981) 

10 . 4 (1981) 

3 . 8 (1981) 

10 . 6 (1982) 

23 . 5 (1982) 

22 . 5 (1982) 

17 . 1 (1982) 

5 . 5 (1982) 



-105-

1980 Latest 

ether lands ( 4 . 9) 

orway ( 21.3) 17 . 1 (1982) 

Portugal 9 . 2) 9 . 4 (1981) 

Spain 4 . 1) 4 . 6 (1982) 

Sweden 18 . 3 19 . 3 (1982) 

U.S . A. 26 . 4 28 . 2 (1982) 

Source : World Survey on the role of Women in 
Development . p . 25 
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APPE DIX 4 

Labour Force Participation of Women by Region In 1985 

As% of % 
Total Total 
Labour Female 
Force Popula-

tion 

World 34 . 6 28 . 2 

Union of Soviet 

Socialist Republic 47 . 7 44 . 9 

Europe(centrally planned 

Economic Countries) 43 . 8 44 .9 

Europe (Industrialized 

Mkt . Economic Countries) 33 . 7 28 . 5 

North America 38 . 4 34 . 3 

Oceania 33 . 0 40 . 5 

Africa 32 . 0 38.4 

Asia 33 . 8 42 . 6 

Latin America 24 . 2 25 .0 

Source : World Survey on the Role of women in 
Development . U •. , New York, 1986 . p . l4 

As % Of 
World 
Total 

100 .0 

9 . 9 

4 . 7 

7 . 7 

6 .8 

0 . 5 

9 . 1 

56 . 5 

4 .8 
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.P.ppendix 5 

The Major Admnistrative Units of the Universi y 

Vice - Chancellor 

DVC Admin .& Finance DVC Academic 

Registrar Finance Officer Principal 

Deputy Registrar 

Senior Assistant 
Registrar 

Assistant Registrar 

Senior Administration 
Assistant 

Acr:1inistration Assistant 

Deputy Finance 
Officer 

Senior Accountant 

Deans 

Chairmen 



\ tW I'I:KI\1. 

CO liltS F:/FACUL'l'V 1'~1\.LH 'XO'.l'/\L -----""''l""·o·=""'T"'"O"rt\L -----I 

Und• gr du Lc Cours 

Agriculture • 16 

48 

50 

775 

172 

062 

306 

223 

19.3 
15.7 

22 .4 

30. 4 

23.8 

1\rchit ctur nd De i n 258 

Building Economics & Land Economics 173 

Art 1,776 

C.:onuncrce 551 

~ngin ring 801 

J,aw 

M dJ.cinc 

Science 

V erinary M dicin• 

Dent. 1 Surgery 

Pharmacy 

·ro'ri\L 

289 

555 

1 , 002 

371 

88 

150 

6, 710 

2J 
214 

143 

190 
56 
54 

26 
1 917 

2 , 55l 

723 

824 
SOl 

698 

1,192 
427 

142 

176 
8 627 

2.8 
42.S 

20 . 5 

16.0 

lJ.l 

38.0 

H.8 

22.2 

Diploma Courses•• 'J'O'l'l\l.,: l-------'2~6""-------l-----"6"'l'-----l-----..::8c.:.7 ______ 1------.....:..7=..0..:... ::..1 ______ 1 

J>ost.gr;:~duatc Cours 
Agricu1tur 1,113 

55 
166 

24 

54 

22 

86 

17 

l' 16 7 

77 

252 

41 

4.6 
28.6 

3 4. 1 

41.5 

1\rchi ectur and uc·~gn 

/\rt 

C.:ommerce 

Education 

Engln ering 

l • .:tw 

47 - 47 0 

6 1 7 14.3 

N•tlicine 157 37 194 l'J.l 

Sci nc 185 27 212 12.7 

v,. crinary Medic1m! 35 7 42 16.7 

S~:hool of Journ IJ.srn l3 9 22 40.9 

rnstllut.e of COtnf' ' l r Science 9 5 14 35.7 

Ins iLute or llfric n Studies 7 3 10 JO.O 

Ins L u c o( Populut •on SLudies~--~3~0------~---1~2---~---~4~2~-----~·-----~2~Bw.~6~----~ 
1'0'1'1\L t 847 280 2 127 13.2 

TOTAL ENROLJ.\l'!N'l' 8,583 2 ,2 58 10,841 20.8 

• includes courses on Pood Science and Technology and Range Hanaqcment. 

•• Oiploma courses w r offered in Advanced Nursing and 1\dult Studies . 

CompH 'i from: ~couc Poi<· !;urvcy , 1988 . 1'.151 
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Appendix 7 

OI U IVERSITY STUD-iTS BY COURSE AND SEX, 1987/88 

I 
I 

Department : iale Female I Total % of female! 
I I to Tota 
I I 
I I 

Forestry I 132 22 I 154 14 . 3 
\1/ildlife Management I 64 7 I 71 9 . 9 
oJood Science & Tech . I 50 8 I 58 13 .8 
Production & I I 
Technology I 58 2 I 60 3 .3 
Electrical & Cornm . I I 
Technology I 70 3 I 73 4 .1 
Science I 92 9 I 101 8 .9 
Education I 321 132 I 453 29 .1 

I I 
I I 

Total I 787 183 I 970 18 .9 
I I 

Compiled from ; Economic Survey, 1988 p . l52 

KENYATTA UNIVERSITY STUDENTS BY COURSE & SEX , 1987/88 

Course/Faculty I Male Female! Total I% of Female 
I I I to Total 
I I I 
I I I 

B.Ed. (Arts) I 1444 1562 I 3006 I 52 .0 
B. Ed . (Science) I 751 246 I 997 I 24 . 7 
B. A. (Fine Arts ) I 11 0 I 29 I 62 .1 .. 
B.Ed. (Home Economic) I 25 232 I 257 I 90 .3 
B. A I 260 150 I 410 I 36 . 6 
B.Sc . I 228 39 I 267 I 14 . 6 
Postgraduate* I 116 53 I 169 I 31.4 

I I I 

* Include students pursuing post. graduate Diploma in Education . 

Compiled from: Economic Survey , 1988 , p . 52 
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Appendix 8 

DETERMINING S PEARMAN ' S COEFFICIENT OF RANK CORRELATION 

Factors Mean Scores Differences 

y X d1 d2 

1 3.46 3. 77 - 0.31 0.0961 

2 2 . 60 2.70 - 0 . 1 0.01 

3 2.80 2.86 - 0 . 06 0.0036 

4 2 . 88 3 . 71 - 0 . 83 0.6889 

5 . 3 . 29 3.23 - 0.06 0.0036 

L d 2 
l. 

=0.8022 

6 {d 
2l 

rs 1 
1 
2 

n (n - 1) 
~ 

1 - [ 6 (0 . 8022) ] 5 (5
2

- 1) 

1 0 . 039 

0 . 96 
====== 

Testing the N..ill. hypothesis 

To test the n• 11 hypothesis we have ; 

z rs ~ n - 1 

0.96 Jn - 1 

0 . 96 J4 

= 1. 92 



-111-

BIBLIOGRAPHY 

Awori, Joy . 

Basil, D.C. 

"IJJomen in anagement: A case Study for the 
Kenyan Woman" . 
An unpublished Thesis. U. S. International 
University: Africa August, 1982 . 

Women in anagement . 
Dunellen, 1972 . 

ew York: 

Business Week . June , 1987 

Biryukova A. P . "Special Protection Legislation and 
Equality for W6men in the U.S . S . R. " 
International Labour Revie . 

Cole, G. A. 

Collins, E.G. C. 

Collins, E.G. C. 

Davidson, 
M & Cooper C. 

Devaqud, 
M. & Levy M. 

Vol . 119 , No . 1 January- February, 
1980 . pp . 51-62 

Management Theory & Practice . Eastleigh : 
DP Publications Ltd . 1986 . 

"The Entrepreneur sees herself as Manager . " 
Havard Business Review 
July -Aug . 1982 . pp . 142-150 

"A woman in the Boardroom", Havard 
Business Review . January-February . 
1979 . pp . 77-85 

"\~hat 1/omen '1anagers Face 11
• 

4anagement Today . feb . 1981 
pp . 80-83 

" omen's Employment in france": 
Protection or Equality . International 
Labour Review . Vol . 119 , Nov-Dec . 1980 
pp . 739-754 . 

Development Plan 1984-88 



Don do J . .. . c . "'.'lhy Fewer 
Classes . " 
Attendance 

- 112-

en than omen Attend Literacy 
Kenya National Literacy 

Survey . 1980 

Economic Survey, 1986 and 1988 

Fox, M. F . et al, Women at ~ork Boston: ayfield 
Publishing Co . 1984 . 

Ferrari , Sergio, 

Gachukia, E. 

Gastaut , T. 

Gomori , Edith . 

Gordon, 
F . E. et al , 

Gutto, S . B.O. 

"Italian Executive" . Management 
International Review . pp . 13-19 

' "Options for a Better Life for Young 
Women . " A report on CEDPA African 
Regional Conference . Feb . 1989 . 

U ITAR Seminar . Oslo, 
Norway , 1980 pp. 1-7 

"Special Protection Legistlation and 
Equality of Employment opportunities 
for Women in Hungary" . 
International Labour Review . 
Vol . 119 No . 1 . Jan-Feb . 1980 - pp . 67-75 

Bringing Women into Management New York: 
McGraw-Hill Book, 1975 

"The Status of Women in Kenya: 
A Study of Paternalism, inequality and 
underprivilege" . IDS Discussion Paper 
No . 235 . April , 1976 . 

International Labour Organization Report , 1981 & 1982 . 

Janjie , ·L "Diversifying Women's Employmen : 
The only Road to Genuine Equality of 
Opper unity . " International Labour Review . 
Vol.l20, "-rch-April, 1981. 



Kag.:a , R. 

Kenya : 

Kenya : 

Kenya : 

Kenya : 

- 113 -

"The Effect of Educa ion on Employment 
Opportunities for .• omen in Kenya . " Kenya 
Literature Bureau 1985 . 

25 Silver Jubilee . 
Published by the Standard Ltd . 1989 . 

Population and Development . 
A ~orld Bank Country Study . 

Population and Development . 

lomen in Development 

Kenyatta University Calendar . 1987/88 

Koontz 
0 'Donnell et al . 

Lannon , Judith 

Larwood, 
K. et al , 

Loring, R. et al , 

Nielson , Ruth . 

Management . A new Delhi : Mcgraw-Hill 
International Book Co . 1976 . 

"Male V . Female Values in anagement" . 
Management International Review . 
Vol . 17 . 1977 . pp . 9- 12 

Women in ~anagement: Lexington : 
Lexington Books, 1978 . 

''Special Protec ive Legislation for 
11/omen in the Nordic co n ries , " 
Interna ional Labour Review . 
Vol . 119 o . 1 , Jan- Feb 1980 . pp . 39 - 8 



Pierce II & 

Robin B. R. 

- 114 -

Academy of anagement Proceedings . 
84 Forty Fourth Annual Meeting of 
Academy of Management, Boston . 
Aug . 1984 

Quarterly Bulletin of EGA Rural Progress . Vol .1, o . III . 

Report on the •orld Conference of the U Decade for Women: 
Equality, Development & Peace . 1985 . 

Report of the seminar on Rural Development and Women 's Employment 

Problems in Kenya . Ministry of Labour. Dec . 1983 . 

Report on the women in the professional category and above. 

Riria J . V. N, 

U system. 1978 . 

"•lhat Kenyan Women Want" . 
A Pap~~ prepared for : 
The journal of E . A. Research * Development . 

August 1983 . 

Robinson Academy of Management Proceedings . 

Jr . & Piearce : , 1985 Forty Fifth Annual Meeting of the 
Academy of ~anagement San Diego Aug . 1980 . 

Schwartz , F . N. , "From the Boardroom" . Havard Business Review . 

~ar-Apr . 1980 . pp . 6-19 

Statistical Abstract Central Bureau of Statistics 1986 

Stewart , The Effective Woman Manager . New York: 
A Wiley-Inter . Pub. john Wiley & sons , 1978 . 

Sunday Standard "~anagement: Woman Stand to Gain . " 
May 8 , 1988 . 

Thairu , R. \omen of Kenya . airobi: 
•linistry of Culture and Social Services 198.11 . 



- 115 -

Tewari , Harish C. Understanding Personality & Motives of 

Women Managers . 4ichigan : U 41 Research 
Press , 1980 . 

The role of oman in Developing Countries . A study by International 

Centre for Public Enterprises (ICPE) . 1986 . 

The University of Nairobi, Calendar 1987/88 

U .. Econo ic & Social . ECA Fifteenth Meeting of the Conference of 

Ministers . Addis Ababa . April, 1980 Women of Kenya : 

Review & Evaluation of Progress . 
Republic of Kenya 1985 . 

omen of Kenya : Review & Eva'uation of Progress . 
Republic of Kenya . 1985 

Women in Africa . U. N/ Decade for Women , 1976-85 

omen workers in Multinational Enterprises in Developing Countries . 

Women at Work, 

omen in Kenya . 

A joint UNCTC/ILO contribution to the U .. 

Decade for omen . 1985 . 

I . L . O o .1/1977 . Geneva . 

Central Bureau of Statistics . Ministry of Finance 

and Planning . July 1978 . 

Viva : August/September 1988 -pp . 10-11 . 0 . 2 


