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ABSTRACT
This study sought to investigate factors influegciwvomen leadership in secondary

school management in Lower Yatta District in  Ki@ounty, Kenya. The study was
guided by following objectives: To establish howtare influences women leadership in
secondary school management performance in Lovetta¥District ; to assess how
policy and regulatory framework affect women leatigg in secondary school
management in Lower Yatta District; to investigdite influence of networking on
women participation in leadership in secondaryosthmanagement in Lower Yatta
District.

A survey design was used in a quantitative rebeapproach. The study targeted 21
registered secondary schools in Lower Yatta Dist8ample random sampling was used
to select 52.3% of the registered schools givirgp@mple of 11schools. A questionnaire
with closed ended items was used .The questionniaines were in five point likert
rating scale of range of (1-5 for example 1- Veigh, 2- High, 3- Undecided 4- Low,
5- Very low).

Data was analyzed using descriptive statisticsithatived frequency distribution Tables

and percentage

The study findings showed that participation of vernin leadership in secondary school
management in Lower Yatta District is influenceddojture, legal/policy framework and

networking

Key recommendations made are : the need to sendwith men and women the
importance of embracing pragmatic cultural prastiteat recognizes the equality of all
persons, religious institutions should be encouttdganvolve women in their leadership
structures so that they can set precedent for otteefollow, full implementation of

legal/policies that have been put in place to enmgyowomen in all sectors of
development , transparency and meritocracy tohbeonly criteria used when making

appointments and promotions in both private andipglectors.



CHAPTER ONE
INTRODUCTION

1.1 Background to the study
Despite efforts to ensure that female represemtat® achieved at all levels of

governance, women are still underrepresented inyrgasgernment and non-government
organizations particularly in positions of poweddreadership (De Le Rey, 2005).From
statistics presented by Sadie(2005) on the sautAélica Development Community
(SADC)Parliamentary structures, it is evident ttie target of 30% representation by
women in political and decision making structurésmember states (set by Heads of
State and Government in adopting the 1997 Dectaratn gender and Development, and
to be achieved by 2005, was not met except intSdiditica and Mozambique. For
instance, by 2004 the proportion of women in paréat was 15.4% in Angola, 5.9% in
Botswana, 12% in Lesotho, 14.4% in Malawi, 17.4%Mauritius, 25% in Namibia,
22.3% in Tanzania and 16% in Zimbabwe. While Soifiica and Mozambique had
32.8% and 37.2% respectively, in Kenya, the pragtes/ards women'’s involvement in

politics is also not different from other Africanuntries.

Worldwide, Women have been marginalized because menopolize the decision
making structures and this can be attributed tagrahal structures that pervade the lives
of people, the processes of state and the partgnldz 1997). The world has seventeen
female heads of State and Government serving lasr gitesidents or prime ministers out
of the total one hundred and ninety three coestfas per 1% January,2013).This
represent 8.8% of the total female leadership. imtmmber of female leaders serving
simultaneously has declined in recent years. Anrecgmlented total of 20 served
simultaneously during much of late 2010 to mid-20kR2 Africa, there are only two
female heads (President Joyce Banda of Malawi aedident Ellen Johnson-Sirleaf of
Liberia) out of fifty four countries recognized lblye United Nations, representing only
3.7%. At the regional level, we have no femaledseaf government. Previously, Kenya
has had three male presidents ruling the countdytlaa fourth one is also a male, with
females put at the periphery. The recent Grand ittmalgovernment that was put in
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place to run from 2008 to March 2013 in Kenya hael top five senior most positions
occupied by men namely; the president, Prime nanistice-president and two Deputy
prime ministers. The Grand Coalition Government baty six cabinet ministers out of
forty five (President, prime minister, Attorneyeeral and forty two ministers) which
is only 13.3 % of women despite the constitutioquigng at least a third of any
appointments to represent either gender.(Cotistitwf Kenya,2010) . It is important to
remember that since independence, Kenya had tenpresidents, twenty two foreign
ministers and fourteen finance ministers. All thesinistries have never been led by a
female cabinet minister( As per March,2013).Despib@any women engaging in
agriculture, it is only recently that Dr Sally Kasg became the first female to be
appointed the agriculture minister and the fourtieexgriculture minister in independent
Kenya. The situation is replicated in other brascloé government and independent
commissions. For instance, Judiciary, parliamenpolice Service commission, CRA,
IEBC and CIC are all headed by men. This is evidbat few women occupy top

leadership positions in the country.

In education and academic circles, the picturbessiame especially if one looks at higher
education .Literature on leadership in higher etianagenerally reveals that women are
poorly represented in upper levels of administratibeadership in higher education is
still a man’s world and universities are male doséa institutions.(Gumbi, 2006). In
South Africa, the government and its leadershipeHaeen committed to gender equality
and the empowerment of women, but institutionsighér education have not been quick
to emulate the government's example. Survey dataSouth Africa, reported by
Gumbi(2006), showed that in 2003, the average numi&omen in senior management
was approximately 24% across 17 institutions ohaiglearning. At that point in time
there were only 3 female vice chancellors while §2%fessors were male and only 18%
were female. A 2005 study carried out in eight biglearning institutions as part of a
USAID funded united Negro College fund Tertiary Edtion linkages project (TELP),
found that gender representation of staff was alraqsitable (46%) women versus 54%
male) . But the majority of the women (69%)) werepéoyed in lower administrative,

technical or service position against 57% of thex faling into this category (UNCFS-



TELP, 2006). Representation of women at councill¢the highest governance structure
at higher education institutions) across the eightitutions was 20% women and 80%
men and only 15% of senior management were womeptreRentation of women at the
middle management was slightly better at 27% (UNRFSELP, 2006). Men also
dominated at the professional and senior lectudsitipn. This gender imbalance is
repeated in other countries in the world. Accordioginiversities UK(2004) as cited in
Gumbi (2006), out of 40000 professors in highercatgion in the UK in 2003, 13% were
female and 87% male while 73% of senior lecturerd eesearchers (total of 24,630)

were male and 27% female.

In Australia, women in executive leadership in 20@fe 34.7% compared to 65.4% men
(Gumbi, 2006). The USA, an advanced economy andaatuin many other ways has
not achieved gender equity in higher education. Biu(@006), reported that women held
18.7% of full professorships and only 19.3% of mlests (Vice chancellors) of colleges
and universities. It is therefore quite evidenttthgen dominate the governance and
management levels of higher education instituti@msequently, men have the decision
making power and authority regarding strategic aiom and allocation of resources.
More of interest to the policy makers is the likelod that women have few or no role
models and mentors, something that may have fathimeg consequences in terms of

developing future female leaders.

Just like other countries | have discussed, womelKanyan education institutions are
rarely found in senior mananagerial positions. iastance, it is only in March,2006
when prof. Olive Mugenda became the first womanh&ad a public University

(KU).This was followed by appointment of the secdethale VC to head a Kenyan
public University(JKUAT), prof .Mabel Imbuga in Augt,2008. Private Universities are
also male dominated, apart from Africa Nazarenevehsity that has been led by
Prof.Leah Marangu-the first woman in Kenya and Eddta to become A VC in 1996

and KWUST that has Prof Monica Mweseli as a fenvdle(Mukusya,2011).



It is quite clear that the tertiary institutionsdasecondary schools in Kenya have few
women as principals and senior managers. It isnagais background that this study
will investigate factors influencing participatiocof women leadership in secondary
school management in Lower Yatta district, Kitaunty, Kenya.

1.2. Statement of the problem
The government policy states clearly that not mben two-thirds of the members of

elective or appointive bodies should be of the sageeder (Constitution, 2010).
However, available data reveals that there areviemen in top leadership positions. For
example out of twenty one registered secondanpas in Lower Yatta District, only
two are headed by female principals (DEO, 2012).

This study, therefore seeks to establish the néxie which culture, legal/policy
framework and networking influence women partidipatin leadership in secondary
school management in Lower Yatta District, K@ounty, Kenya. No study known to
the researcher has been done in lower yatta djdiici county, Kenya.

1.3 Purpose of the study
The purpose of this study was to investigate faatoiftuencing participation of women in

leadership in secondary school management in tLofedta District, Kitui county,

Kenya.

1.4 Obijectives of the study.
This study was guided by the following objectives.

I.  To establish the extent in which culture influencearticipation of women in
leadership in secondary school management in Ldia#a District, Kitui county,
Kenya.

II. To assess the extent in which legal and policy &aork affect participation of
women in leadership in secondary school managemebbwer Yatta District,
Kitui County, Kenya.

lll. To assess the extent in which networking influengadicipation of women in
leadership in secondary school management in Lovta District, Kitui

county, Kenya.



1.5 Research questions
I.  To what extent does culture influences partiegradf women in leadership in

secondary school management in Lower Yatta Btstrkitui county, Kenya. .

Il.  To what extent does legal and policy frameworkcffearticipation of women in
leadership in secondary school management in Lovta District, Kitui
county, Kenya.

lll.  To what extent does networking influences partiograof women in leadership
in secondary school management in Lower Yatt&ribis Kitui County, Kenya.

1.6 Significance of the study

Importance of the study is underscored in the nunolbéhe beneficiaries of the study
results. The study findings will benefit all theuth development stakeholders working
with and for the youth in the education sector,idgomakers, Ministry of Education,
Ministry of Gender, Children and Social Developmeiithe findings will be of use for
making conclusions, recommendations and suggekiidrther studies. This study will
benefit Ministry of Education in knowing the reas why there is few women in
leadership positions in the management of Educattitutions. This study will be
helpful to Ministry in charge of women affairs fiowill be in position to understand the

factors that can promote women leadership in vargactors of the society.

1.7 Delimitation of the study.

This study focused on a sample of 11 registeredrgkry schools in Lower Yatta
District. The study covered only three factors fluencing participation of women in
leadership in secondary school management in Loviata District, Kitui County
namely: Culture, Legal/Policy framework, and netkiog .Selected Principals, Deputy
Principals, Heads of departments and BOG membeargidad the information. Other

researchers for reference or comparison in thedystan use the study findings.

1.8 Limitation of the study
This study was limited by inadequate time and fuindi&cilitating the research process.

The researcher overcame this by ensuring that éinteresources present were utilized
efficiently and effectively. Another inevitable litation was concealing of personal



information by respondents. The respondents wesered that the information was to
be used only for the purpose of the research amditimost confidentiality with all the

information given.

1.9 Assumption of the study
It is assumed that there was be no insecuritiierarea during the research process.

The respondents answered all the questions corraad truthfully.
The research instruments and tools consistentlycanekctly measured what they were

supposed to measure.

1.10 Definition of significance terms
Youth

Refers to any citizen who has attained the agagbiteen but has not attained the age of
thirty five years (Constitution of Kenya, 2010
Empowerment
Refers to accessibility to opportunities for a perso earn a descent and honest living
through formal jobs. It is also defined as a groufndividual capacity to make effective
choices and then transform those choices into etksactions and outcomes (Emery,
2000)
Leadership
A process of social influence in which one persan enlist the aid and support of others
in the accomplishment of a common task.
Policy
It is a principle or a rule to guide decisions athieve rational outcomes. It is a
statement of intent and is implemented as a praesatuprotocol
Culture
The customary beliefs, social norms and materaitstrof a racial, religious or social
group It is also a set of shared attitudehigs goals and practices that characterizes
an institution or organization
Religion
The service and worship of God or the supernatuhalis a personal set or

institutionalized system of religious attitudeslidéfs and practices.



Secondary school managers

This refers to Board of Governors, Principals, Dgpt®rincipals and heads of
departments .

Gender Mainstreaming

It is a strategy for making women’s as well as meobncerns and experiences an
integral dimension of the design, implementatiomnitoring and evaluation of the
policies and programs in all political, social aadonomic spheres so that men and
women benefit equally and in equality is not penpétd

1.11. Organization of the study.
This study is organized into five chapters: chaptane is the introduction of the study

and it consist of the background to the study; teépt@nt of the problem; Purpose and
objectives of the study; research questions; sgamte ;delimitations; limitations,
assumptions of the study and operational definitibterms.

Chapter two is the literature review that suppdite study and it comprises of
introduction of the chapter’'s content, then theréture review presented according to
the objectives of the study, the conceptual frantkws presented at the end of the
chapter.

Chapter three is the research methodology and risists of research design, target
population, sampling procedures and sample sizegareh instruments with their
reliability and validity, data collection procedsrand analysis, logistical and ethical
consideration of the study variables.

Chapter four contains data analysis, interpretaind presentation. It starts with the
analysis of personal details of the respondentsthadest of the chapter is arranged
according to research questions.

Chapter five contains the summary, conclusiong;udision and recommendation of the
findings and suggestions for further studies onfdotors influencing women leadership

in school management in Lower Yatta District.



CHAPTER TWO
LITERATURE REVIEW

2.1 Introduction
This section consists of review of related literatuThe section contains introduction,

influence of culture on women leadership in seconpdahools, the effect of policy and
regulatory framework on women leadership in schaold the influence of networking
on women leadership in secondary schools, themeaepbual framework at the end the

chapter.

2.2 Influence of culture on women leadership
Historically, leadership has carried the notionnmdsculinity and belief that men make

better leaders than women is still common todaye Bbcial conventions regarding
gender and leadership traditionally exclude womed tp leadership is viewed as a
masculine domain. In African societies, it is be#id that men lead and women follow,
(Grant, 2005).

There was a time that it was believed that leaderg born with certain leadership traits.
However, current thinking on leadership assumes lkadership can be taught and
learned; hence, the leadership programs (De La Bif). De La Rey (2005) lists the
traits commonly associated with leadership as gWeccommunication skills, task
completion, responsibility, problem solving, origiity, decision-making, action taking,
vision, self-awareness, confidence, experiencepaneer. While it is possible to develop
these traits in any individual, in male dominatedisties (as is often the case in African
Societies), male leadership and leadership stytedominate and are regarded as the
more acceptable forms of leadership.

Growe and Montgomery (2000) defined leaders as Ipetypho provide vision and
meaning for an institution and embody the iddawards which the organization
strives. From this perspective, leaders are aliké genderless. However, there is still
skepticism when women lead and in many situatigesder more than age, experience

or competence determine the role (position) orassigned.



Studies have shown that such fears or doubts abooten are baseless. Growe and
Montgomery (2000), in studies on school adminigirgtfound that schools with female
administrators are better managed (the quality opilplearning and professional
performance of teachers is higher), and on avegpagerm better than those managed by
men. Aladejana (2005) has reported similar findings her study regarding female
representation in leadership position in educasidministration in South West Nigeria.

The difference may be in leadership styles of wonesus those of men.

There seems to be enough evidence to suggest tmaenviead differently from men
(Eagly and Johnson, 1990, as cited in De La Re@gR0or instance, women portray a
more participatory approach, are more democratlowafor power and information
sharing, are more sensitive, more nurturing than,f@cus on relationships and enable
others to make contributions through delegatione (Da Rey, 2005; Growe and
Montgomery, 20000; & Tedrow, 1999), also noted ahtaristics such as building
coalitions and advancing individual and communigvelopment as constructs that
women display in their relational styles. Womea also better at conflict management,
listening skills and show more tolerance and empattthile men and women do have
different leadership styles, that does not meam is dominant over the other. It has
been observed that the differences we see in Igligestyles are partly due to the way
men view leadership as leading while women seeelship as facilitating (Growe and
Montgomery 2000). In a situation where acceptingnen as leaders is problematic, it is

possible to overlook their positive leadershiptgraind view them as a weakness.

Despite efforts to ensure that, female represemats achieved at all levels of
governance. Women are still underrepresented myrgavernment and non-government
organizations, particularly in positions of poweddeadership (De Le Rey 2005). From
statistics presented by Sadie (2005) on the SouthA&ica Development Community
(SADC) Parliamentary structures , it is evidentt ttie target of 30% representation by
women in political and decision making structurésnember states , was not met except
in  South Africa and Mozambique. For instance, 2094 the proportion of women in

parliament was 15.4% in Angola, 5.9% in BotswarZ2ln Lesotho, 14.4% in Malawi,



17.4% in Mauritius, 25% in Namibia, 22.3% in Tanzaand 16% in Zimbabwe. While
South Africa and Mozambique had 32.8% and 37.2%es/ely, in Kenya, the progress
towards women’s involvement in politics is also mdifferent from other African

countries.

Women have been marginalized because men monoploézecision-making structures
and this can be attributed to patriarchal strustuhat pervade the lives of people, the
processes of state and the party (Nzomo, 1997mdny societies, women are still
assigned a secondary place by the prevailing custand culture. In education and
academic circles, the picture is not different esgdly if one looks at higher education.
Literature on leadership in higher education gdheraveals that women are less likely
than men to participate in upper levels of admiaigin are. Leadership in higher
education is still a man’s world and universities male dominated institutions. (Gumbi,
2006). In South Africa, the government and its &xallip have been committed to gender
equality and the empowerment of women , but imtstihs of higher education have not
been quick to emulate the government's example/ey date on South Africa, reported
by Gumbi (2006), showed that in 2003, the averagmber of women in senior
management was approximately 24% across 17 inetisiof higher learning. At that
point in time there were only 3 female vice chalueelwhile 82% professors were male
and only 18% were female. A 2005 study carriediowight higher learning institutions
as part of a USAID funded United Negro College fuhertiary Education linkages
project (TELP) , found that gender representatibistaff was almost equitable (46%)

women versus 54% male).

But the majority of the women (69%)) were employedower administrative, technical
or service position against 57% of the men fallingp this category (UNCFS- TELP,
2006). Representation of women at council leveg (tighest governance structure at
higher education institutions) across the eightitunsons was 20% women and 80% men
and only 15% of senior management were women. Reptation of women at the
middle management was slightly better at 27% (UNEFSELP, 2006). Men also

dominated at the professional and senior lectuositipn. This gender imbalance is
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repeated in other countries in the world. Accordioginiversities UK(2004) as cited in
Gumbi (2006), out of 40000 professors in highercation in the UK in 2003, 13% were
female and 87% male while 73% of senior lecturerd eesearchers (total of 24,630)

were male and 27% female.

In Australia, women in executive leadership in 20@8e 34.7% compared to 65.4% men
(Gumbi, 2006). The USA, advanced economy and eeullet many other ways has not
achieved gender equity in higher education. Guri)06), reported that women held
18.7% of full professorships and only 19.3% of mlests (Vice chancellors) of colleges
and universities. It is therefore quite evidenttthe&en dominate the governance and
management levels of higher education institutio@®nsequently, men have the
decision-making power and authority regarding eg@t direction and allocation of

resources. More disconcerting is the likelihood thamen have few or no role models
and mentors, something that may have far-reaclongexjuences in terms of developing

future female leaders.

Many barriers limit women’s potential to aspireptosition of leadership. Many cultures

hinder women participation in leadership. Patriatchystem where decision-making

powers are in the hands of the males is at thedmotf these constraints that women face
(Sadie, 2005). In the African context, traditiomaliefs and cultural attitude regarding

the role and status of women in society are sti#vplent and women are part of this
system finding it difficult to dislocate from thisulture and tradition lest they be

ostracized. Despite women’s education and entoytime job market, the woman'’s role is

typically one of a homemaker. The man on the otrerd is a breadwinner, head of
household and has a right to public life (Sadie5)00

Confining women'’s identity to the domestic sphexyeme of the barriers t woman’s entry
into community leadership especially politics. Gatlg, cultural attitudes are hostile to
woman’s political involvement. However, some wonee able to transcend cultural
barriers and rise to positions of leadership (wheeth politics or elsewhere). Example of

Kenyan women who have been able to defy culturpketations in public life includes
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Charity Ngilu, Professor Wangari Maathai, Marthard&a, Beth Mugo, Grace Onyago,

Musandu's(2008). Chronicle of Onyangos politicakea shows a woman who was bold,
knew what she wanted and had specific skills tppealed to men and women. Onyango
seems to have been cautious not to offend her @dmplopposing respected (males)
elders, and Musandu(2008) reckons that at one g&riate Onyango was “at an ethnic
and national political crossroads and her surviasl a politician depended on the
successful balancing of the two important intefe$ts1969, Grace Onyango became the
first female elected Member of Parliament in KenMavertheless, she had previously

held several leadership positions including thanafor of Kisumu.

Some cultures prohibit women speaking in publicgoing to public places. This
discourages women to run for public positions. Sheation becomes worse when we
consider political positions. This is because prdltcampaigning requires that one travel
extensively, spend nights away from, go into bamg] for women it means meeting men.
All these things are not easily accepted for wormemany African societies (Tripp,
2001). Women who vie for public office have to does the risk of being labeled “loose

or unfit” as mothers and wives, and positions fhatthem in the public eye.

The socialization of the girl child in many socestiis also to blame for perceived
inabilities on the part of women. For instance, tlie passages of women is not
celebrated or even acknowledged. (Emmett, 200h)s i§ the illustrative of the position
ascribed to women, right from the birth of the giniild, in comparison to the boy child
and the subsequent position of men in society. amymAfrican cultures, the rituals and
rites of passage pertaining to the boy child nerttvem for leadership position, whether
at local or national levels of governance, in basg) politics or public administration.
Women’s access to leadership position has also bewtered by discrimination and
stereotyping. Women are more or less persecutegefking an executive position. This
is largely due to society’s attitude toward apprager male and female roles. Compared
to men, women receive little or no encouragemesetk leadership position (Growe and
Montgomery, 2000). There are also few social netaofformal and informal) for

women such as membership in clubs, resulting iack bf recognition that leads to
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advancement. Administrative/leadership positiomgire hard work, long hours and are
stressful. For women, this burden is added on #r tbhildcare, home and family
responsibilities (Sadie, 2005). These observatiares also true of women in higher
education. In addition to issues of family respbitisy that make it difficult for women

to advance, cultural beliefs about the roles of nam women inhibit women’s

advancement to top leadership as much as it dgadlitics (Pandor,2006).

Women are also a barrier to their own advancentbrd,is because women at senior
level position are not always supportive of oth@nven and tend to want to maintain the
status quo. (Pander, 2006). Therefore, instituticoéture and micro politics do act as
barriers for women implicitly or explicitly. In oedt to overcome all these cultural
challenges, there is need to mobilize women to tmecmvolved and take charge of their
own issues. There is need to change the mindsetoonfen themselves. This requires
further work in developing strategies to empowermgo so that they have the
capabilities and confidence to attain leadershigitfwm without waiting for those

positions to be given to them. It is important ®velop self worth and dignity among
African women. On the hand the socialization a tirl child and perception of the

gender roles are issues to be addressed in a ygigrgtic manner. Such a cultural shift
does not happen overnight, but until men and womsigare domestic and childcare
responsibility more equitably, women will continue shy away from accepting

leadership positions

2.2.1 The influence of Religion on women leadership secondary schools.
Religion and religious norms historically have @dyan important role in shaping public

policies and public life in many countries arourtte tworld. Some countries may
experience the impact of religion on their publife Imore than others may. Servant
leadership is linked to Christianity since the N&astament record Jesus Christ telling
his disciples “the greatest among you will be yesarvant. For whoever exalts himself
will be humbled, and whoever humbles himself wii lexalted.”(Mathew23:11-12,

Russel, 2003, Sendjaya and Sarros, 2002, WrondgP?agd, 2003). Russel provided the
most comprehensive textual support for servant desdmp from a judeo-Christian

perspective. Patterson (2003) used the concepirtoievio describe servant leadership.

13



He identified seven virtues associated with serdaatership. These are agape love,
humility, altruism, vision, trust, empowerment asetvice. Pattersons (2003) approach of
linking servant leadership to virtues implies tkatvant leadership is a moral form of
leadership. Whetstone (2002) raised the same semitityy demonstrating that servant
operate out of moral concern for others. Maclnt{f®84) in seeking to provide a firm
foundation for ethics and virtues argued that Hiet are divorced from a religious
tradition, they are robbed of a high view of humaRse whole concept of how people

ought to live has been the focus of philosopherséaturies.

However, Macintyre (1984) feels that it cannot mwncingly argued outside of a
religious tradition. According to Macintyre (1984)pw humans ought to be treated
becomes relativistic and essentially meaninglesernwtivorced from some religious
tradition. Kriger and Seng (2005) posed a comtimoy theory in leadership based upon
the worldview of five religions that together repeat 82% of the world’s population.
They compared the world views of Buddhism, Chrtig Hinduism, Islamic and
Judaism in relation to factors such as the natndeexamples of leadership , core vision,
basis for moral leadership, source of wisdom fadégs, levels of being and the role of
the community. Hinduism upon Buddhism and Islantofeéd their primary focus with
sparse reference to Judaism and Christianity. Toegluded that leadership in the five
religions corresponds more closely to charisma&adérship theories such each tradition
provides a series of individuals as role models exemplify leadership behavior as well
as acceptable life patterns, not to mention thatusion of heroes and heroines who
arise in times of crisis to provide guidance argpiration. Kriger and Seng (2005), also
provided a list of values drawn from the study pfrisuality in the workplace that
included forgiveness, compassion,/empathy , huwnilitloving, kindness,
honesty/truthfulness, patience, peacefulnesskihbess, guidance, joy, equanimity and
stillness/inner peace. They stated that these saleee also found within each of the five

religions.
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Sendjaya and Sarros (2002) along with Wong and F2@@3) made a strong case of
linking Servant leadership to Christianity in pauiar. There are eight components of
servant leadership drawn from old and New Testanesmthings. These components
shows how individuals are to be treated and thentisd values associated with what the
scriptures teach a healthy society should embodynyMind their roots in Old Testament
instructions from God to the nation of Israel refyag the structure of the Hebrew
society. The components of servants’ leadershippcme One, Human Dignity, God has
created each person in his image. Each person lithyof respect because of their
potential life with God. Individuals have rights gpecific types of treatment, and leaders
have an obligation to ensure that individuals aeated in a manner that affirms the

image of responsibility.

Three, character. specific character traits aréated in scripture as not only being
pleasing to God but beneficial to the self, thmily and the greater community some
of these include wisdom, teacher ability, lovingndness, joyfulness, peacemaking,
humility,meekness,longsuffering,gentleness,patigetieontrol,courage,selfsacrifice,trus
tworthiness,truthfulness,empathyand foresight. Tgresence of these attributes is

influences how one lives and conducts businesamiite world.

Four, Community in the Old Testament, the idea @fmmunity embraced extended
family, village, location, tribal affiliation andational identity. The emphasis on the
individual is tempered by emphasizing the need iflividuals to be aware of the
common good of the community people. Five, Uspafer, how leaders use power is a
key area of interest in the scriptures. The rengrtheme is one of sharing not amassing
power, misleading. Or manipulating people or ugh@m as pawns in some grand vision

or the scheme of the leader (christian1994).

Six, Justice of particular note is the attentionegi to those who are marginalized,
disenfranchised and downtrodden in the societyeSe8tewardship. God declares that
the earth and all that is in it is his “The eagthhe Lords and everything in it, the world
and all who live in it(psalms24.1)Humans are givlea responsibility to care for god’s

creation. People have the opportunity to use ressuplaced in their care as stewards,
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one who manages resources according to the wigtesther. Stewardship includes the
development of personal skills and abilities, stelship of the community, Management
of the personal and social resources, managemersochfl systems, care for the

marginalized and care for the environment amongradtiings.

Eight, Compassion, throughout the scripture areneeuc principles of capital

redistribution part of distributive and restoratjustice. This is justice coupled with love.
Here God is seeking to correct and restore commtiméit has been frustrated by material
needs (matt and sider, 1999) it makes leaders megge for removing oppression that
causes members of a community to be Excluded, dedadr merely forgotten .Leaders

was judged by how they revealed compassion.

Research shows that women'’s participation in religiinstitutions and public life around
the world varies not only from a region to regiart blso within the denominations of the
same religion and can depend on the cultural namdstraditions existing in a country or
region. Speaking about religion and women’s movenrethe Middle East, Dr. Nadge
Al-Ali  mentions that Islam itself is lived hetageneously in the region and highlights
that while most middle easterners are Muslims tlaeeedifferences between Sunni and
Shia Muslims as well as other Muslim groupings sashAlawite minority in turkey. Dr
Al Ali Adds that women belonging to minority rel@is groups such as maronites in
Lebanon or Copts in Egypt are generally exposesinilar or the same cultural social
codes and traditions as their Muslim counterpairth® same social class (Al Ali 2002).
Azza Karam, senior culture advisor at UNFPA, highis that in countries where
religious institutions play an important role intel@nining national policy trends and
platforms, women’s representation in such instigiis considered as a form of political

participation.

The involvement or lack of involvement of women timese religious institutions is
important indicators of the extent to which theskgrous institutions sanction women’s
political participation. (Karam, 2009). The refudal promote women to leadership

positions by a clergy of specific religion is ardication that this specific community
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may not be ready to accept women into political pablic life (Williams, 2009). Parton

and Hughes (2007) talk about this impact of Cordfoicim on the role and participation
of women in politics in china, Japan, the Korearistnam and Singapore. They say that
under Confucian Book of Rules, women should folldbwe man in her youth, as she
follows her father and elder brother. When marrséée follows her husband and her

husband when dead, she follows her son.

Paxton and Hughes (2007) argues that when a cullictates that women should be
subordinate to men and should follow the opiniohtheir husbands and fathers, they are
less likely to be politically active while women wiare politically active are not taken
seriously by political leaders or their fellow giéns. Some religious institutions are more
willing to involve women in their structures andvgithem a more prominent role.
(Pamela et al 2007) argues that in addition totetatsystems and political processes in
each country, a country’s dominant religion ofterfluenced the development and
success of first- Wave of women’s suffrage andeg@ntation in politics can be found
earlier than in the countries with the dominanc€atholicism. Among the reasons cited
as to why the protestant domination may have emgmd women to participate in
politics, are the philosophical notions of Protagan about the rights and

responsibilities of the individualism of both sexBsxton and Hughes2007).

Another example of a religion promoting women’s tggsation in its structure is

Pentecostal Christianity because it rejects thésndtural status quo aspiring to escape
from marginalization of certain groups, includinggmen in patriarchal, societies. This
form of Christianity preaches individual prospentich legitimizes ambitious young

women achieve economic, social and political indeleace. Spinks (2003) points out
that while many mainstream churches and traditigviatan cultures preserve leadership
positions for men and the elderly. In Pentecostalrches, women and youths are
encouraged to exercise responsibility. Exclusiowafen from religious institutions and

religious leadership may have a negative impactvomen’s status in the society and
limit their opportunities in politics and publiddi For instance in traditional Senegalese

rituals, were highly respected and acted as lsaafervorship , presided over fertility and
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possession rites, and represented divinities inatfeas bordering the sea and rivers,
specifically in the areas between Dakar, Cape Varde Saint Louis. However, women
role and status in the society as well as cultprattices in Senegal changed after the
introduction of Islam to the country. These changesulted in women’s absence in
religious leadership positions and rituals, andha dwindling role of women in the
society, (Sow, F.2003).

Another example is Zambia where Christianity waslaled as an official religion in the
late 1970s. As a result, Evangelical women seibedopportunity after Zambia declared
itself a Christian nation to voice their politicalews. Women leaders during their
political campaigns used religious calls and clartigat joining politics was a response
to a call from God, (Phiri, 2008). Unfortunatelyal® Evangelicals did not abandon their
assumptions about the need for male leadershig. lirhited full promotion of women to

leadership positions in church and society, (PRBDS).

Religious transformation in Latin America in the7D3 made feminist theology a popular
movement among women rediscovering their roleshngfianity and re- interpreting the

teachings of the bible. The feminist theology inihaAmerica arose within the context of
liberation theology, which emphasized economictigesand the preferential option for

poor, inspiring women to participate in Christiammamunities and popular social and
political movements. According to Maher (2007), theece development stages of the
feminist theology focused on the struggle for ldiem based on rediscovering women'’s
leadership roles in the Bible, then led to the famdtion of the theological concepts and
discovery of feminine face of God, and in the thstege, offered full reconstruction of

theological paradigms.
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These stages are not exclusive, co-exist, andageepending on the particular country,
group and history. Religions feminism can also dnfl in Islam. In the Lagos, a new
feminist paradigm in the language of Islam caugiet attention of Muslim women in

different countries around the world and led to ¢heation of the Islamic feminism. The
Islamic feminists were equality and social justidglamic feminists elaborated the
principle of gender equality as part of all equeditwithin Islamic discourse and tried to
highlight the difference between sheriah as patfoliow in life and the sheriah laws,

which are manmade and therefore are open to c&ugkean, 2007).

In short , researchers and experts argue that smoluof women from religious
leadership positions and religious institutions rsay a precedent for excluding women
from political and public life,. Some religions skpositive signals about the role and
status of women by promoting their interest antitsgvithin the religious politics. Both
religion and political parties play an importanteran creating social norms accepting
women'’s leadership in public life and eliminatirtgreotypes against women engaged in
politics. Despite the existence of a lot of litewrat on the influence of culture on women
participation in leadership in the world, therencs study that has ever been conducted in
Lower Yatta District. This study hopes to establisk influence of culture on women

leadership in secondary schools in Lower Yattarigist

2.3 The effect of policy and Regulatory framework o women leadership in
secondary schools.
Both the global policy and legal frameworks on gandquality and empowerment of

women — the Beijing platform for Action and the ®@ention on the Elimination of all
forms of Discrimination against women (CEDAW), magreat emphasis on women
‘equal participation ‘ in decision making.(Hanna®d0®). These two frameworks clearly
indicate the need for both increasing the partteypaand representation of women and
influencing the agendas, processes, and outcomete@$ion-making bodies from a
gender equality perspective. To achieve equal gipation of women in development
activities, many countries in the world have addptes policy of gender mainstreaming.
Mainstreaming offers a pluralistic approach thdtea the diversity among both women
and men (Booth, C and Benett, 2002).
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Gender mainstreaming requires an equal represemtafiwomen and men in decision
making institutions and every effort should be ma@lbroaden women’s participation at
all levels of decision making (Lombardo, E, 200ha@es Worth 2005). It is noteworthy
that the Kenyan government has adopted gender treansing as one of the flagship
project under the social pillar in the vision 2030is is also in line with the millennium

Development goal of promoting gender equality amgp@vering of women.

According to Charles Worth, H (2005), gender maeehing must be institutionalized
through concrete steps, mechanisms and procesaéigarts of the organization. This is
why women empowerment issues are captured in Kenyaimn 2030 and the
millennium Development goals. In Kenya, women aneoeiraged to seek leadership
positions because women and men have the righqual éreatment, including the right
equal opportunities in political, economic, culiyrand social spheres. In addition, the
state is not supposed to discriminate directly ratirectly against any person on any
ground including sex, pregnancy, marital statusiefheculture, or dress among others
(Constitution of Kenya, 2010). To further safeguaraimen’s rights article 27(8) and 81
(b) makes it clear that not more than two-thirdsneimbers of elective bodies shall be of
the same gender. The state is required to taksldige and other measures to implement
the principle that not more than two —thirds of thembers of elective or appointive
bodies shall be of the same gender. At the Devolyecernments in Kenya, a county
Assembly, consist of the member of special seat Ipeesnnecessary to ensure that no
more than two — thirds of the membership of thecieddy is of the same of gender
(Constitution of Kenya, 2010).

From all these legal provisions, it is clear thaingpals and deputy principals in
secondary schools should not be more than twogtofceither gender. Quota system is
another policy issue that ensures women are adaguaipresented in Kenya decision-
making bodies. In an increasing number of countgasta systems have been introduced
to increase the number of women in formal decisi@aking processes. (Hannan, 2009).
In some cases, one third of seats have been restawevoman. According to Hannan

(2009), quotas may bring women into predominantyestructures and systems and not
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necessarily tackle traditional patterns of powehjolv can hinder the effectiveness of
women participation. This is because values, noand, practices can effectively restrict
women'’s potential to participate effectively andkaafforts to give explicit attention to
relevant gender perspective very difficult. Therefoaffirmative action measures may
not be sufficient by themselves, Hannan (2009) efloee proposes sensitization
campaigns to promote men’s acceptance of increpaditipation of women and assist

women take on new roles.

The contributions, priorities and needs of womenvalh as men must be considered on
equal basis from the beginning of planning procgsse that women and men can be
involved and fully benefit. This is very importasirategy of gender mainstreaming. No
decisions should be taken or resources allocatdtbuti analysis of the existing roles and
contributions of women and men and potential infuplanned actions on both women

and men Hannan (2009).

Policies and legal framework that empowers womengésbal, continental, regional, and
national in nature. At the continental level, A&t countries have agreed to prioritize
women leadership and participation in the decisi@aking at all levels. To actualize this,
states have acknowledged the need to eliminateimisation against girls and young
woman according to obligations stipulated in vasiaternational, regional and national
human rights conventions and instruments desigoedratect and promote woman’s
rights (African youth charter, 2006). The Africapuntries have committed to implement
the following policies as per the African youth diea in order to empower young
women. First, to introduce legislative measures ¢himinates all forms of discrimination
against girls and young women and ensures theirahumghts and fundamental
freedoms. Secondly, ensure that girls and young evoare able to participate actively,
equally and effectively with boys at all levels suicial, educational, economic, cultural,
civic life and leadership as well as scientific eadors. Thirdly, to institute programs to
make girls and young women aware of their rightd apportunities to participate as
equal members of the society. Fourthly, to, guamaniniversal equal access to and

completion of a minimum of nine years of formal edlion. Fifthly , to guarantee equal
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access to completion of vocational , secondary higher education in order to
effectively address the existing imbalance betwgenng men and women in certain
professions. Sixthly, ensure that education mdtema teaching practices are gender
sensitive and encourage girls and young women tterizke studies in the sciences.
Seventhly, to provide instructive systems that doeisimpede girls and young women
from attending. Eighth, to, take steps to providaat access to health care services and
nutrition for girls and young women. Ninth, protegtls and young women performing
work that is hazardous& takes them away from edoicadr that is harmful to their
mental or physical health. Tenth, to, offer equaless to young women to employment
and promote their participation in all sectors wipboyment. Eleven, to introduce special
legislation and programmes’ of action that makeilallke opportunities to girls and
young women including access to education as sequ&ite and a priority for rapid
social and economic development . Twelfth , to eaad enforce legislation that protect
girls and young women from all forms of violencegenital mutilation, incest, rape,
sexual exploitation, trafficking, prostitution amgbrnography. Thirteenth, to develop
programmes of action that provide legal, physical psychological support to girls and
young women who have been subjected to violenceabnde such that they can fully re-
integrate into social and economic life. Fourteetdh secure the right for young women

to maternity leave.

It is worthy to note that Kenya as a member of &fn union has strived to implement all
the policies aimed at strengthening women partimpain all sectors. For instance a
female civil servant who is required to be abseminfduty on account of confinement is
granted maternity leave with full salary scale domaximum period of the annual leave
for the year (Code of Regulation for civil servar2906). This maternity leave is one

way of being women sensitive

2.4 The influence of networking on women Leaders
Starvish, M (2002) argues that negotiation and ogktimg are key to making a change in

an organization and women must master negotiagohnique. The writer continues to
say that another way woman can gain access torkageopportunities is through more

effective networking. Angela (2013) says that nekir@y may be an avenue for a person
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to gain exposure for his/her name and servicesh®business or the organization. She
advises people to realize that every function, wetformal or informal, has the
potential for networking. A point to observe hesethat these exposures will enable a
person to be identified by leaders such as spor@osghools, education officers and
political leaders who matters when appointing sdaoy school principals and board of
governors. According to George (2013), women ama Ibetworkers but they are afraid
to exercise those skills for fear of being labelakles or “schmoozer’s” This therefore
prevent them from realizing the opportunities tbatne with networking. How a person

connects with others determines his/her succesgary area of life.

By cultivating relationships through networkingopée can influence their paths in many
ways including finding a new job, advancing thareers and receiving personal support
(George, 2003). Networking is important becausgivies people access to information,
resources and opportunities. It can help a persdartd a great job, school or a very
senior position in the society. He observes tha% 60f positions are found via
connections or networking. Most professional s&wisuch as lawyers are found through
networking, yet most women have difficulties netlmng. Additionally, women tend to
be very busy with their household chores thus tiese no time for networking which is

a necessity in seeking leadership positions.

More than a third of the companies listed at therdté bourse do not have women
directors as state owned firm’s outperformed pavabmpanies on boardroom gender
equality, a study by Kenya institute of managenfennd (Herbling, 2013). The study
says 34 percent of the 57 companies listed at #ieobi Security Exchange (NSE) do
not have a woman on their board. Women occupy 6dlyput of the 449 seats on the
boards of the NSE-listed companies, representingl2 percent share of the directors
compared to 20 percent among state owned firms.Kdmga institute of management
attribute this in equality to reliance on old bogtworks for directorship appointments
since boards have traditionally been made up afecetmales of similar backgrounds

who recruits from a network of friends (Hebling,1230).
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2.5 Theoretical Frame Work

This study was guided by behavioral theory of lesli@. This theory is based on the
belief that great leaders are made, not born |Bexm learn to become leaders through
teaching and observation . Itis rooted in b&résm, which emphasizes that behaviors
can be studied in a systematic and observable mawitlte no consideration of internal
mental states. The proponents of behaviorism thewoey lvan Pavlov, B.F. Skinner,
Edward Thorndike, John.B.Watson and Clark Hull.

This theory focus on how leaders behave .For igstalo leaders dictates what need to be
done and expect cooperation. On the other handheyp involve teams in decision
making to encourage acceptance and support?

In the 1930’s, Kurt Lewis developed a framework dth®n a leader’s behavior. He
argued that there are three types of leaders, yameltocratic, Democratic and Laissez-
faire leaders . The best leaders are those whaisa many different behavioral styles
and choose the right style for each situation

Based on this theory, it is clear that anybody lbacome a leader irrespective of one’s

gender because leaders are made.
2.6 Conceptual framework

A conceptual framework is a set of broad ideas @mttiples taken from relevant fields

of inquiry and used to structure a subsequent ptagsen. (Reichel and Ramney, 1987).
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Figure 1 conceptual framework
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Independent variables are variables that are clubimge given model or equation It is the
manipulated variable in the study whose presendegree determines the change in the
dependent variable while the dependent variableassariable that is being measured or
tested in the study.

Moderating variables changes (increases or de@gtse otherwise established effect of
independent variable upon the dependent variable

Intervening variables are variables that can #teresults of our research but are beyond

the control of the researcher

2.7 Summary
This literature has reviewed that there are mantofa influencing women leadership in

secondary school management. The independent kesiake; culture, policy/regulatory
framework and networking. The dependent variablewmmen leadership. Family
background has been identified as the interveniagakile while women attitude on

leadership is the moderating variable.
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CHAPTER THREE
RESEARCH METHODOLOGY

3.1 Introduction
The chapter consists of the research designsttpopulation, sampling procedures and

sample size, research instruments, reliability aadidity of the instruments, data
collection procedures, data analysis, logisticald agthical considerations and

Operationalization of the study variables.

3.2. Research Design.
This project used a descriptive survey design. Atiog to Churchill (1991), survey

research design is appropriate where the study teedkscribe the characteristics of a
certain group, estimate proportion of people wheeheertain characteristics and make
certain predictions. It describes the situation hatit manipulation. According to
Mugenda and Mugenda (2003) survey research desigks to obtain information that
discloses existing phenomenon by asking individahlsut their perception, attitude and
behavior.

This design is preferred because very large sangpke$easible which make the results
statistically significant when analyzing multiplanables. Additionally, high reliability is
easy to obtain by subjecting all subjects withamgardized stimulus, which ensures that
observer’s subjectivity is greatly eliminated (Muda, and Mugenda, 2008).

3.3 Target Population
Population is the aggregate of all that conforms tgiven specification (Mugenda &

Mugenda 2008). It is a large collection of indivédis or objects that is the main focus of
the study query and have similar characteristiestilo,et, al 2009).A target population
refers to the entire group of individuals or olgeto which the researchers are interested
in generalizing the conclusions It is for the bénef the population that researches are
done. A population is a group of elements or causbsther individual, objects or events
that conform to specific criteria and which we mdeo generalize the results of research
(Mcmillan & Schumacher, 1997).
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This study targets 21 registered secondary sshimoLower Yatta District. A total
population of 210 people in those schools was tadget2 principals and their deputies,

63 heads of departments and 105 BOG executive nrembe

3.4 Sampling procedures and sample size
Sampling is the selection by systematic proceddireesearch subjects out of larger

population relevant to the research project (Kgdin 1983). The basic idea of sampling
is that by selecting some elements in the popuiatmonclusions about the entire

population can be drawn. The reasons for samjutirigis study were to lower the cost

of the study and enhance greater accuracy.

The researcher used simple random sampling tot$s086 of the registered schools for
the sample of this study from the target populatibhus the sample size 50/100x
21=10.5; that is 11 schools formed the sample gizbe study, as stated by (Mugenda
and Mugenda, 2003) who have recommended at &8 of a small target population

to be representative sample size for a study. ath @f the selected schools, Principals,
their deputies, heads of departments as well asufive of the BOGs were surveyed.

Therefore, a sample size of 87 people was survayeadicated below

Table 3.1 Sample size for the study

CATEGORY POPULATION(N) SAMPLE(n) PERCENTAGE (%)
Principals and Deputy 42 22 52.3

principals

Heads of 63 33 52.3

departments

BOG Executives 105 32 30.4

TOTALS 210 87 41.4

3.5 Research instruments
The data collection instrument used in this stu@dg whe questionnaire for primary data

and document analysis to collect secondary datanlyndrom the records in the

education, Gender & Social Development offices.

28



3.6 Validity of and Reliability of the instruments

3.6.1. Validity of the instruments
There are three types of validity tests: contentemon related and construct validity.

The study adopted content validity to ensure tkeitems represent the content that the
test is designed to measure. Research tools datedegdending on how the data collected
is related in terms of how effective the items haaepled significant aspects of the
general objective of the study (Kasomo, 2006). Esprom the University of Nairobi
who looked at the measuring techniques and covesagige study determined content
validity of the instrument. The underlying assuraptiof content validity is that every
variable has a content population of an infinitenber of items and that highly valid
instruments constitute to a representative sanftieese items. The researcher discussed
the instruments with his supervisor and other espier test validity and ensure the data
collected was relevant to the study. Some of tleenst were modified and others

discarded to improve the quality of the instrumehtss increasing the validity

3.6.2. Reliability of the research instruments.
Reliability of research instrument is the extentvach the instruments produce or yields

consistent results when repeatedly administeredgévida & Mugenda,2003) The
researcher used split-half method to establishalyéiy of the instruments. The
researcher established reliability coefficient gsisplit-half method; where the
guestionnaires were separated into two sets, evéro@d numbered questionnaires. The
two sets of items were scored separately and theelated using pearson's correlation
formula and a reliability coefficient was estabéshat 0.7 which is an indicator of a

strong positive correlation

3.7 Data collection procedure
Data is collected using questionnaire or intervigwide either from probability or non-

probability; randomized or non randomized selecsadnple from target population
(Orodho, 2005)

A research authorization permit was obtained frbmn district education officer (DEO-
Lower Yatta), in order to be allowed to colleetta from the schools. The researcher

then proceeded to the field to collect data astipeischedule. Information collected was
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treated with confidentiality. The schools were pigted by the researcher to establish
rapport with them before the actual data collectiate. This allowed familiarizing with

the respondents. The researcher self-administeeequestionnaires.

3.8 Data analysis.
After the questionnaire was administered, the rata dcollected was systematically

organized to facilitate analysis. Completed quesi@res were edited for completeness
and consistency. Descriptive statistics was usedata analysis. This entails the use of
frequency distribution Tables and percentages tonsarize data on the closed ended
items in the questionnaire. Data obtained from egmted items in the questionnaire was
categorized according to themes relevant to thedystnd was presented in narrative form
using descriptions. Analysis of data employed Stiaal Package for social scientists

(SPSS) software where descriptive statistics wasmgted.

3.9 Ethical and logistical consideration of the sty.
The researcher got authorization permit from rigiseducation officer, to get permission

to collect data from the schools on the factortuericing women leadership in school
management. Informed consent was fulfilled by ssgkarticipant’s permission before

administering the questionnaire to the sampled @sh®articipation of respondents was
voluntary. The participants were treated with resmnd courtesy. The study ensured
protection of respondents from harm by minimiziige tamount of physical and

psychological stress by applying the principle md@ymity.

3.10 Operationalization of the study variables.
To achieve the purpose of the study: Factors inflirey women leadership in school

management in Lower Yatta district ,the researpliesued the following objectives: to
establish how culture influence women leadershigcimool management, to assess how
legal and policy framework affect women leadershijp, assess the extent in which
religion influence women leadership in Lower Yadkigtrict. The operationalization of
study variables is as shown in the Table belowdystuariable are operationalized and

presented as shown in Table 3.1.
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TABLE 3.2 OPERATIONALIZATION OF THE STUDY VARIAB LES.

Objectives Independent| Dependent | Indicators | Measuremen | Type of
Variable Variable ts tools/Level| tools
of scale
To establish the extentinfluence of | Women Attitude Ordinal Frequency
in which culture culture. leadership | change Percentageg
influences
participation of
women in leadership
in secondary school
management in
Lower Yatta
To assess the extent inEffect of Women Number Ordinal Frequency
which legal and policy| legal $ policy | leadership | women Percentages
framework affect framework leaders
participation of women =  Gender
in leadership in policy
secondary school
management in
Lower Yatta .
To assess the extent inInfluence of | Women Exposure | Ordinal Frequency
which networking networking | leadership | Connections Percentages
influences participation
of women in
leadership in secondary

school management

in Lower Yatta District
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CHAPTER FOUR
DATA ANALYSIS, PRESENTATION AND INTERPRETATION

4.1 Introduction
Data was analyzed according to research questibtisecstudy. This chapter contains

analysis, presentations and interpretation of datained from the questionnaires .1t is
sub divided into sections, which include genefaracteristics, influence of culture on
women leadership in secondary school managemeiatst ebf policy and regulatory

framework on women leadership in secondary schomsagement and finally the
influence of net working on women leadership inosetary school management. The

data was presented in frequency distribution Taliddi®wed by interpretation

4.2 General characteristics

To establish the respondent’s composition in teoithe gender, the respondents were
asked to tick their appropriate gender and res@fsesented in the frequency Table
below:

Table 4.1: Distribution of respondents by gender

Gender Frequency Percentage (%)
Male 58 72.5

Female 22 27.5

Total 80 100.0

From the Table 4.1 above, 72.5% were males and®2Weére females. This means more

male leaders in school management were accessiate the females, however the

views of both males and females were representedisd indicate that females are

underrepresented in leadership in school management

The respondents were also required to tick the# lagckets to enable the researcher
know the composition of the respondent in termthefage. The results were represented

in the Table below:
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Table 4.2: Distribution of the respondents by age

Age group Frequency Percentage (%)
25-29 2 2.5

30-34 6 7.5

35-39 20 25

Above 40 52 65

Total 80 100.0

Table 4.2 above shows that 2.5 % were aged bet®8&t® years, 7.5 % were aged
between 30-34 years ,25 % were aged betweer® 38&s while 65% were above
40years.The analysis shows that most respondeete above 40 years which indicate
that age is a critical factor considered when agpw leaders as experience is needed in
school management. The school managers were ajsoeé to tick their highest level of
education. The feedback is presented in the Tatab

Table 4.3: Distribution of respondents by level oéducation

Level of education Frequency Percentage (%)
Primary 0 0

Secondary 4 5.0

Diploma 8 10.0

University 64 80.0

Others 4 5.0

Total 80 100.0

Table 4.3 above shows the level of education ofréspondents where majority were
degree holders. This is because many heads of tdegds and secondary school
principals are degree holders with few exceptiogisidp diplomas. Few respondents had
less than a diploma and these were members of B@@G#dicator that they may be
having inadequate managerial skills.

The researcher also wanted to find out the religibthe respondents and the feedback

is presented in the Table below:
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Table 4.4: Distribution of respondents by religion

Religion Frequency Percentage (%
Protestants 50 62.5
Catholics 26 32.5

Muslims 2 2.5

None 1 1.25

Others 1 1.25

Total 80 100.0

Table 4.4 above clearly shows that almost all #ewsdary school top management was
Christians as they accounted for 90%. This indgdtet the church has a very big
influence in the management of schools. This isubh appointment of principals and

chairpersons of BOGs in addition to inculcatinguas that are critical in leadership

4. 3: Extent in which culture influence participaion of women in leadership in
secondary school management

The respondents were required to answer whetheureuhad influence on women
participation in leadership in secondary school ag@ment and their feedback is

summarized in the Table below:

Table 4.5: Whether culture has any influence on woen leadership in secondary
school management

Do you think culture has influence on women leadehsp Frequency Percentage
(%)

Yes 56 70

No 18 22.5

Don’t know 6 7.5

Total 80 100.0
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From the Table 4.5 above, it is clear that majootyrespondents at 70% thought that
culture influenced women patrticipation in secondseliool management. This was due
to prevalence of cultural beliefs and attitude timatt women patrticipation in leadership
positions in the district

The study went out to find out the degree in whiahiture influenced women
participation in leadership in the secondary schmanhagement .The findings are
summarized in the Table below:

Table 4.6: The degree in which culture influenceparticipation of women in

leadership in school management

Rate the influence of culture on leadership Frequery Percentage(%)
Very high 30 37.5

High 26 32.5

No comment 20 25

Low 2 2.5

Very low 2 2.5

Total 80 100.0

Table 4.6 above clearly shows that culture is lyigldted as factor that determines

participation of women in the leadership . Thisams that it is an issue that should be
addressed so that we can have more women leades district.

The researcher went ahead to find out the influerigeatriarchal structures on women

participation in leadership in secondary school agement. The feedback is presented
in the Table below:

Table 4.7: Whether patriarchal structure has any irfluence on women participation

in leadership in secondary school management

Influence of patriarchal structure on leadership Frequency Percentage
(%)

Yes 57 71.25

No 16 20.0

Don’t know 7 8.75

Total 80 100.0
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Table 4.7 above is very clear that more than 81%spondents thought that patriarchal
structures had influence on women participatione@dership. The respondents were
asked to explain their answers and majority of eagents said that leadership was a
masculine domain while women had their place ichah. Some respondents said that
women were not supposed to lead their husbandsubiicplife. This shows that
patriarchal systems limit women participation iradership in the secondary school
management.

The respondents were further asked how the soaiaiz of the girl child influenced
women participation in leadership . They gaveféselback in the Table below:

Table 4.8: How socialization of the girl child influence participation of women in

leadership in school management

How socialization of girl child influence leadershp Frequency Percentage
(%)

Very high 32 40.0

High 24 30.0

No comment 21 26.25

Low 2 2.5

Very low 1 1.25

Total 80 100.0

From Table 4.9 above , it came out clearly #G#o of the respondents indicated that
socialization of the girl child had very high inflace on women participation in
leadership while 30% said it had high influenceéne T respondents provided explanation
on their answers and some of the point raisedudied : gender roles, where boys
were supposed to be tough while girls the vicesaelhat kind of socialization was to
shape their thinking in the long term hence makimg girl child view herself as not
suited for tough tasks like leadership.

The researcher also asked whether religion hadienie on women participation in

leadership of secondary school management aneé#ubéck was as in the Table below:
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Table 4.9: Whether religion has influence on wuoen participation in leadership in

secondary school management

Influence of religion on leadership Frequency Percentage
(%)

Yes 55 68.75

No 20 25.0

Don’t know 5 6.25

Total 80 100.0

From Table 4.9 above, we can accurately say tHagiae in the district has a big
influence on women participation in leadership e tsecondary school management.
The respondents were asked for explanation for #rswers and many of them said that
many principals in the schools were appointed thinothhe advice of the church that had
sponsored the school. It also was reported thatchles that sponsored schools had a lot
of influence in the formation of BOG members.

The researcher went further to find out the extenthich religion influenced women
participation in the leadership of the secondahost management and the results are as
in the Table below:

Table 4.10: The degree in which religion influece participation of women in

leadership in school management

Rate the influence of religion on Frequency Percentage
Participation of women in leadership (%)

Very high 31 38.75

High 25 31.25

No comment 19 23.75

Low 3 23.75

Very low 2 2.5

Total 80 100.0

37



From Table 4.10 above, it is clear that 70% of oesients indicated that religion had a
big influence on women participation in leadersimgsecondary school management
This shows that Christianity is very strong in thstrict.

4. 4: Extent in which legal and policy framework &ect participation of women in
leadership in secondary school management

The question on whether policy and regulatory fraor& had any effect on women
participation in leadership in secondary school aga@ment was answered and feedback
provided in the Table below:

Table 4.11: Whether policy and legal framework hasany effect on women

participation in leadership in secondary school maagement

Effect of policy and legal framework on leadership Frequency Percentage
(%)

Yes 56 70

No 20 25.0

Don’t know 4 5.0

Total 80 100.0

Table 4.11 above shows that 70% of the respondedisated that policy and legal

framework had effect on women participation in kathip in the secondary school
management in the district. The researcher alsedagiem to give explanations. Some
respondents said that the Kenyan constitution, rnaffiive action and gender

mainstreaming guaranteed that women were to badedlin every activity or program,

including in leading them. This shows these pedichad an influence on women
participation in leadership

The study wanted also to find out the magnitudewinich gender mainstreaming

influenced participation of women in leadership #mel feedback is provided in the Table
below:
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Table 4.12: The degree in which gender mainstreang influence participation of

women in leadership in school management

Rate the influence of gender mainstreaming on Frequency Percentage
Participation of women in leadership (%)

Very high 29 36.25

High 25 31.25

No comment 20 25

Low 4 5.0

Very low 2 2.5

Total 80 100.0

From Table 4.12 above, 36.25% of respondents iteticdnat gender mainstreaming had
very influence on participation of women in leadigpswhile only 2.5% held a contrary
view. This means that gender mainstreaming is eetical in women empowerment

especially the area of leadership.

4. 5: Extent in which networking influences partigpation of women in leadership in
secondary school management

The study also wanted to find out whether netwagkimad influence on women
participation in leadership of secondary school ag@ment . The results were as in the
Table below:

Table 4.13: Whether  net working has influence o women participation in
leadership in secondary school management

Do you think net working has influence on womer Frequency Percentage
participation in leadership (%)

Yes 41 51.25

No 19 23.75
Don’t know 20 25.0

Total 80 100.0
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As shown from the above Table, 51.25% indicated tleworking had influence on
women participation in secondary school managemanile 23.75% did not think so.
The explanations given by the respondents were rtfaatagement jobs were given to
people well known and the ones who could be trustetheir seniors. This implies that
it is difficult for a person to be appointed toemdlership position if not known by the
appointing authority, hence the importance of neking

The researcher also wanted to know whether persxpasure enabled a person to be
identified as a leader and the results are in tiderbelow:

Table 4.14: Whether personal exposure enable one @ identified as a leader

Do you think personal exposure Frequency Percentage
Enable one to be identified as a leader (%)

Yes 55 68.75

No 15 18.75
Don’t know 10 12.5

Total 80 100.0

From Table 4.14 above, it is clearly shown thaspeal exposure enables a person to be
identified as a leader. The implication of thighat only those known potential leaders
were likely to be given a charge to lead when ggootunity occurred

The researcher also wanted to find out the degmewhich net working influenced
appointment of women leaders in secondary schoobhgement and the feedback was as
in the Table below:
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Table 4.15: The degree in  which net working itience appointment of women

leaders in secondary school management

Rate how networking influence appointment of Frequency Percentage

women leaders in secondary school management (%)
Very high 20 25.0
High 23 28.75
No comment 15 18.75
Low 11 13.75
Very low 11 13.75
Total 80 100.0

From Table 4.15 above, 25.0% indicated that netkimgrhad very high influence in
appointment of women leaders in secondary schoabgement while 13.75% indicated
that it had very low influence .A bigger number28.75% indicated it had low influence.
This finding therefore implies that appointmentwaimen leaders do not depend only on
academic qualifications and performance but al$avoeking.

The respondents were also asked to explain theiwvens of which many of them said
that networking exposes a person‘s potential toist®t makers, a necessity for

appointment into leadership positions.
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CHAPTER FIVE
SUMMARY OF FINDINGS, DISCUSSIONS, CONCLUSIONS AND
RECOMMENDATIONS

5.1 Introduction

The study set out to find out the factors influeigci participation of women in leadership
in secondary school management in Lower Yatta idistiThis chapter provides the
summary of findings from the research, discussionsthe findings, conclusions and
recommendations, both for enhancing more womenicpgaation in leadership in

secondary school management and further studies.

5.2 Summary of the findings

The study findings indicated that culture influemgarticipation of women in leadership
in secondary school management in Lower Yatta idistr The analysis of data
established that patriarchal structures and saei#din of girls discourage women from
seeking leadership positions. Traditional belifsl cultural attitude regarding the role
and status of women in society are still prevabamd top leadership in any institution is
viewed as a masculine domain. It was also estaalighat religion influence women

participation in leadership in secondary school ag@ment.

The research assessed the extent in which legal pmiidy framework affected

participation of women in leadership positions ecandary school management in
Lower Yatta district. It was found out that theeriyan constitution and gender
mainstreaming policies affected the way women weseng appointed in leadership
positions in the secondary school management. @sgondents indicated that women
were being considered for leadership positions ttugender sensitive policies that

prohibit discrimination based on gender.
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It was established that networking influence apipoent of women into leadership
positions in secondary school management. This dvas to personal exposure that
enabled a person to be identified by leaders whikenraportant decisions during hiring
of school managers.

5.3 Discussions of findings

On the first objective, culture was seen to be keunderstanding the reasons behind
poor representation of women in leadership postian the secondary school

management in the district. The low-level représtgon of women in leadership

positions in the secondary school management duésto the way the girl child was

socialized right from birth. Boys are trained r feadership positions while girls are
prepared to be homemakers . Patriarchal syatehrcultural attitudes towards women
were established as barriers  that limit womenremidl to aspire to positions of

leadership. The study was in agreement with S&®5), Gumbi (2006), Emmett

(2001) and Grant (2005) who found out that pathatstructure, socialization of the girl

child and cultural attitudes hinders women paratign in leadership. The study findings
were also in agreement with Tripp (2001) who found that some cultures prohibit

women speaking in public.

Religion, particularly Christianity played a bigedn the appointment of principals and
Board of Governors of secondary schools in theridist The findings revealed that
Christian churches had few women leaders henttigea precedent for excluding
women in leadership of secondary schools in thiiclisThe findings were in agreement
with Spinks (2003) who found out that exclusionvadmen from religious leadership
may have a negative impact on women’s status isadlogety and limit their opportunities
in public life. It is clear that religion play amportant role in creating social norms that

accept women’s leadership in public life anchelating stereotypes against women

The second objective was to assess the extent iohwagal and policy framework
affected participation of women in leadership goss in secondary school management

in Lower Yatta District . The research findsnigdicated the Kenyan constitution and
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gender mainstreaming policies affected the way womere appointed in leadership
positions in the secondary school management. @sgondents indicated that women
were considered for leadership positions dueetodgr sensitive policies that prohibit
discrimination based on gender. It came out bi¢hat to a certain extent; provisions of
Kenyan constitution that prohibit discriminationsled on ones gender were considered,
when making appointment of secondary school masaderaddition, affirmative action
policy was critical to empowerment of women in arde take leadership positions.
These findings were in agreement with African Youtiarter (2006) where African
countries agreed to prioritize women leadership @andicipation in the decision-making
at all level

The findings were in agreement with Charles .W &O0Who argued that gender
mainstreaming must be institutionalized  througinarete steps, mechanisms and
processes in all parts of the organization . isWmas also in line with Lombardo. E
(2005) who championed gender mainstreaming in edegysion making institution

The findings was also supported by Hannan (200%) found out that the global policy
and legal frameworks on gender equality and empoeet of women placed great
emphasis on women equal participation in decismoaking. The Beijing platform for
Action and the convention on the Elimination of #dkms of Discrimination against
women (CEDAW) are the pillars of the global poliagd legal frameworks on gender

equality and empowerment of women

The third objective was to assess the extent irthvhetworking influences participation
of women in leadership positions in secondary schmanagement in Lower Yatta
district . The study was aimed at finding out Whiee networking through negotiation
techniques, personal exposure and connections hadeao play in appointment of
female leaders. The research findings indicatetl ibaworking was critical aspect that
facilitated appointment of various leaders, womeeiuded. The study findings were in
agreement with Angela (2013) who found out thatvoeking may be an avenue for a
person to gain exposure that enable him/her taémetified by leaders such as sponsors
of schools, education officers and political leadeho matters when appointing school

principals and Board of Governors
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The research findings on influence of networkingevalso in agreement with George
(2003) who found out that networking gave peopleeas to information, resources and
opportunities. George argues that 60% of jobs agitipns are found via connections

and networking.

5.4 Conclusion

The evaluation of the findings in this study essti®#d the following in relation to the

objectives:

That culture has an influence on women participatio leadership positions in the

secondary school management in Lower Yatta disarad this could be generalized
country wide in relation to women participation leadership positions. Patriarchal
structures, socialization of the girl child, culiliattitude, religious beliefs and practices

limit the potential of women when aspiring for leaship positions.

Legal and policy framework affect participation wbmen in leadership in secondary
school management in Lower Yatta district. The Kaemnyconstitution, vision 2030,

MDGs and gender mainstreaming are a policy thplies to the entire country and have
huge impact in empowerment of women in the coumigt working has an influence on
participation of women in leadership in secondarya®l management in Lower Yatta
district . Personal exposure and connections make a person to be noticed for

promotion

5.5 Recommendations
In view of the foregoing discussion, the researchade the following recommendations:
1. Itis important to address the issue of cultureancen empowerment . There
is  need to sensitize, both men and women the ritapce of embracing
pragmatic cultural practices that recognizes theakty of all persons. Culture
should not be static but dynamic.
2. Religious institutions should be encouraged to imeavomen in their leadership

structures so that they can set precedent for ®tioefollow. The current trend in
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the Pentecostal churches of ordaining women bisbbpsld be used as a learning
model on how women can be empowered
There should be full implementation of legal andigees that have been put in
place to empower women in all sectors of develogmearticularly the
provisions in the constitution that prohibit apgoments of more than two-thirds
from either gender . Both the public and privatet@eshould strive to achieve
gender equity in all their undertakings, bearingrimd the legal provisions on
gender issues

Transparency and meritocracy should be the ontgria used when making
appointments and promotions in both private andlipudector. The use of
network as a means of getting promoted or recrstezlild be minimized if not

eliminated

5.6 Suggestions for Further Research

The researcher recommended the following areasiftirer study:

1.

Study should be done on whether economic statwgoafan may influence her

appointment or election into a leadership position

The relationship between family background and igpgtion of women in

leadership positions
The impact of Kenyan constitution on women partgipn in leadership positions
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APPENDICES

APPENDIX 1: TRANSMITTAL LETTER.

University of Nairobi
Depaent of Extra-Mural Studies
P.O. Box Box 30197

Nairobi

The District Education Officer

Lower Yatta

Dear Sir

RE: RESEARCH

| am a postgraduate student at the departmemixtvh-Mural studies University of
Nairobi, currently carrying out a research on destinfluencing women leadership in
secondary school management in Lower Yatta DistYaiu are requested to give
authority to undertake the study in your distril.information will be used only for the

purpose of this study and the respondents willdyg konfidential.
Thank you

Yours faithfully

David Kinoti

L50/696632011
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APPENDIX II

QUESTIONNAIRE FOR THE SECONDARY SCHOOL PRINCIPALS AND
DEPUTY PRINCIPALS
Introduction and quidelines.

This questionnaire is made to collect informatitmassist in conducting a study on the
factors influencing women leadership in secondahosl management in Lower Yatta
District.

| kindly request you to complete the questionnasdonestly and objectively as possible

giving necessary details. Use tick{) to select your correct value among the multiple

choices given. Do not indicate your name or angnfof identification.
A Personal characteristics
1) State your Sex?

a) Male ()

b) Female ()

2) What is your age?

a)  25-29 ()
b)  30-34 ()
c)  35-39 ()
d)  Above 40yrs ()

3) What is your highest level of education?
a) Primary ()

b) Secondary ()

53



c) Diploma ()
d) University ()
e) Others specify. ()

4) What is your religion?

a) Protestant ()
b) Catholic ()
¢) Muslim ()
d) None ()

€) Other SPECITY...ce i e
Section B: Influence of culture on women leadership
5) Do you think culture has any influence on wortesadership in secondary schools?
a) Yes ( )
b) No ()
c) Don’t know ()

6) How do you rate the influence of culture on wonteadership in secondary school

management?
a)  Very high ()
b)  High ()
c)  Nocomment ()
d  Low ()
e)  Verylow ()
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7) Do you think patriarchal structures have infleermn women leadership in secondary

school management?
a) Yes ()
b) No ()
c) Don’t know ( )

8) Briefly explain quUestion 7 above............coo i s

9) How does socialization of the girl child infltem women leadership in secondary

school management?

a) Very high ()

b) High ()

c) No comment ( )

d) Low ()

e) Very low ()

10) Explain question 9 @boVve..........oeiiiiiiii e

11) Does religion have any influence on women pigndition in leadership in secondary

schools management?
a) Yes ()
b) No ()
c) Don’t know ( )

12) If yes in question 11 eXplain.......c.ooeve it e e e e e e
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13) How do you rate the influence of religion inaping public policies on women

leadership in secondary school management?

a) Very high ()
b) High ()
¢) Undecided ()
d) Low ()
e) Very low ()

Section C: The effect of policy and Regulatory frarawork on women leadership in

secondary schools management.

14) Does policy and regulatory framework have affect on women leadership in

secondary schools management?

a) Yes ()

b) No ()

c) Don’t know ( )

15) If yes, in question 14 above, explain.............coooiiiiiii v e

16) To what extent does gender mainstreaming inleevomen leadership in secondary

school management?

a) Very high ()
b) High ()
c) No comment ()
d) Low ()
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e) Very low ()

Section D: Influence of networking on women leadelsp in secondary schools

management.

17) Does networking have any influence on womerntigpation in leadership in

secondary schools management?

a) Yes ()

b) No ()

c) Don’t know ( )

18) If yes in question 17

EXPlAUN . L e
19) Does personal exposure enable one to be isehé$ a leader?

a) Yes ()

b) No ()

c) Don’t know ( )

20) How do you rate the influence of networkingnfiluencing appointment of women

leaders’ secondary school management?

a) Very high ()
b) High ()
¢) Undecided ()
d) Low ()
e) Very low ()

21) Briefly explain question 20 abOVe...........c.covii it i e e e
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APPENDIX IlI

QUESTIONNAIRE FOR THE SECONDARY SCHOOL HEADS OF
DEPARTMENTS
Introduction and quidelines.

This questionnaire is made to collect informationassist in conducting a study on the
factors influencing women leadership in secondahosl management in Lower Yatta
District.

| kindly request you to complete the questionnasdonestly and objectively as possible

giving necessary details. Use tick{) to select your correct value among the multiple

choices given. Do not indicate your name or angnfof identification.

A Personal characteristics
1 )State your Sex?
f) Male ()

0) Female ()

2) What is your age?

e) 2529 ()
)  30-34 ()
9) 3539 ()
h)  Above 40yrs ()
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3) What is your highest level of education?

f) Primary ()
g) Secondary ()
h) Diploma ()
i) University ()
j) Others specify. ()

4) What is your religion?

a) Protestant ()
b) Catholic ()
c) Muslim ()
d) None ()

€) Other SPECITY ..o iei ittt e e e e e e
Section B: Influence of culture on women leadership
5) Do you think culture has any influence on wortesdership in secondary schools?
a) Yes ( )
b) No ( )
c) Don'tknow ( )

6) How do you rate the influence of culture on wonteadership in secondary school

management?
1 Very high ()
2 High ()
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h) No comment ()
i) Low ()
)] Very low ()

7) Do you think patriarchal structures have infleemn women leadership in secondary

school management?

a) Yes ()

b) No ()

c) Don’t know ( )

8) Briefly explain quUestion 7 above........ ... s

9) How does socialization of the girl child infltem women leadership in secondary

school management?

a) Very high ()

b) High ()

¢) No comment ( )

d) Low ()

e) Very low ()

10) Explain question 9 @bOVe..........vviiiiir e e —————

11) Does religion have any influence on women legtdp in secondary schools

management?
a) Yes ()
b) No ()

12) If yes in question 11 eXpPlain.......c.ooe i e e e e e et



13) How do you rate the influence of religion inaping public policies on women

leadership in secondary school management?

a) Very high ()
b) High ()
¢) Undecided ()
d) Low ()
e) Very low ()

Section C: The effect of policy and Regulatory frarawork on women leadership in

secondary schools management.

14) Does policy and regulatory framework have affect on women leadership in

secondary schools management?

a) Yes ()

b) No ()

15) If yes, in question 12 above, explain.............coooiiiiii i e

16) To what extent does gender mainstreaming inleevomen leadership in secondary

school management?

a) Very high ()
b) High ()
c) No comment ()
d) Low ()
e) Very low ()
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Section D: Influence of networking on women leadelsp in secondary schools

management.

17) Does networking have any influence on womenldeship in secondary schools

management?
a) Yes ()
b) No ()

18) If yes in question 21

L2240 =T o
19) Does personal exposure enable one to be figeindis a leader?

a) Yes ()

b) No ()

20) How do you rate the influence of networkingnfiluencing appointment of women

leaders secondary school management?

a) Very high ()
b) High ()
¢) Undecided ()
d) Low ()
e) Very low ()

21) Briefly explain question 20 above.............coooiiiiiiiiiiiici e
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APPENDIX IV

QUESTIONNAIRE FOR THE SECONDARY SCHOOLB.O.G EXECUTI VE
MEMBERS
Introduction and quidelines.

This questionnaire is made to collect informatitmassist in conducting a study on the
factors influencing women leadership in secondahosl management in Lower Yatta
District.

| kindly request you to complete the questionnasdonestly and objectively as possible

giving necessary details. Use tick{) to select your correct value among the multiple

choices given. Do not indicate your name or angnfof identification.

A Personal characteristics
1)State your Sex?
k) Male ()

) Female( )

2) What is your age?

4) 25-29 ()
5) 30- 34 ()
6) 35-39 ()

7) Above 40yrs ()
3) What is your highest level of education?
5) Primary ()

6) Secondary ()
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7) Diploma ()
8) University ( )
9) Others specify. ( )

4) What is your religion?

a) Protestant ( )
b) Catholic ()
¢) Muslim ()
d) None ()

€) Other SPECITY ..o e e e

Section B: Influence of culture on women leadership

5) Do you think culture has any influence on wortesadership in secondary schools?
a) Yes ()

b) No ()

c) Don'tknow ( )

6) How do you rate the influence of culture on wonteadership in secondary school

management?
a) Very high ()
b)  High ()
C) No comment ()
d) Low ()
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m) Very low ()

7) Do you think patriarchal structures have infleermn women leadership in secondary

school management?

a) Yes ()

b) No ()

c) Don’t know ()

8) Briefly explain quUestion 7 above...........c.coo i s

9) How does socialization of the girl child infltem women leadership in secondary

school management?

a) Very high ()

b) High ()

c) Nocomment ()

d) Low ()

e) Very low ()

10) Explain question 9 @bOVe..........oeiiiiii i s

11) Does religion have any influence on women legtdp in secondary schools

management?
a) Yes ()
b) No ()

12) If yes in question 11 explain..........ooiie i e

13) How do you rate the influence of religion inaping public policies on women

leadership in secondary school management?
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a) Very high ()

b) High ()
¢) Undecided ()
d) Low ()
e) Very low ()

Section C: The effect of policy and Regulatory frarawork on women leadership in

secondary schools management.

14) Does policy and regulatory framework have affgct on women leadership in

secondary schools management?

a) Yes ()

b) No ()

15) If yes in question 12 above, explain...............coooiiiiiiiiiiiin .

16) To what extent does gender mainstreaming inleevomen leadership in secondary

school management?

a) Very high ()
b) High ()
c) No comment ()
d) Low ()
e) Very low ()
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Section D: Influence of networking on women leadelsp in secondary schools

management.

17) Does networking have any influence on womenldeship in secondary schools

management?
a) Yes ()
b) No ()

18) If yes in question 21

L2240 = V1 o
19) Does personal exposure enable one to be figeindis a leader?

a) Yes ()

b) No ()

20) How do you rate the influence of networkingnfiluencing appointment of women

leaders secondary school management?

a) Very high ()
b) High ()
¢) Undecided ()
d) Low ()
e) Very low ()

21) Briefly explain question 20 abOVe......... ..o e e
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