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ABSTRACT  

This was a cross-sectional descriptive study on factors influencing the performance of 

female headteachers in Sinda District of Zambia. The study sought to explore the school 

and community-based challenges facing female headteachers. The study used a sample of 

thirteen female headteachers who were purposively selected for in-depth interviews. 

Similarly, purposive sampling was used to select Ministry of General Education Officials 

for expert interviews. Data collected were analyzed thematically and verbatim alongside 

the themes to amplify the informants' voices. The research findings indicated that female 

headteachers performed an array of roles over human and material resources, 

management roles and control of institutional system as well as maintaining the school 

discipline.  

School-based factors affecting female headteachers were found to cut across the 

uncooperative nature of the male staff members as well those in the governing boards and 

committees‟ delays in government funding for the school projects and material supplies; 

increased pupil ratio; and discrimination especially at teacher deployment request.   

The Study concluded that community-based and school-based factors interacted in a 

mutually reinforced manner. Therefore, they greatly affected the administrative functions 

of the female headteachers. Similarly, the burden of family care, dual teaching and 

administrative duties were found to challenge the efficiency of the female headteachers. 

However, the study noted that the Government's move to introduce compulsory 

administration and management course played a significant role in improved skills on 

headteachers necessary for successful school management. The study recommended that 

the Government through the Ministry of General Education should mount sustained 
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community sensitization programme on supporting the female headteachers in realizing 

the goals and do away with retrogressive cultural perceptions about the females' 

leadership abilities. Similarly, there was need to increase the uptake of management 

courses by junior female headteachers as a means of preparing them for future 

administrative roles in the schools.   
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CHAPTER ONE: INTRODUCTION 

1.1 Introduction  

This chapter presents the background to the study area and its significance. The chapter 

also outlines the objectives and the research questions to be answered in the study. 

Additionally, the purpose, delimitations, limitations, operation and definitions of key 

terms of the study are given.  

1.2 Background to the Study  

Women presently constitute a large or even majority numbers in the teaching profession 

in many parts of the world, yet they are under-represented in educational administration. 

When one compares the total number of women teachers with the number of women in 

school administration, the number is disproportionate (Sabogu, 2008). For example, in 

Sinda District there are six hundred and thirty-two teachers, three hundred and sixty-five 

are males and two hundred and sixty-seven are females, of which there are only less than 

twenty female headteachers. Occupational segregation by gender constitutes a major 

social problem for working women where their work can be distinguished from men's 

work, and the concentration of men and women appear at different levels of work 

hierarchies (Sabogu, 2008). The latter form of job participation difference was often 

called vertical segregation (Blau and Ferber, 1992).  

 A survey conducted by the Executive Educator and Xavier University (Johns, 1992: 24) 

revealed that in the 1990's, women held 37.7 per cent of the elementary school principal 

positions, 20.5 per cent at the junior high or middle school level and 12 percent at the 
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high school level in Britain. The Australian Department of Education Secretary, Geoff 

Spring, at a 1998 conference observed that women who made up about seventy percent of 

the workforce in school education.  These are highly qualified and increasingly successful 

as they seek and obtain formal leadership roles.  Moreover, there was a considerable 

distance to be travelled before women are in leadership roles in the same ratio as men in 

the education workforce (Spring, 1998).  The Teacher Management and Support 

Programme of The Association for the Development of Education in Africa (ADEA) 

working group (1993:64) identified gender imbalance in favour of men in education 

management in the member countries. It recorded that though teaching was one 

profession where women participate in relatively large numbers, they tend to fade out as 

one ascends the education ladder from pre-primary to tertiary and to management and 

policy making levels. The group noted that in Malawi, only 10-15 percent of the school 

managers were females. In Botswana, where females appeared to be more visible in 

public life, the trend was similar to the target countries within the ADEA Framework 

Women and Management Team Seminar (Smith, 2009).  

According to (UNICEF, 2012), gender roles in Kenya that relegated women to a lower 

status continued to characterize aspects of life such as education and development. 

Government of Kenya and Educational Administration in Kenya was dominated by men. 

The strong force of gender discrimination in educational management in the country 

extended from the Ministry of General Education to schools. Though the proportion of 

trained female teachers had been increasing at a faster rate than that of men, the 

improvement was not mirrored in educational management (MOGE, 2015:76).  While the 

bulk of the research on women in educational administration concentrates on under 
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representation of women in educational administration.  Fewer studies had provided 

limited insights into the nature of the problem‟s women faced in administering schools 

efficiently and effectively. Generally, School performance was a reflection of the 

organization, management and administration of that particular institution. Well 

organized and managed schools have an impact on the overall performance of the school 

and achieving the strategic objectives of the school. The second District Education 

Strategic Plan for Improvement of Learner Performance (DESPILP, 2018) program area 

number seek to address pertinent issues of Leadership, Management and Supervision. 

Additionally, the 7
th

 National Development Plan (SNDP, 2015) identified that the 

availability of a skilled workforce was necessary to support the transition of all economic 

sectors towards highly productive activities, raise labour productivity, attract investment 

into the country, reduce poverty and build resilience in the economy. Issues of continuing 

profession development and knowledge production, alongside innovation, are key to 

building the capabilities of individuals and society as a whole and achieve gender 

equality.  

1.3 Statement of the Problem  

 Headteachers have been assigned with the responsibility of ensuring that quality of 

education in their schools was not compromised (Ngugi, 2011). Although both male and 

female headteachers experience similar challenges, females experience more due to the 

patriarchal nature of Sinda District (DEBS,2018).  Leadership training and management 

are among so many areas of intervention in order for the schools in Sinda District to 

perform better. Most schools that are managed by female headteachers showed low 

performance at national examinations as compared to those that are managed by male 
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headteachers in Sinda District as evidenced by the 2017 grade 7, 9 and 12 national results 

of Sinda District. It was against this background that the study was designed to investigate 

the factors influencing the performance of Headteachers in relation to national 

examination results.  

1.4 Purpose of the Study  

The study was aimed at investigating the factors influencing the performance of female 

Headteachers in relation to national examination results.  

1.5 Research Objectives  

The Research objectives were as follows: 

1. To identify the school factors affecting the performance of female headteachers in 

relation to national examination results.  

2. To determine the community-based perception on the factors affecting female 

headteachers in relation to national examination results.  

3. To identify attitudinal factors affecting the female headteachers in schools in 

relation to national examination results. 

4. To explore the performance of headteachers in relation to National Examinations  
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1.6 Research Questions  

This study was guided by the following questions:  

(a) What were the school-based factors that affected the performance of female 

headteachers in relation to national examination results?  

(b) What were  the community-based  perceptions of  female  headteachers‟ 

performance in relation to national examination results?  

(c) What were the attitudinal factors affecting the performance of female 

headteachers in relation to national examination results? 

(d)  How was the performance of headteachers in relation to National 

Examinations? 

1.7 The Significance of the Study  

The concept for coming up with capacity building for female headteachers was built upon 

lessons learnt from the assessments. As a result, it was a requirement that school 

management and organization were improved.  Timely processing of disciplinary cases by 

female headteachers should be done and understanding of financial regulations among 

female headteachers should be a must.   

1.8 Delimitation of the Study  

The study was limited to (13) schools out of eighty-eight learning institutions in Sinda 

District of the Eastern Province. The Schools were purposively selected from both rural 

and peri- urban areas of the District so as to get balanced results.  
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1.9 Scope of the Study  

The study was carried out in Sinda District, in Eastern Province of Zambia which covers 

an estimated area of 76.6 square kilometres. Sinda District was selected for the study 

because of its gender parity in school administration. Out of the eighty-eight learning 

institutions available, the study was designed to focus on the thirteen schools headed by 

females. Of particular interest in the study were challenges facing female headteachers in 

those schools.  

In order to ensure objectivity in the results, the study was designed to have a control 

group of male headed schools. The study mainly dealt with the school and community 

factors influencing performance of the female headteachers.   

1.10 Limitations of the study  

The research covered only one district in a rural setting. Hence challenges which are 

mostly experienced in the urban District of Eastern Province might not be captured in the 

findings. The study used a small sample size given its qualitative approach. Hence, 

generalization of the findings was limited. However, data collection methods were 

triangulated to produce rich data that answered the study questions.  

1.11 Definitions of key Terms  

Leadership: The body of people who lead a group. 

Management: The act of managing something.  
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Supervision: Management by overseeing the performance or operation of a person or 

group.  

Skilled: Having or showing or requiring special skill innovation: A creation resulting 

from study and experimentation.  

Intervention: The act of intervening (as to mediate a dispute).  

Administrator: Someone who manages a government agency or department.  

Antagonism: An actively expressed feeling of dislike and hostility.  

Culture: The attitudes and behaviour that is characteristic of a particular social group or 

organization.  

Administrative Challenge: refer to a restricting condition in administration.  

Administrative task areas: refer to the administration carried out within specified areas 

of operation in a school setting. These operational areas define the tasks that an 

educational manager performs.  

Physical facilities: Refer to classrooms, desks and latrines.  

Headteacher:  refer to a person who is in charge of running a school.  

School factors: refer to challenges faced by the school headteachers with their origin 

from within the institution.  

Community factors:  refer to challenges faced by the school headteachers with their 

origin from the community.  
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Therefore, the next Chapter describes the review of related literature to the challenges 

faced by female headteachers in selected schools of Sinda District of Eastern Province of 

Zambia. 
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  CHAPTER TWO: REVIEW OF RELATED LITERATURE 

2.1 Introduction  

This chapter presents literature on the factors influencing female headteachers in schools. 

It also presents a review of available information on countries that had attempted to focus 

on the factors that have influenced female headteachers in the world and the challenges 

they have encountered. Finally, the review dwells on the strategies used in various 

countries to cope with the factors that had influenced female headteachers in relation to 

national examination results.  

2.2 Perspective on the Factors Influencing Performance by Female Headteachers in 

relation to National Examination Results.   

The survival prospects of female-owned institutions have been the subject of considerable 

debate over the last two decades (Jennings and Brush, 2013). While a few studies 

revealed no gender differences in institutional survival and some showed female-owned 

institution out performing male-owned institution in specific areas for example, National 

Examination results, the bulk of the existing research generally assumes that female 

headteachers were more likely to fail than their male peers, thereby reinforcing the 

dominant “female underperformance hypothesis” in institutions (Du Rietz and Henrekson, 

2010). This hypothesis refers to a body of research which had found at least at the 

cumulative level that “female headteachers tend to underperform relative to their male 

counterpart. The majority of studies focusing on survival came to this conclusion based 

on evidence about higher failure rates for female-headed institutions. For example, 

(Taylor, 2015) noted that in Britain, male-owned institutions had a 58 percent survival 
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rate while female owned institutions had a 51 percent survival rate. Thus, the prevailing 

notion was that female headteachers tend to underperform and did not “measure up” to 

their male peers. It was argued however, that this notion was flawed because it equated 

survival with failure. Recent institutional articles had demonstrated that the concepts of 

failure and survival derived from different theoretical perspectives were driven by 

different factors (Bates, 2005). Yet, the dominant perspective from strategic management 

and organizational research was that an institutional primary goal was to develop a 

competitive advantage and long-term sustainability. Thus, failure was often viewed as a 

negative outcome, while survival and continuation were viewed as successful outcomes 

(Wennberg and DeTienne, 2014). This view did not take into account individual desire 

and decision-making independence, wherein an institution may view survival as a specific 

goal and positive outcome.  

 

The argument for separating failure and survival-built struggles that voluntarily failed 

institutions for many reasons, including underperformance, personal reasons, retirement 

or full-time education (Harada, 2007), alternative jobs, or even as a risk-reduction 

strategy in which headteachers abandoned institutions with limited potential for example 

fail quickly. The obvious implication of this perspective to the current gender literature 

was that additional research was needed to understand if females actually failed more 

often. Research provides some preliminary evidence supporting the notion that failure 

may be only one of many explanations for female headteachers‟ higher failure rate. For 

example, (Taylor, 2015:20) study contained descriptive statistics offering initial evidence 

that males, on average, are more likely than females to fail an institution for reasons of 
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alternative employment (47.9 percent vs. 35.8 percent), bankruptcy (18 percent vs. 9.9 

percent), and retirement (9.2 percent vs. 7.8 percent).  

Females are more likely to fail for other specified and unspecified reasons which included 

health issues, family care, moving home and full-time education (46.6 percent vs. 24.9 

percent).   

Yet, if female headteachers were more likely to fail than males, current research would 

greatly benefit from further inquiry on gender failed patterns and more importantly from a 

theoretical grounding to understanding the factors that drive such differences. More 

generally, additional research on the failure of both male and female headteachers was 

needed because of the importance of including gender as an explanatory variable in 

institutional research and the increasing scholarly interest in headteacher‟s failure (Lillian, 

2015).  

Motivated by the above theoretical gaps and drawing upon the failure literature and 

feminist theories, it was assumed a gender effect in the comparison of involuntary failure 

and voluntary failure. Then, scholars moved to an even more fine-grained 

conceptualization of failure motivations to uncover the justifications that underlie two 

distinct types of voluntary failure, failure for personal reasons and failure for other 

professional or financial opportunities.  The hypotheses were tested on a sample of 219 

Spanish headteachers who had failed their institutions in the previous 12 months and 

revealed important headteachers failed-related differences across gender (Lillian, 2015). 

For instance, scholars found that females are more likely than males to fail their 

institutions voluntarily. They also found that females are more likely than their male 

counterparts to fail for personal reasons. On the one hand, these results reinforced the 
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work of (Maxwell, 2011) in that our empirical tests demonstrated that the motivation for 

failure varied between male and female headteachers. On the other hand, scholars moved 

beyond failure studies in many important ways which allowed them to make several 

valuable contributions to institution literature. More precisely, Scholars extended 

(Maxwell, 2011) the work that  he did because (1)  they drew upon theoretical 

perspectives to anticipate gender differences and develop testable hypotheses, (2) they  

drew on institution literature to develop an inclusive conceptualization of both 

involuntary failure  including poor performance as well as bankruptcy and voluntary 

failure, including personal reasons and investment  as well as re-entering paid 

employment, (3) they used  multivariate analysis to control for potential puzzle associated 

with gender, and (4) they escalated their results,  analysed by drawing upon Social 

Constructionist Feminism Theory to further examine the heterogeneity among female and 

male headteachers (De Bruin, 2006).  

Specifically, in response to calls for greater attention to the inclusion of family 

embeddedness in institution and female headteacher‟s research, the scholars investigated 

the effect of two family-context characteristics being in a spousal relationship, and 

number of children or within-gender differences in failed patterns. They found 

heterogeneity between family-context variables and the two voluntary motivations for 

failure. Consequently, the study made several contributions to different streams of 

literature. It contributed to the gender and failure debate by comparing failure to voluntary 

failure, and also by using a finer grained conceptualization of voluntary failure to 

explicitly investigate differences in headteacher‟s failure patterns across and within 

gender. This research was the first in the headteachers field that the scholars were aware 
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of that empirically demonstrated and theoretically explained how females‟ individual 

desire and decision-making independence impact failure. They added to existing research 

on female Head teachers by illustrating that high female failure rates may be partially 

explained by a personal choice to leave the institution rather than by being forced to close 

due to poor performance. This challenged the predominant view that female Head 

teachers did not “measure up” to their male peers and provided a critical explanation for 

presumed high failure rates among female-owned institutions. These findings also 

supported early institution failure research which had argued for a clear definition 

between voluntary failure and failures as it demonstrated empirical and theoretical 

differences between both events. This suggested that previous research may have greatly 

overstated failure rates. In addition, by defining between two types of voluntary failure, 

failure for personal reasons and failure for other professional or financial opportunities 

both in our theorizing and in their empirical analysis, scholars moved beyond the basic 

failure versus voluntary failure distinction.  

Moreover, scholars added to the understanding of both females and males as 

heterogeneous groups with differing roles, motivations, and options (Hughes, 2012).  By 

enriching current explanation of the gender failure relationship, the finding that two 

contingency factors related to their family context impacted males‟ and females‟ failure 

motivations differently was important because their knowledge of the factors that 

influence each type of failure remained rather limited. In fact, although literature 

recognizes the importance of contextual factors in determining institution activity, with 

few exceptions, their specific effect on the decision to fail an institution had rarely been 

explicitly tested or stated.  
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2.2.1 Factors Influencing Performance of Female Headteachers in Relation to 

National Examination Results Globally  

Technological, socio-economic, geopolitical and demographic developments and the 

interactions between them would generate new categories of jobs and occupations while 

partly or wholly displacing others. In addition, as whole institutions adjust and new ones 

are born, many current occupations would undergo a fundamental transformation. As the 

Fourth Institution Revolution takes hold in different institutions and job families, it would 

affect female and male workers in distinct ways. By their very nature, many of the major 

drivers of transformation currently affecting global institutions had the potential to enable 

the narrowing of institution gender gaps that continue to be widespread in most 

institutions today, aggravating hiring processes and future workforce planning due to a 

more restricted talent pool. As institutions prepare to adapt to disruptive change, tackling 

gender gaps could also unlock new opportunities for growth. The Future of Jobs Report 

seeks to understand the current and future impact of key disruptions on recruitment 

patterns and gender gaps in different institutions and countries. It did so by asking the 

Chief Human Resources Officers CHRO of today‟s largest employers to imagine how 

jobs in their institutions and women‟s participation in the workforce would change up to 

the year 2020.  

 

In addition, to a value-based case for gender equality, there was an accompanying 

economic imperative for including women more fully into society and the workplace and 

women‟s participation in the workforce were no longer perceived as a social issue alone, 

but also as an institution issue costing woman, and ultimately entire economies. Female 

talent remained one of the most under-utilized institution resources, either squandered 
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through lack of progression or untapped from the onset. Although women were, on 

average, more educated than men globally and now participated more fully in 

professional and technical occupations than 10 years ago, as of today, their chances to rise 

to positions of leadership were only 28 percent to those of men. Women continue to make 

up less of the labour force overall than men, and where they participated in the formal 

economy their earnings for similar work were lower. The respondents perceived a wider 

range of rationales for promoting work place gender parity, varying with the specific 

situation of different institution. Overall, the most frequently cited reason for promoting 

female talent was the ethical imperative fairness and equality, which was chosen by 42 

percent of respondents. Over a fifth of institutions each were further motivated by a range 

of rationales more closely tied to the success of their institution enhancing innovation and 

decision-making or reflecting the gender composition of their base.  

Currently, women make up the majority of those enrolled in university in nearly 100 

countries both in Africa and Europe (Kent, 2012). Despite this fact, expanding the talent 

pool lags behind as a perceived rationale for promoting gender parity. This may be 

because women‟s ascendance in higher education was a relatively recent phenomenon 

among junior cohorts of many populations and institution perceptions had not kept pace 

with the changing reality of the composition of the talent pool around them. Employers in 

the Information and Communication Technology and Mobility institutions nevertheless, 

found this rationale especially convincing. In Information and Communication 

Technology, a sector which struggles with talent shortages, no less than 37 percent of 

institutions regard enhancing women‟s workforce participation as an opportunity for 

expanding the talent pool. Across all institutions approximately 20 percent of respondents 



16  

  

also reported they were feeling external pressures to address gender imbalances, either by 

media scrutiny and public opinion or by government regulation. There was a strong 

correlation between the gender composition of institution‟ base and the gender 

composition of their workforce across various institution. For example, on average, just 

over two in five respondents from the Financial Services and Investor sector emphasized 

reflecting their base as one of their main rationales for promoting gender parity.  

2.2.2  Factors Influencing Performance of Female Headteachers in Africa  

On attainment of independence, African countries looked to their tertiary education (TE) 

systems to provide the much-needed „manpower‟ to take up leadership of development 

efforts. The use of the term „manpower‟ in reference to the human resource development 

role of TE in the early post-independence period underscores the historical male 

orientation of these institutions which reflected the colonial model on which they were 

based. Tertiary institutions were expected to educate and train males to replace departing 

male colonial civil servants. As such, female enrolment in these institutions was not at the 

centre of the thinking in governments or in the institutions themselves. All the same, most 

African countries had little in the form of tertiary education. However, since the 1960s 

tertiary education in Africa had experienced considerable expansion both in terms of 

numbers of institutions and students. While there were 13 universities in Sub-Sahara 

Africa in 1960, there were about 300 by 2002 (Bennet, 2002). At the same time, in the 

1970s to late 1980s, the general expansion of tertiary education benefited women more 

than men. By 1988, men‟s enrolment that had stood at 0.9 per cent in 1970 tripled while 

that of women grew sevenfold from 0.14 per cent (Subbarao, 1994) and thus reduced the 

gender gap. Nonetheless, funding to this sector did not keep up with the expansion. In 
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particular, funding agencies such as the World Bank extended only piece meal support to 

the sector (World Bank, 2002). Instead, in the 1980s and 1990s more substantial support 

was given to primary and secondary education based on the argument that Africa‟s 

economic development was dependent on mass basic education.  

 

This followed economic analysis that had shown that investment in primary education 

yielded higher returns to society while investment in tertiary education yielded higher 

returns to the individual (Psacharopoulos, 1993) cited in (Subbarao, 1994). Other donor 

agencies have only more recently started to take an interest in tertiary education. On the 

other hand, left to themselves, the predominantly male African tertiary institutions‟ 

managers had more urgent problems such as staff salaries, library resources and students‟ 

accommodation to give a thought to gender inequities in their institutions. In the 

circumstances, gender inequities in these institutions have persisted.  

There are three dimensions to the problem of low enrolments for female students 

compared to that of males: overall low enrolments; even lower enrolments at higher 

degree levels and in science, mathematics and technology (SMT) subjects. Research 

studies that have analysed and documented these gender inequities in different countries 

include: Francophone Africa – (Assie –Lumumba, 1993) cited in (Rathgeber, 2002); 

Guinea – (Barry, 1995); Uganda – (Etoori, 1995); Tanzania – (Masanja, 2001); Senegal – 

(Sow-Sidibe, 1995); Nigeria – (Onokala and Onwurah, (2001); Ghana – 

(ArdayfioShendarf, 1995). These enrolment ratios indicate the number of males and 

females enrolled in an institution as a percentage of the relevant school age population 20-

24 years in the case of tertiary education. The announcement by the 4 American 

Foundations; Carnagie, Ford, Mac Arthur and Rockefeller of a partnership to strengthen 
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African universities, in 2000 signaled a renewal of interest in the sector. In terms of 

Leadership performance, it was true that very few females would reach the higher levels 

of education, many would fall off as they proceed to higher levels. Other studies have 

identified several constraints to women‟s enrolment in tertiary institutions. The major 

constraints include: Inadequate qualified female candidates to join tertiary institutions. 

This was due to lower enrolment, higher dropout rates and poorer performance of girls at 

primary and secondary levels of education which resulted in only a small pool of female 

secondary school completers eligible for TE particularly in SMT subjects and insufficient 

places in TE institutions. In nearly all countries the demand for TE was much higher than 

the available places in the institutions. Women did not like the TE environments - owing 

to lack of mechanisms for dealing with sexual harassment for example, insufficient 

female role models. In many countries there were few highly educated women in 

leadership positions and professional careers to encourage girls to pursue tertiary 

educational Socio-cultural values, beliefs and practices that influenced against the 

education of girls. These included less valuing of the education of daughters and the high 

value placed on marriage and motherhood and their accompanying gender specific roles. 

Owing to depressed economies in many African countries coupled with academic 

programmes that were irrelevant to the job market needs, unemployment rates for both 

male and female TE graduates were high. This did not encourage women students to 

strive to get into these institutions.   
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2.2.3  Factors Influencing the Performance of Female Headteachers in Zambia       

2.2.3.1  Administrative Task Areas of a School Headteacher  

Fender (2009) defined administration as the process of acquiring and allocating resources 

for the achievement of organizational goals. Educational administration was therefore 

defined as the process of acquiring and allocating resources for the achievement of 

predetermined educational goals. Educational administrators were therefore policy 

executors (fender, 2009). A number of administrative tasks areas had been identified, as 

highlighted in the next section.  

2.2.3.2 Management of Instruction  

The school manager played a very vital role in instruction delivery: classroom 

management, arrangement of instructional programs and out of school activities in any 

education system (Olembo, 2016). According to (Rhodes, 2011), it was the responsibility 

of the headteacher to ensure that the instruction was managed effectively through 

appropriate delegation to other teachers. This meant that the headteacher was not only 

responsible for pronouncing the school curriculum and objectives, but also delegating and 

coordinating as well as monitoring its implementation.  

2.2.3.3 Management of Resources  

This was the management of school finance, human personnel, material and physical 

facilities. The money was obtained through various sources such as government grants 

and school sponsors. According to (Orlosky, 2012), financial management determined the 

way the school was managed and whether or not it would meet its objectives. The school 
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head teacher was responsible for budgeting, accounting and auditing functions of 

financial management. (Mbugua, 2014) observed that one of the duties of the headteacher 

was to develop the school‟s physical facilities. She argued that in dealing with physical 

facilities, a headteacher had to bear in mind where to house the educational programs, the 

population to be served by the facility and ensure that financial resources were readily 

available for the school expansion. Human resource was the most important resource in a 

school organization and teachers comprised the most important staff in a school 

(Onyango, 2011). However, the contribution made by other staff members such as 

secretaries, bursars, messengers and watchmen were also important. The headteacher‟s 

responsibility in human resource management involved: leading, motivating, delegating 

and conflict management. It was the responsibility of the headteacher to maintain 

discipline in their schools by helping the staff and pupils develop unique and individual 

personalities with a cultural background and group consciousness. The school 

administration therefore, involved students to make choices in life reasonably and 

independently through guidance and counselling.  

A school was a social institution responsible for promoting social interests and it was the 

responsibility of communities to look after the school in terms of buildings and furniture. 

(Kaime, 2015) noted that community participation in the implementation of educational 

innovations was paramount for them to see the need of it meeting the school‟s needs. 

Olembo (2012) said, a headteacher, as a public relations officer in the school officially 

represented activities that involved the community like parents‟ days and other 

cocurricular activities. The headteacher was therefore, the mediator and coordinator of the 

school community relationships.  
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2.2.3.4 Preparation and Development of School Leadership   

In most developed countries like US, England, Sweden and Australia school principals 

are trained before and after appointment into their positions. For instance, in England, 

preparation and development of principals of schools was mandatory and a requirement 

for those who aspire to become school managers. Such training was offered in institutions 

such as the National College for School Leadership through the National Professional 

Qualification for Headship (Brundrett and de Quevas, 2007). On the contrary in 

developing countries like Zambia, the development of school leadership was inadequate 

and in most cases was not just there (Bush and Oduro, 2006). In Turkey, the selection of 

school managers and administrators required those who had three years of teaching 

experience and specific course work but not practical administrative experience. Their 

motto states, "What really matters in this profession is teaching” that had been adopted as 

school principals were selected amongst teaching staff. The procedure had been 

problematic, as such serious attempts had been made in training the would be 

Headteachers but political interference and favouritism was the order of the day where 

selection of school leadership was concerned. Despite undergraduate programs such as 

educational management and supervisorship program being offered in a number of 

educational institutions. Graduates of these programs were not always appointed to 

management positions (Demirtas, 2008). This was supported by (Memisoglu, 2015) who 

used qualitative approach of semi- structured interviews which involved thirty (30) 

participants that included preschool, primary, secondary and high schools. In his study he 

found out that political concerns and favouritism remained leading factors in selection and 

placing of principals, rather than their own competence and management qualification. In 
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Zimbabwe (Makura, 2009) observed that while affirmative action policies were being 

handled as a milestone towards female emancipation, they had brought in some problems. 

Females were appointed to Headship positions when they least expected it and were 

inadequately prepared for the post and the demands for the job. In Kenya, the Kenya 

Education Staff Institute (KESI) which was established in 1981 after a deficiency of 

administrative training among educational administrators offers in- service training to 

principals, deputy principals and head of departments. These courses did not prepare 

teachers wishing to become school administrators and were offered mostly for two weeks 

during school holidays (Mbiti, 2007). This was in line with (Kitele, 2013) who revealed 

that most of the schools among those that participated in her study did not organize 

management training to teachers who aspired for leadership positions. The reasons were 

mainly that schools were financially handicapped and those in management positions 

received training at KESI. In Zambia, the MOGE in its 1992 policy document on the 

strategies for the development of schools acknowledged the need to train educational 

leaders that included the female leaders. Educational institutions required effective 

leadership and professional School Heads, besides teaching and managerial qualifications 

educational leaders needed to possess a broad variety of leadership skills through 

education management training to enable them perform their duties comfortably and 

effectively in the changing environment (MOGE, 2016). For instance, current in-service 

educational management courses are being offered in institutions such as Chalimbana 

College and University of Zambia (UNZA) in Lusaka during school holidays. This study 

sought to determine if Headteachers in Sinda District received adequate training before 

and after they were appointed in management positions. The study also sought to find out 
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if inadequate training of Headteachers made them unable to resolve some of the 

challenges they faced.   

 2.3 Challenges Facing Female Headteachers in Organizational Management 

 An organization management was faced with internal constraints that originate from 

within the organization and external constraints that originate from outside the 

organization. A review of the constraints faced by headteachers was based on their 

various administrative tasks, verses management of instruction and resources. (Olembo, 

2012) stated that, there were three types of constraints that affected the role of 

headteachers in school. These constraints were personal, intra-organization or extra-

organization. Personal constraints can either be physical or psychological. Physical may 

relate to such factors as age or general physical condition of the headteacher. 

Psychological challenges had to do with such aspects such as the level of educational 

attainment, her personality and her personal ethics or values. Similarly, it had 

psychological effect in the headteacher if he or she had not received prior in-service 

training in certain areas where management was demanding.  

Kochhar (2010) underscored that pupils had a very important place in the school system, 

as it was for them that all educational programmes were organized. (Onyango, 2001) 

stated that the Headteacher had the overall responsibility of all activities relating to pupils. 

He emphasized that the responsibilities revolved around organizing and accounting for 

pupils, provision of special services and managing pupils' behaviour. Increase in school 

enrolment which was witnessed after the introduction of free primary education in 

Zambia had increased teacher‟s workload (GOZ, 2008). Without policy guidelines on the 
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admission limits it would be impossible for teachers to effectively handle the larger 

classes without compromising quality of education.  

Teachers are important stakeholders in the school. They form a fundamental resource in an 

educational organization. The professional role of a teacher was a demanding one and 

stretched from classroom teaching, curriculum development, examination processing, 

pedagogical material preparation and evaluation, to modelling the behaviour of the pupils 

and acting as role models to the society (Okumbe, 2001). FPE had led to increased 

enrolment and hence had made the professional role of a teacher more demanding than 

before. Consequently, this had also led to understaffing, high turnover rate, inadequate 

prior preparation and lack of motivation for teachers (IJHSS, 2012). These paused 

administrative challenges to Headteacher who had to ensure that all pupils enrolled are 

taught.  

Mbamba (2014) defined educational resources as anything in the school or its 

environment that may be organized for use in the process of teaching and learning. 

Learning resources were vital inputs needed to effectively conduct instructional activities 

at all levels of the educational systems. It was the responsibility of the headteacher to 

ensure that there were adequate resources to implement the school curriculum (Dean, 

2005). Inadequate learning resources had been noted to be one of the factors contributing 

to poor performance in National Examinations in the country (IJHSS, 2012). Physical 

faculties were also very important in every school if education was to succeed. These 

facilities included school buildings and grounds, equipment needed in and incidental to 

instruction (Olembo, 2012). Poor infrastructure was one of the major barriers to 

improving access to education in Zambia. Educational data showed that physical facilities 
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were important factors in both school attendance and achievement of instruction (GOZ, 

2005).  

Additional pressure had been put on existing school infrastructure as a result of increase 

in enrolment (FPE) of pupils in the last nine years, leading to overcrowding that was not 

conducive to good learning environment. For centuries, African women had gone far 

along with cultural prescriptions where they came to believe that their lives were to be 

managed by commands of culture (Wachege, 2002). The fear of breaking taboos silenced 

women into a state where they acted without questioning. Wachege (2002) observed that 

girl's traditional education among the Luchazi, Ngoni, Chewa, Bemba and the Swaka was 

meant to prepare them for their future as timid, submissive and docile wives. This 

justification of the oppression of women was further intensified by creation of myths, 

stories, proverbs, riddles, traditional practices, and various systems of education a 

philosophy that neglected female and sanctified the position of male while declaring 

female as subordinate to male (Mwaniki, 2004).  

Studies conducted on the position of women in education management in most countries 

revealed that women still occupy junior ranks inspite of their increased participation in 

higher education in recent years (UNESCO, 2003). Without equal access and 

opportunities for women, a major section of the workforce was underutilized and the 

achievement of the next generation underdeveloped. The few women who manage to 

climb to positions of leadership suffered great tensions in their attempt to reconcile their 

professional and traditional roles (Mwaniki,2004). Teachers were appointed to manage 

schools without any management skills training. The appointment of headteachers for 

schools had not been pegged on the acquisition of management skills (UNESCO, 2008). 
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This posed a big challenge for the new recruit to effectively manage the school. This 

section had viewed literature related to education on administrative tasks of a headteacher 

and the challenges they commonly face in managing these educational institutions. From 

the literature reviewed, it had emerged that various studies had been carried out on 

challenges faced by headteachers in management of schools, but no previous study have 

identified challenges facing female headteachers.  

Several studies outside and within Zambia had revealed the challenges faced by female 

headteachers in the management of schools (Celikten, 2005; Archer,2003; Mahlase,2007;  

Singleton, 2009; Cubillo and Brown,2005; Muchelemba, 2004). These challenges 

included social, cultural, institutional, psychological, role conflict and negative attitudes 

of staff and stake holders towards female headteachers. According to a Kenyan researcher 

(Archer, 2003), school leaders played a very important role in the school as they were 

expected to attend to all matters that affect learners, teachers and other stakeholders. 

When teachers were appointed as headteachers, they found themselves in a different 

world with new responsibilities, commitments, problems and less free time. 

Administrative positions required hard work and long hours and were stressful. 

Consequently, women clearly faced their own set of challenges as their administrative 

work was added on to their child-care, home and family responsibilities (Pont, 2008). In 

South Africa, (Mahlase, 2007) investigated the position and experiences of black female 

teachers and highlighted race, culture and ethnicity as issues affecting women managers. 

Mahlase revealed that black women were deeply affected by state controls and the 

patriarchal relations built in the Bantu education. For instance, women were subjected to 

lack of respect from the broader community and from female and other principal 
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colleagues. One-woman principal was referred to as a "girl" by the community because of 

her single status despite being in her forties. Cubillo and Brown (2005) identified personal 

organizational and social factors as categories of analysis that showed the different levels 

at which female participation in education management was affected. Other studies done 

in US by Hoff and Mitchell (2008) revealed that women in leadership were faced with the 

dilemma of balancing the societal expectations of women regarding their responsibilities 

with that of leadership at work place. Celikten (2005) noted that there exists a perception 

that women lack support from the staff, parents and community that does not exist with 

male administrators.   

2.3.1  Socio-Cultural Barriers to Female Management of a School   

Marshall (2002) defined culture as consistent ways in which people experienced, 

interpreted and responded to the world around. These included habits, traditions and 

beliefs of a country, society, or group of people. The culture of a school was greatly 

shaped by the community in which the school was. The members of a particular school 

uphold their home culture and beliefs such that their beliefs and culture manifested in the 

school situation. Some culture beliefs believed that women were inferior to men and were 

incapable of being leaders. For instance, in India, Kindachi (2012) in his study on the 

problems faced by women in educational institutions of Bijapur found out that women 

were considered to be helpers as a result, the Indian tradition; customs and social cultural 

values considered women to be weak and were to be subordinates to their male 

counterparts. It was important to assess how cultural settings and societal expectations 

shaped women's performance and rise to leadership. The social role theory explained how 

each gender became focused on whatever roles were available to them based on the 
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expectations of the society (Gage, Muma and Fritz, 2004). Despite the difference in 

cultures and settings it would help explain how individuals took information from the 

environment through socialization process which they internalize and later which had an 

impact on the performance and choice of leadership positions. In Kenya, because of their 

cultural beliefs, for a long-time female headteacher were only heading girls' schools until 

a few years ago when the trend changed to even allowing them head mixed secondary 

schools. In 2013 in Kagundo District out of 45 secondary schools with 39 mixed 

secondary schools only 10 were Headed by female Headteachers (Kitele, 2013). In South 

Africa, some literature showed that much mistrust in women leadership was caused by a 

number of factors which included tradition and culture (Moorosi, 2010; Lumby, 2003). 

Like Kindachi (2012), Lumby (2003) revealed that communities did not trust women to 

be appointed as school managers because management was an important job which 

demanded the seriousness, they think men could provide. Long after apartheid, South 

Africa had more female primary school principals than female secondary school 

principals. Furthermore, more men still occupy high positions in the education system. 

Similarly, studies done in Turkey on the competency of school principals revealed that 

female principals were not readily accepted as their male counterparts because of social 

cultural norms (Celikten, 2005). Their leadership was resisted by both male and female 

subordinates and stakeholders such as parents because women were considered to be 

weaker than their men folk regarding school leadership. In the same line in London, 

Singleton (1989) in his study on the performance of women school managers revealed 

that female Headteachers had greater problems dealing with older members of staff who 

had a more traditional view of women. These included both males and females. 

Muchelemba (2004) in his study on management effectiveness of female and male public 
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secondary school in Lusaka further, revealed that negative attitudes towards the role of 

female Head teachers in the management of schools came from older women rather than 

the older men. He also revealed that most young members of staff expressed that, given a 

choice they would prefer a man to Head a school because they felt men had more 

authority.   

2.3.2 Institutional Barriers to Female Management of a School.   

 Headteachers face various personal and organizational challenges in the course of their 

work. Among these were; grievances of parents, negative attitudes from stakeholders, 

limited resources, issues of accountability, time management and handling of difficult 

teachers. In many countries, the men and women who run schools were overburdened and 

near retirement (Pont, 2008). Despite these challenges most women principals did not 

receive support, encouragement and counselling from families, peer and representatives 

of education institutions to pursue or maintain careers in administration. This was 

supported by Shakeshaft (2000) who found out that superintendent and school board 

members held unfavourable attitude towards women in administration. In South Africa, 

research revealed that professional and family support was a barrier in women 

management. Moorosi (2010) observed that women principal lacked professional and 

institutional support which included limited induction training. Institutional barriers such 

as negative attitudes from staff and society came as a challenge to female school 

managers. In most societies, men were believed to be more of authority as compared to 

women because of societal expectations internalized through socialization that make 

people hold certain views about men and women in terms of their abilities concerning 

work (Gullen and Luna, 2003). A study by Brian (2007) done in South Africa revealed 
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that gender dynamics when it came to the reference of male and female principals 

established that male principals were rated higher than females when it came to 

effectiveness. Similarly, in his study Carson (2001) found out that male principals were 

readily accepted, given respect and believed to be intellectually credible while female 

principals had to work extra hard to prove their credibility before being accepted by the 

society. On the contrary in reality, studies done in Zambia revealed that female 

headteachers were more effective in management of schools as compared to their male 

counterparts. (Muchelemba, 2004; Mwanza, 2004; Chonya, 2006; Halyoonda, 2008). 

Moorosi (2010) also found out that negative attitudes from colleagues and the community 

had a bearing on how women administrators carry out their management functions. In his 

findings, he noted that a good number of women principals were subjected to 

insubordination from their male and female colleagues as they would not readily accept 

their authority. Similarly, in Zimbabwe, Makura (2009) found out that parents did not 

have a good relationship with female headteachers as a result they failed to cooperate with 

them to the extent that they shunned school meetings and sometimes transferred their 

children to male headed schools. He also reported that female headteachers were short 

tempered, less tolerant and lacked confidentiality. They experienced friction with their 

subordinates because they were always watching and in control of what teachers did. In 

addition, Celikten (2009) discovered through interviews that female leaders in Turkey 

were not favoured by parents and were less respected and valued by them. On the other 

hand, in Uganda, Sperandio and Kagoda (2009) found out that female headteachers had a 

good relationship with the school community and staff. They were stronger, hardworking, 

cooperated well with parents and gave motherly shoulder to those with social problems 

like HIV/AIDS. This was supported by Addi-Raccah (2006) who observed that women 
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heads of schools were friendlier and created a more welcoming environment that was 

conducive for effective management.  

2.3.3  Psychological Barriers to Female Management of Schools   

Psychological Barriers are factors that relate to how women view themselves. Cubillo and 

Brown (2003) believed that internal factors such as lack of confidence, lack of 

competitiveness and fear of failure hinder women's efficiency in their management of 

secondary schools. They asserted that the fear of the unknown was hardly surprisingly 

given women's exclusion from male dominated world of education management for so 

long. For instance, Moorosi (2010) in his study of understanding the gender gap in school 

management in South Africa noted that personal factors such as lack of self-confidence 

were more prominent as affecting women across their career route. Literature and theories 

postulated that women were underrepresented in school leadership due to inappropriate 

traits resulting from socialization (Chonya, 2012; Celekten, 2004; Gage, Muma & Fritz, 

2004; Banda, 2002). These studies assumed that socialization shaped the behaviour of 

women which compromised their aspiration for leadership positions and posed as a 

challenge as they manage their schools. One example was that women were unwilling to 

become Headteachers in schools that were very far away from their homes for fear of 

abandoning their families and sometimes because of cultural impact and inferiority 

complex. Stereotypical beliefs such as; the inability to be competitive, having unstable 

emotions and lacking confidence continue to plague female leaders. They are generally 

seen as being unable to control their tempers, unable to manage a highly charged 

emotional situation bearing grudges and not forgiving and forgetting when hurt (Cubillo 

and Brown, 2003). Lack of confidentiality was yet another characteristic that was 
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associated to female Headteachers. This led to misunderstanding with members of the 

school as well as those from the community. Makura (2009) in Zimbabwe observed that 

female headteachers acted on rumors which then caused poor relationship with their 

subordinates. Similarly, Kitele (2013) in Kenya reported that majority of students (54.6%) 

had unresolved issues with the female headteacher. Among the reasons given was that the 

headteacher acted on rumor mongering.   

2.3.4  Strategies Employed to Cope with The Challenges in Organizational 

Management  

To cope up with challenges that female headteachers face as they manage their schools, 

the use of different leadership styles could assist them run their schools effectively. 

Among these styles are transformational, participative and mentorship. Several 

researchers had revealed that men and women in educational leadership differ in their 

leadership styles (Shakeshaft, 2009; Chonya, 2006). Shakeshaft et al (2007) conducted 

their study using both qualitative and quantitative methods that female were more 

relational and interpersonal. This was supported by Chonya (2006) who conducted a 

comparative study of the effectiveness of female with their male counterparts and 

reported that female leaders used participatory and people-oriented leadership styles than 

their menfolk who were mostly autocratic. Coleman (2005) and Shakeshaft et al (2007) 

argued that female leaders priotised promoting team work that enhanced communication 

and collaboration by involving their subordinates in decision making. This maintained 

sound personal relationships with the female leaders and their subordinates.  On the 

contrary, some women used autocratic leadership with the hope of being accepted by the 

school community. For instance, in Kenya, Karuiki (2007) by using questionnaires in her 
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study found out that negative social cultural norms forced female principals to respond 

aggressively if not in an autocratic way. Furthermore, female leaders used autocratic style 

as a defensive mechanism of wanting to prove to the society that they can also be good 

leaders just like men. That also built their confidence as they lead their unsupportive staff.   

2.3.5 Transformational Leadership   

Transformational leadership style included a variety of terms used to define the concept 

charismatic, visionary, cultural and empowering. Its focus was on raising the personal 

commitment and capacities of original members for the sake of achieving goals of the 

organization so as to maximize performance (Ogunyinka and Adedoyin, 2013). 

Transformational insists on effective leadership. Leaders who used this style of leadership 

were revealed to be effective. Kitele (2013) in her study where she employed both 

qualitative and quantitative methods found out that to cope with negative attitudes from 

staff and society, female headteachers used transformational leadership style to ensure 

effectiveness in their duties. Transformational leaders were motivating, encouraging, and 

supportive and involved their subordinates in decision making. They were also concerned 

with the personal problems of subordinates such that they became role models 

(Leithwood and Jantzi, 2005). Therefore, women were expected to display such 

leadership for them to overcome challenges of being looked down upon and 

discouragement to aspire for leadership positions when opportunities arise. Although 

research had revealed that women leadership was mostly transformational (Druskat, 

1994). This may not always be the case because of differences in culture and context of 

different societies. Despite female leaders being observed as more effective as compared 

to their male counterparts, because of different societal perceptions of women there still 
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may be other factors that may hinder their effective performance and being involved in 

leadership.   

2.3.6 Participative Leadership   

Participative style of leadership was a situation where all policies are derived from a 

group decision. The leader helped his staff to cooperate as a group and that style was 

characterized by cooperation, acceptance of more responsibility and recognition of worth 

of each worker (Ogunyinka and Adedoyin, 2013). For instance, Kitele (2013) revealed 

that the use of participatory style helped female headteacher to cope with the 

subordinates' stereotypes   

2.3.7 Mentorship  

Mentorship entailed that a manager in a long-term relationship with his or her subordinate 

acted as a coach to the junior staff in order to enhance his or her competence in a 

particular profession (Kitele, 2013). Women could have either male or female mentors, 

but the best mentors for women were other women because interacting and sharing 

experiences and knowledge were vital for mentorship. While male mentors eagerly 

encouraged women to become leaders, they did not excitedly support them when they 

sought for higher positions. The mentoring experienced may help women to develop self-

esteem, aggressive leadership personalities and non-traditional attitudes about women and 

career (Cullen and Luna, 2003). Therefore, female administrators should coach their 

junior subordinates into putting in their maximum effort in the job to ensure best 

performance in the profession. Similarly, they should also look up to other female leaders 

of better performance.  
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2.4 Summary of the Chapter   

This chapter revealed the literature on the challenges faced by female headteachers in the 

management of schools. The literature revealed indicated that female headteachers faced 

challenges that were mainly as a result of socialization. The challenges were divided into 

four parts: institutional, psychological, socio-cultural and dual responsibility challenges 

(Celekten, 2005; Archer, 2003; Cubillo and Brown, 2003). The reviews showed that 

socio- cultural barriers such as rejection of female Headteachers arose from socio- 

cultural norms that portrayed leadership as being masculine (Kindachi, 2012). 

Institutional barriers such as grievances of parents, negative attitudes from staff and 

handling of difficult teachers were revealed as some of the challenges that female 

headteachers faced (Pont et al, 2008). The review also showed that women's lack of 

confidence in their leadership and inability to control tempers were among the 

psychological challenges faced by the female Head teachers (Cubillo and Brown, 2003). 

Balancing of multiple roles, that was, office work and family chores was also revealed as 

a major challenge that female headteachers faced. This chapter also revealed that in order 

to cope with the challenges they faced, female headteachers employed strategies such as; 

frequent use of transformational and participation style of leadership (Kitele, 2013). 

Mentorship which involved the coaching of subordinates was also revealed as a strategy 

in coping with negative attitudes from the staff especially when it was from the fellow 

women. Furthermore, the review also showed that in most developed countries, 

Headteachers were prepared for their headship positions through mandatory training 

before they became Headteachers (Brundrett and de Quevas, 2007). On the contrary, 

literature revealed that in most African countries despite many educational institutions 
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offering management courses, Headteachers were not usually selected on the basis of 

qualification but their selection was influenced by vices such as favouritism and 

corruption. Different methods were used to explore the challenges faced by female head 

teachers in the management of schools  
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2.5 Theoretical Framework  

2.5.1 Hersey and Blanchard Theory of Situational Leadership and Management  

  

(Thompson and Vecchio, 2009)  
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2.5.2 Situational Leadership Model  

A Situational Leadership Model was helpful to managers in diagnosing the demands of 

their situation and had been developed as a result of extensive research. This model was 

based on the amount of direction (task behaviour) and the amount of socio-emotional 

support (relationship behaviour) a leader must provide given the situation and the level of  

“readiness” of the follower or group.  

2.5.3  Task Behaviour and Relationship Behaviour  

The recognition of task and relationship are two critical dimensions of a manager‟s 

behaviour and had been an important part of management research over the last several 

decades. These two dimensions had been given various labels ranging from “autocratic” 

and “democratic” to “employee oriented” and “production oriented”. For some time, it 

was believed that task and relationship behaviours were either or styles of leadership and, 

therefore, could be represented by a single band, moving from very authoritarian leader 

behaviour (task) at one end to very participative leader behaviour (relationship) at the 

other end.  

According to Situational Leadership, as the level of readiness of a follower continues to 

increase in terms of accomplishing a specific task, the leader should begin to reduce task 

behaviour and increase relationship behaviour. This should be the case until the individual 

or group reaches a moderate level or readiness, it became appropriate for the leader to 

decrease not only task behaviour but relationship behaviour as well. Now the follower was 

not only ready in terms of the performance of the task but was also confident and 

committed.  
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Since the follower self-generates “strokes” and reinforcement, a great deal of socio -

emotional support from the leader was no longer necessary. People at this level of 

readiness see a reduction of close supervision and an increase in delegation by the leader 

as a positive indication of trust and confidence. Thus, Situational Leadership focuses on 

the appropriateness or effectiveness of leadership styles according to the task-relevant 

readiness of the follower. This cycle can be illustrated by a bell-shaped curve covered on 

the four leadership quadrants as shown in figure 2.1  

2.5.4 Application of Hersey and Blanchard theory of Situational Leadership and 

management.  

The bell-shaped curve in the leader behaviour portion of the model meant that the 

readiness level of one‟s followers developed along the band to higher levels, the  

appropriate style of leadership moves accordingly along the curved function.   

2.5.5 Determining Appropriate Leadership Style  

To determine what leadership style was appropriate to use in a given situation, one must 

first determine the readiness level of the follower in relation to a specific task that the 

leader was attempting to accomplish through the follower‟s efforts (Thompson and 

Vecchio, 2009). Once this readiness level was identified, the appropriate leadership style 

could be determined by constructing a right angled (90 degrees) from the point on the 

band that identified the readiness level of the follower to a point where it intersected on 

the curved function in the leader behaviour portion of the model.   
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The quadrant in which that intersection took place suggested the appropriate style to be 

used by the leader in that situation with a follower of that readiness level. Consider the 

example in figure 2.2 suppose a manager had determined that a follower‟s readiness level 

in terms of administrative paperwork was low (Helm, 2010). Using Situational 

Leadership, the leader would place an X on the readiness band as shown in Figure 3 

(below R1). Once the manager had decided to influence the follower‟s behaviour in this 

area, the manager could determine the appropriate initial style to use by constructing a 

right angle from the X drawn on the readiness band to a point where it intersected the 

bell-shaped curve designated in Figure 2.2 by O (Blanchard, Zigarmi.P and Zigarmi.P, 

2005). Since the intersection occurred in the S1 quadrant, it was suggested that when 

working with this follower who demonstrated R1 readiness on that particular task, the 

manager should use an S1 style (high-task or low-relationship behaviour). If one follows 

that technique for determining the appropriate leadership style for all four readiness 

levels, it would become clear that the four readiness designations R1, R2, R3, and R4 

corresponded to the four leader behaviour designations S1, S2, S3, and S4; that was, R1 

readiness requires an S1 style, R2 readiness requires an S2 style and so on (Thompson 

and Vecchio, 2009).  

 

In that example, when we said, “low-relationship behaviour,” we did not mean that the 

manager was not friendly or personable to the follower. We merely suggested that the 

manager, in supervising the follower‟s handling of administrative paperwork, should 

spend more time directing the person in what to do and how, when, and where to do it, 

than providing socioemotional support and reinforcement. Increased relationship 

behaviour should occur when the follower begins to demonstrate the ability to handle 
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necessary administrative paperwork. At the point, a movement from S1 to S2 would be 

appropriate.   

  

(Thompson and Vecchio, 2009)  
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Thus, Situational Leadership contends that in working with people who were low in 

readiness (R1) in terms of accomplishing a specific task, a high-task/low-relationship 

style (S1) had the highest probability of success; in dealing with people who were of low 

to moderate readiness (R2), a moderate structure and socioemotional style (S2) appeared 

to be most appropriate (Thompson and Vecchio, 2009). In working with people who were 

of moderate to high readiness (R3), a high-relationship/low-task style (S3) has the highest 

probability of success; and finally, a low-relationship/low-task style (S4) has the highest 

probability of success in working with people of high task-relevant readiness (R4).  

2.5.6 Modifying Levels of Readiness  

In attempting to improve the readiness of a follower who had not taken much 

responsibility in the past, a leader must be careful not to increase socioemotional support 

(relationship behaviour) too rapidly. If this was done, the follower may view the leader as 

becoming a “soft touch.” Thus, the leader must develop the follower slowly, using a little 

less task behaviour and a little more relationship behaviour as the follower increases in 

readiness. When an individual‟s performance was low, one cannot expect drastic changes 

overnight. For more desirable behaviour to be obtained, a leader must reward as quickly as 

possible the slightest appropriate behaviour exhibited by the individual in the desired 

direction (Blanchard, Zigarmi.P Zigarmi.D, 2005). That process continued as the 

individual‟s behaviour comes closer and closer to the leader‟s expectations of good 

performance.  

That was literally a behaviour moderation concept called positive reinforcement. For 

example, if a leader wanted to improve the readiness level of a follower, that follower 

would assume significantly more responsibility, the leader‟s best bet initially was to 
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reduce a little of the structure or direction task behaviour by giving the follower an 

opportunity to assume some increased responsibility. If that responsibility was well 

handled, the leader should reinforce that behaviour with increases in relationship 

behaviour. That was a two-step process: first, reduction in structure, and if adequate 

performance follows; second, increases in socioemotional support as reinforcement. This 

process should continue until the follower was assuming significant responsibility and 

performing as an individual of moderate readiness. This did not mean that the individual‟s 

work would have less structure, but the structure now would be internally imposed by the 

follower rather than externally imposed by the leader. When that happened, followers 

were not only able to provide their own direction and structure for many of the activities 

in which they engaged, but also to begin to be able to provide for their own satisfaction 

for interpersonal and emotional needs. At that stage the followers were positively 

reinforced for their accomplishments by the leader not looking over their shoulders and 

by the leader leaving them more and more on their own (Hersey and Blanchard, 2002).  It 

was not that there was less mutual trust and friendship in fact, there was more but it takes 

less direct effort on the leader‟s part to prove it with followers at high levels of readiness.  

Although this model seemed to suggest a basic style for different levels of readiness, it 

was not quite that simple. When a follower begins to behave less ready, for whatever 

reason, i.e., crisis at home, change in work, technology, etc., it became appropriate and 

necessary for the leader to adjust behaviour backward through the bell-shaped curve to 

meet the present readiness level of the follower. For example, take a follower who was 

presently working well alone. Suppose, suddenly, a family crisis begins to affect this 

person‟s performance on the job. In this situation, it might be very well appropriate for 

the manager to moderately increase both task direction and relationship support until the 
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follower regains composure. Take an example of a teacher who was highly motivated and 

component (R4) and therefore could be left alone. Suppose this teacher was promoted to 

principal. While it may have been appropriate for the leader to use S4, now as a principal, 

a task for which this person had little experience, it might be appropriate for the leader to 

change styles by providing more socioemotional support and then increasing the direction 

and supervision of activities S4 to S3 to S2 (Graeff, 2003) This high-task or high 

relationship style should continue until the person was able to grasp the new 

responsibilities. At that time, a movement back from S2 through S3 to S4 would be 

appropriate. Starting off with the same leadership style that was successful in the 

teacher‟s role might now prove devastating because it was inappropriate for the needs of 

the situation.  

In summary, effective leaders must know their staff well enough to meet their 

everchanging abilities and demands placed upon them. It should be remembered that over 

time followers as individuals and as groups develop their own patterns of behaviours and 

ways of operating, i.e., norms, customs, and civilization. While leaders might use a 

specific style for the work group as a group, they might quite often have differences with 

individual followers because of different levels of follower readiness. In either case, 

whether working with a group or an individual, changes in leadership style from S1 to S2, 

S3 and S4 must be gradual (Smith, 2016). This process by its very nature cannot be 

revolutionary but must be evolutionary; gradual development changes, a result of planned 

growth, and the creation of mutual trust and respect. Therefore, the next Chapter describes 

the Research Methodology of challenges faced by female headteachers in selected 

Schools of Sinda District of Eastern Province of Zambia. 
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 CHAPTER THREE: RESEARCH METHODOLOGY 

3.1 Introduction  

This chapter presents the research site, research design, and study population, sample size, 

sampling procedure and data collection methods, data processing and analysis. The 

chapter also discusses the ethical considerations that guided the study. 

 3.2 Research Site of Sinda District of Eastern Province, Zambia  

  

(Satellite Map Locations, 2015)  
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The study was carried out in Sinda District which borders Petauke to the West, Mambwe 

Districts to the North and Katete District to the East. It covers an area of 76.6 square 

kilometres and lies on the North-Eastern part of Zambia (Central Statistics, 2014). There 

are 88 learning institutions in Sinda District out of which 13 are headed by females 

(DEBS,2018) The District has both formal and informal settlements. It shares common 

characteristics with other Districts in terms of settlement and probably infrastructure. 

Sinda District comprise of people of different communities. Although it is one of the 

smallest Districts in the republic of Zambia, it can provide information about female 

leadership in schools.  

3.2.1 Project Profile  

3.2.2  Demography  

Sinda District is one of the newly created districts. It is located in the central part of 

Eastern province bordering Mozambique in the south and Katete and Petauke Districts in 

the east and west respectively. Sinda District is divided into three chiefdoms namely 

Kawaza, Kathumba and Nyanje. The people here share similar cultural beliefs and 

languages (Chewa and Nsenga). Sinda District has a total population of 206,470 people 

(CSO, 2015). The table below indicates the overall population distribution in relation to 

gender.   
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Sinda District Population   

Male   99,903  

Female   107,567  

Total   211,470  

Figure: 3.1 Sinda District Populations  

 (CSO, 2015) 

  

  

Sinda District Population   

  Children enrolled in 

school  

Eligible Children out of school  

Male   18,401  29,019  

Female  21,561  34,214  

Total  39,962  63,233  

Figure: 3.2 Sinda District Populations  

(CS, 2015) 
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Figure: 3.3 School Enrolments 

(CSO, 2015)  

3.3 Study Design  

This was a cross-sectional exploratory study using qualitative method. In-depth interviews 

and were conducted with Headteachers and Ministry of General Education Officials. Data 

collected had been analysed according to themes, verbatim amplifying the informants' 

voices and had been presented alongside the thematic arguments.  

3.4 Study Population  

There are 88 learning institutions in Sinda District (MOGE, 2012). The administrative 

representation in the 88 learning institutions is that 13 schools are headed by female and 

the rest by men (DEBS, 2018). The study targeted all the female Headteachers in Sinda 

District. The unit of analysis was individual female defined as a female Headteacher in 

  

Children Enrolled   
39962   
39 %   Eligible Children  

not enrolled   
63233   
61 %   

School Enrolments 
  

Children Enrolled   

Eligible Children not enrolled   
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Sinda District. The District has 88 learning institutions segregated as follows:7 secondary 

schools, 55 primary schools, 28 community schools, 48 ECE centres, 3 special units, No 

private or public college, university and skills centre and The learners‟ population stands at 

37358 out of which 16926 are boys and 20432 are girls while the teaching staff population 

is at 632 segregated as 365 males and 267 females, giving a teacher pupil ratio at 1:75 and 

1:13 at primary and secondary school respectively.  

3.5 Sample and sampling  

Thirteen female and four male Head teachers in institutions were targeted for this study. 

The researcher conducted a census to capture all the thirteen female headteachers and 

used purposive sampling to select four male headteachers, who represented both 

educational administrative zones and social- economic status of schools in Sinda District.  

3.6 Data Collection Methods  

3.6.1  In-depth Interviews  

These were conducted with thirteen female and four male headteachers in Sinda District. 

The method assisted in collecting data about the socio-demographic characteristics of the 

study participants, the school-based and community-based factors influencing the 

performance of female headteachers in the process of discharging their duties. In-depth 

interview guide (Appendix 1 and 2) were used to collect data.  

3.6.2  Headteachers and Ministry of General Education officials (MOGE)  

Interviews were conducted with the District Education Board Secretary and Education 

Standards Officer Open and Distance Learning. The information obtained from the 
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MOGE helped to compliment the main study on headteachers information on school and 

community factors influencing the performance of female headteachers in relation to their 

duties. Ministry of General Education Officials interview guide (appendix 3) was used to 

collect data.  

3.7 Data Analysis  

Data obtained from interviews were analysed thematically guided by the study objectives. 

Descriptive approaches were used in verbatim amplifying the informants‟ voices and had 

been used alongside the main arguments.  

3.8 Ethical Considerations  

The researcher sought the required approvals from the relevant bodies before the field 

work began. Research permit was sought from the Ministry of General Education through 

Provincial Education Office and through the office of the District Education Board 

Office. Informants were briefed on the purpose, duration and potential use of the research 

results beyond academic purposes; and any other research related information as might be 

of interest to the informants was clarified before any data was collected. Recruitments 

were based on informed consent and informants were duly informed of their right to 

disqualify themselves or withdraw at any stage of the study. During the interviews, the 

informants „consent was sought to allow for tapping of discussions that were later 

transcribed; and they were assured that no piece of information gathered in the course of 

the study would be used to jeopardize their welfare. The study subjects were assured of 

their anonymity during publication of the research findings through the use of 

pseudonyms.  
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3.9 Summary of the Chapter  

This Chapter revealed Research methodology on challenges faced by female headteachers 

in management of Schools. Interviews were conducted with thirteen female and four male 

Headteachers in Sinda District. The method assisted in collecting data about the socia-

demographic characteristics of the study participants, the school based and community-

based factors influencing the performance of female Headteachers in the process of 

discharging their duties. Data obtained from interviews were analysed thematically 

guided by the study objectives. The researcher sought the required approval from the 

relevant bodies before the field work began. Research permit was sought from the 

Ministry of General Education through the Provincial Education Office and through the 

office of the District Education Board Office. Therefore, the next Chapter describes the 

presentation of Research findings on challenges faced by female headteachers in selected 

Schools of Sinda District of Eastern Province of Zambia. 
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CHAPTER FOUR:  PRESENTATION OF RESEARCH FINDINGS 

4.1 Introduction  

This chapter presents the research findings on challenges that female headteachers faced 

in Sinda District. The chapter starts with presentation of the demographic characteristics 

of the of headteachers and Ministry of General Education officials.  

4.2 Demographic Characteristics  

4.2.1  Age of the Female Headteachers  

In this study, 2 of the respondents were aged between 40 and 45 years, 3 were aged 

between 46 and 50 years, while those aged above 50 years were 5 as summarized in 

figure 4.1 below. The findings therefore indicated that the youngest headteacher in the 

study was aged 40 years with a majority of the headteachers aged above 50 years. This 

translates into a high number of females getting educated but majority failing to reach 

position of headteacher level.  

Figure: 4.1 Age of the Female Headteachers 

(Fieldwork, 2018) 
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4.2.2 Marital Status of the Female Headteachers  

The study sought to know the marital status of the headteachers who played the 

administrative roles in schools. This was important in assessing the correlation between 

community's linkage between family morals and administrative capacities of a woman in 

the society. The findings indicated that 5 were single females, 3 were married and none 

had been married but separated as summarized in figure 4.2 below. From the findings, it 

can be deduced that most female headteachers in Sinda District are single. Moreover, 

those being single or married reported discrimination from the members of the public on 

their ability to guide the schools to effective institutions. The notion confirmed the 

community-based perception that closely associates administrative effectiveness and 

marital status.  

Figure: 4.2 Marital Statuses of The Female Head Teachers 

(Fieldwork, 2018) 
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4.2.3 Education Level Attained by Female Headteachers  

The study sought to know the level of education of the respondents. This was important in 

assessing the highest degree of educational achievement for female headteacher within 

Sinda District. Moreover, education level directly linked with the skills acquired and 

accumulated by a headteacher that can be translated into management practice that they 

undertake on a daily basis. The findings indicated that none of the respondents had form 

six (6) level, 1 had a teacher training certificate (TTC) level, and 5 had a diploma, while 

the remaining 4 had a Bachelor degree level of education as summarized in figure 4.3 

below. The study therefore revealed that most of the headteachers had diploma level of 

education with a statistic of 4 having a bachelor‟s degree.  

 

 

Figure: 4.3 Educational Levels of the Female Headteachers  

(Fieldwork, 2018) 
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4.2.4 Income Levels of the Female Headteachers  

The study sought to establish the income level of the female headteachers in Sinda 

District. This was deemed important in analysing the monies as a motivating factor 

amongst the headteachers in the process of executing their duties. This question was 

assessed on the gross income that a female headteacher dependent on the scale and rank 

had received the last six months prior to the study. The findings indicated that, 1 

respondent earned below ZK 7,000 a month, 3 earned between ZK 7,000 and ZK 8,900 

while the remaining 6 earned above ZK 9,000 a month as summarized in figure 4.4 

below. By implication, the study revealed that most headteachers were poorly paid as 

compared to the demands of their jobs. However, the salary scale was according to the 

highest qualification obtained and the level of experience that a headteacher possessed.  

Figure: 4.4 Income Levels of the Female Headteachers 

(Fieldwork, 2018) 
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4.2.5 Education Level Attained by Male Headteachers  

The study sought to know the level of education of male headteachers. This was important 

in assessing the highest degree of educational achievement for the male headteacher 

within Sinda district. Moreover, education level directly linked with the skills acquired 

and accumulated by a headteacher that can be translated into management practice that 

they undertake on a daily basis. The findings indicated that 1 headteacher had master‟s 

level, while 3 had diploma level, as summarized in figure 4.5 below. The study therefore 

found that most of the headteachers have diploma level of education with a statistic of 1 

having masters‟ degree.  

EDUCATION LEVELS ATTAINED BY MALE HEADTEACHERS  

 

Figure: 4.5 Education levels of Male Headteachers 

(Fieldwork, 2018) 
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4.2.6 Marital Status of the Male Headteachers   

The study sought to know the marital status of male headteachers who played the 

administrative roles in schools. This was important in assessing the correlation between 

community's linkage between family morals and administrative capacities of a man in the 

society. The findings indicated that 1 Head teacher was single and three headteachers 

were married as summarized in figure 4.2 below. From the findings, it can be deduced 

that most male Head teachers in Sinda District are married. Moreover, those being 

married reported discrimination from the members of the public on their ability to guide 

the schools to effective institutions. The notion confirmed the community-based 

perception that closely associates administrative effectiveness and marital status  

 

Figure: 4.6 Marital Status of Male Headteachers 

(Fieldwork, 2018) 
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4.2.7 Income Levels of the Male Headteachers  

The study sought to establish the income level of the male Headteachers in Sinda District. 

This was deemed important in analysing the monies as a motivating factor amongst the 

Head teachers in the process of executing their duties. This question was assessed on the 

gross income that a male Head teacher dependent on the scale and rank had received the 

last six months prior to the study. The findings indicated that, 2 of the Head teachers 

earned above ZK 7,000 a month, while the remaining 2 earned above ZK 9,000 a month 

as summarized in figure 4.4 below. By implication, the study found that most Head 

teachers were poorly paid as compared to the demands of their jobs. However, the salary 

scale was according to the highest qualification obtained and the level of experience that a 

Head teacher possessed.  

  

 
Figure 4.7: Income levels of the male Headteachers 

(Fieldwork, 2018) 
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4.3 Comparison Between Female and Male Headteachers’ Demographic 

Characteristics  

4.3.1 Income Levels of Male and Female Headteachers  

Income levels for the male headteachers had equal share each, that of 3 diploma holders 

and 1 master degree level headteacher respectively. The monies ranged between k7 000- 

k8 000 and k 9 000 - k10 000 each respectively. The indication was that both male and 

female headteachers do not earn a lot of money compared to the job that they do. 

However, the male headteachers are proud of their job regardless of the money that they 

get, they are motivated to do well than female headteachers when it comes to National 

Examinations results as mentioned above.  

Besides the disparity of income on male headteachers the range was not all that different, 

there were only two categories that are Diploma and Masters levels. While that of female 

headteachers have more than two categories that of teacher certificate, diploma, and 

degree. As a result, there were three sectors on the pie chart showing gross salaries for 

female Headteachers.  

4.3.2 Age Levels of Male and Female Headteachers  

The age of male headteachers had only two sectors that ranged from 50-52 years and the 

other ranged from 53-55 years respectively. It explained that most of the male 

headteachers were mature adults with experience and at the same time they had worked 

for sometimes and may be, they had also upgraded their qualifications pending salary 

scale upgrade by Ministry of General Education or they were still studying using distance 

education methods. On the other hand, the female headteachers‟ age group had three areas 
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of consideration which ranged from 40-45 years, 46-50 years and above 50 years. The 

indication was that the female headteachers had a mixture of young ladies and adult 

mature ladies who sometimes lacked experience. This explained why sometimes we saw 

lapses when it came to administration in schools that were headed by females. Although 

they might be adults and mature female headteachers, but other demographic 

characteristics still hinders them to do a better job when it came to National 

Examinations.  

4.3.3 Marital Status of Male and Female Head Teachers  

Marital status levels for male headteachers had two sectors that were single and married; 

it indicated that male headteachers are married and settled only 1 was single headteacher; 

that was all about his religion that he had followed. He is a Catholic Marist Brother who 

heads a School. In schools that were sampled and are run by male headteachers, he was 

the only one who was single.  While, the marital status of female headteachers had five 

sectors which focused at those that were widowed, divorced, married and single. With the 

disparities exhibited it was beyond doubt that even when it came to discharge of their 

duties there would be those gaps in performance of the National Examinations depending 

on their marital status. As a result, even the National Examinations are affected in one 

way or the other due to the marital status.  

4.3.4 Educational Levels of Male and Female Headteachers  

Educational levels of respondents of male headteachers had only two components that 

were one for masters and the other for diploma levels. This explained the fact that most of 

the male headteachers had appropriate qualifications in their positions and that for them to 
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do better it meant they had good qualifications and experience as well as maturity which 

help them to get better results at National Examinations levels. Besides, education levels 

for female headteachers had three sectors of components that were Teacher Certificate, 

Diploma and Degrees. These disparities contribute to the disparities on the National 

Examinations, due to insufficient qualification, experience, maturity and cultural 

attitudes.  

The MOGE officials in the study revealed that the Headteachers had multiple roles that 

they were expected to deliver at any given time as shown below:  

"As the Head of the school, both the parents, teachers and Education Standards 

Officers hold you accountable for financial management, discipline of school, the 

academic performance and better planning of the school’s development...besides 

these administrative duties, one is still expected to teach since you must lead by 

example..."(female headteacher School A, 2018).  

"I have to make sure that I am well able to maintain high discipline within the 

school, create an atmosphere where teachers and pupils can work harmoniously 

and network with CDF office in building new infrastructure to accommodate 

expanding number of pupils...sometimes the administrative duties overtake the 

teaching practice" (male headteacher School X ,2018)  

"Headteachers are expected to brief the other staff on new government regulations 

and policies...more often I go and represent my school in policy briefings around 

issues of examination, enrolment and even new modes of disciplining pupils" 

(male Headteacher School Y, 2018).  



62  

  

MOGE officials‟ interviews revealed that Headteachers despite being tied to teaching in 

their schools, they were still being trained as administrators due to continued Government 

efforts to decentralize school development funds directly. This meant that the roles could 

be expanded beyond the traditional supervision and delegation of curriculum and extra-

curriculum areas to the staff. The findings indicated that the government had moved to 

ensure that teachers were put on the platform of efficiency through compulsory training 

for headteachers on administration and management as indicated below.  

“The government has moved to make the Headteachers policy executors...in that 

way there is a newly introduced management and administration training where it 

has become necessary to enroll every Headteacher, the point is the traditional 

roles of the Headteachers have been expanded to fit the new education 

development policies and targets...” (DEBS:2018).  

MOGE officials in the study were of the opinion that headteachers had of late taken the 

sole role of classroom management, arrangement of instructional programs and out of 

school activities given that staffing had improved within their schools.  

The findings on the roles of the headteachers alluded to the fact that there was a shift from 

the traditional teaching roles to new administrative structures that put headteachers as the 

direct link between schools and the Government and other development Agencies. The 

study therefore revealed that the multiple roles that were performed by female 

headteachers possess one of the mainstream challenges to effective administration.  
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4.4 School-based Challenges Faced by Female Headteachers  

School environment forms the slot that the female headteachers operate and conduct their 

administrative duties. The school environment was comprised of many agents interacting 

and requiring different attention from the headteacher, in this case, the female 

headteachers.  Agents such as the school committees, pupils, teaching and nonteaching 

staff as well those in the upper education management all require the administrative 

inputs of the female teachers charged with school management. Thus, the study deemed it 

necessary to examine how these actors or agents challenge the effective administration of 

female headteachers in different ways as presented herein.  

The study findings indicated that female headteachers faced disproportionate 

representation within the school administration system. This stems from the fact that the 

majority of female headteachers were concentrated at the lower cadres thus have little 

influence in the decision-making organs of the school administration. In the study, the 

Ministry of General Education Officials were of the opinion that the numerical disparity 

between male and female teacher‟s representation had resulted into frustration of the 

females within the boardrooms and low uptake of the decisions reached since they looked 

forward to male counterparts in the implementation process as shown below.  

"Sometimes the female teachers find it difficult to realize the decisions reached on 

the ground because of the resistance from the male counterparts who happen to 

dominate upper levels of school administration structure...this more often slows 

the pace of school reforms especially when males are opposed to your 

leadership". (Female Headteacher School B, 2018)  
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The MOGE officials in the study observed that gender discrimination within the school 

administration remained a contested debate with males dominating power. The net effect 

had been that female headteachers were not given due support and respect they needed to 

effectively manage their schools. This was despite the fact that the numerical 

representation of the teachers in the educational sector was on the increase. The study 

therefore revealed that the numeracy of female was not reflected in the management 

levels of schools thus affected the ability of a few headteachers to deliver on their core 

duties. There was dismal representation of females in the administrative positions of 

schools, this negatively impacted on the ability of females to support around major 

administration decisions.   

The study findings indicated that the school Parent-Teachers Association and board 

members more often did not give support to female headteachers in their respective 

schools. This was despite the fact that female headteachers happened to be the secretary 

and implementing authorities within the new school administration policy dispensation. 

The situation was more compounded when it came to reaching decisions on major capital 

investments like erecting new school buildings, supply purchases and building new blocks 

in the school as shown below.  

"We are most interested in ensuring that teachers can deliver on their duties 

through availing necessary material and directional support...the Headteachers 

basically perform administrative duties not the original teaching roles..." (Male 

Headteacher School Z, 2018)  

"The in-school problem is facing a male-dominated committee to approve of your 

decisions about acquiring facilities that are female friendly within the school 
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budget such as the pad disposal cans which male more often see as misuse of 

resources..." (Female Headteacher School D, 2018). 

The study established that perceptions by both the teaching and non-teaching staff about 

the ability of female to govern and create real change within the school structure had 

always resulted into conflicts of interest in areas of administration. There was a popular 

belief that women lacked the capacity to steer school development projects into fruition 

and the instructions coming from female headteachers were not kindly taken by the 

nonteaching staff as shown below: 

"Instructing male non-teaching staff who have been nurtured in the patriarchal 

society with the belief that men are the significant figure authority poses great 

challenge sometimes they are reluctant to take the directions and would only 

execute when there is a man to back you up" (Female Headteacher School E,  

2018). 

In the study, it was established that lack of resources both human and material posed a 

great threat to the administrative effectiveness of the female headteachers. In particular, 

the reliance on Government as the sole source of finances in infrastructure development 

had heavily taken a toll on timely delivery of duties within schools. The teachers pointed 

out that the school fund disbursement had been characterized by delays which in turn 

impacted on the capacity to buy books and necessary school supplies. Since most people 

were aware on the internal system of Government, the blame had been on the poor 

administrative leadership of the female headteachers. On human resources, the female 

headteachers lamented that it took longer for their requests for additional staff deployment 

request to be affected unlike their male colleagues whom were prioritized in the transfer 
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phases. This had resulted into understaffing with lower manpower in female headed 

schools posing another set of problems across the schooling system as shown below.  

"There is quite an issue with the delay of government funding that always makes it 

difficult for the administrators to work on schedule...the outcome has been protest 

of the female Headteachers' inability to push for timely funding even when the 

problem affects Headteachers across gender on equal platform" (Female head 

teacher School F, 2018). 

“Female Headteachers face some degree of opposition from the education officers 

who do not take immediate action such as teacher transfer and deployment 

requests...the staffs that are always strained feel more disappointed often about 

our ability to influence change process"(Female Headteacher School G, 2018). 

MOGE officials in the study observed that lack of adequate training on administrative 

skills had worked to curse the effectiveness of the female Headteachers over a long time. 

Training was necessary for effective coordination of school administration activities 

across the human, material and pure administrative functions. The findings indicated that 

the government had moved to correct the anomaly by introducing compulsory 

administration and management training for the Headteachers who were expected to take 

full charge of the financial resources that were continuously being devolved to school-

level management as shown below:  

"There has been an effort to train the female Heads teachers and any other 

administrator on the basic skills of management and administration through a 

country wide government initiative...this will help to bridge the administrative 
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gaps that have been caused by inadequate skills in the recent past." (MOGE 

officials, 2018). 

The study established that the high number of pupils posed a great challenge to the female 

Headteachers in dispensing their administrative roles. This had been credited to the 

introduction of free primary education and increased population around the areas where 

the schools were situated. In effect, it became quite a challenge to administer effectively 

over a large number of pupils Vis a Vis the limited resources that were allocated to 

schools as shown below:  

"The unprecedented rise in the number of pupils in schools also means that 

resources are constrained and any management failure is then apportioned to the 

female Headteachers with their credibility highly questioned that was wrong, the 

government has not adequately addressed the teacher-pupil ratio and the 

resources are questions which remain a major challenge to effective 

administration"(MOGE officials, 2018).  

In conclusion, school-based factors affecting female Headteachers cut across the 

uncooperative nature of the male staff members as well those in the boards and 

committees; delays in government funding for the school projects and material supplies. 

Similarly, lack of appropriate administrative skills and increased pupil enrolment had 

proven to be a long-term challenge, but a Government training input was working to iron 

out the same and increasing the infrastructure respectively. It was also noted that some of 

the constraints faced by the female Headteachers were personal, intra-organization or 

extra-organization. Personal constraints identified were either physical or psychological. 

Physical were found to relate to such factors as age or general physical condition of the 
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school Headteacher. Psychological challenges were established to do with such aspects as 

the level of educational attainment, her personality and her personal ethics or values.  

4.5 Community-based Factors Influencing Female Headteachers' Performance  

Community remains a major factor that influences the perceptions, attitudes, choices and 

stereotypes about the capabilities of men and women with regard to management. In most 

patriarchal set ups, males were preferred as efficient public administrators compared to 

females. This notion was extended to the school administration where schools Headed by 

males were deemed to be more disciplined, focused, better managed and largely 

successful than those operating under the leadership of females. In certain extents, the 

stereotypes about the inability of women to steer a school to success had led to resentment 

from the community members and a demand for transfer of the female teachers deployed 

in given schools.  

Therefore, the study found it important to focus on how the community- based factors 

challenged the female headteachers' dispensation of duties. In the study, cultural attitude 

toward the leadership of women were established to be negative. This meant that the 

decisions reached by the female headteachers were more often questioned in terms of 

their ability to achieve the school mission. More specifically, the administration of the 

funds for development to the school by the Government and the CDF were reported to 

have revolved around contestations in determining the priority areas. Female headteachers 

observed that while they reported the need to adopt and follow the Ministry of General 

Education's regulations in constructions, a lot male dominated decision-making process in 

the committees turned down their ideas and that led to many projects being stalled due to 

lack of consensus as shown below:  
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“The community generally believes that women cannot make binding decision on 

matters involving capital expenditures...they see it more like a man's domain and 

even at times they ask you just to vote without airing your opinion so we face 

discrimination from such strong patriarchal roots" (Female Headteacher School 

H, 2018).  

Perceptions were established to be a strong negative influence on the female headteachers' 

capacity to deliver on their duties. The community members especially the male folks 

were found to resort to solve their disciplinary issues with the male deputy headteachers 

rather than the female headteachers in Sinda District. The female headteachers revealed 

that most male headteachers believed that their pupils had adopted bad behaviours 

because of the weak leadership and management of the female heads as indicated below:  

"Some of the parents would openly tell me that I lack the stamina and the power 

required to deal with boys...they would caution from punishing their children 

without the help of the deputy headteacher because their children would fear 

women in the future... it has been a contest of culture and perceptions...they would 

insist that the male deputy head teacher be present in a meeting that involves male 

pupil disciplining". (Female Headteacher School I, 2018).  

MOGE officials in the study revealed that communities' poor attitudes toward female 

headteachers remained a big issue in women's empowerment toward assuming leadership. 

This was informed by the fact that most people still expected women to be confined to the 

domestic spheres as opposed to the public domain. Even where women were seen to 

excel, there always arose doubts about their characters to be good models to the pupils 

whom they taught and led. That was often the case in places where female headteachers 
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were found to stand their grounds in decision making process or in the events where the 

female headteachers were not married.  

The fact that most people still expected women to be confined to the domestic spheres as 

opposed to the public domain.  These issues pointed to the community's belief that male 

headteachers are better placed as disciplinarians, role models and had the natural ability to 

lead schools to the anticipated success. Women were fitted within the men's shadows and 

were always expected to be available at lower levels where they did not influence 

decision making processes. There was a bad attitude toward the female headteachers from 

the community that painted them as inefficient and incompetent leaders that were going 

against the spot of the community norms and that was extended to school management 

where female headteachers were blamed for uninspiring performances of their respective 

schools. The community-based factors surrounded the perceptions and attitudes of the 

community members around the culturally defined roles of males and females in the 

society. The expectations generally put males to be better and efficient public servants 

than women which more often translated into biases against females' ability to perform in 

the public sector such as the school administration. 

4.6 Summary of the Chapter 

From the findings, it can be deduced that most female headteachers in Sinda District were 

single.  Moreover, those being single or married reported discrimination from the members 

of the public on their ability to guide the schools to effective institutions. 

Also, the findings indicated that none of the respondents had form six (6) level teacher, 1 

had a teacher training certificate level and five (5) had a diploma while the remaining 4 
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had a bachelor‟s degree level of education.  Moreover, the finding indicated that 1 

respondent earned below ZK7,000 per month, 3 earned between ZK7,000 and K8,900 per 

month while the remaining 6 earned above ZK 9,000 per month.  Besides, the findings 

indicated that 1 headteacher had master‟s degree level while 3 had diploma level. 

On the other hand, the study findings indicated that female headteachers faced 

disproportionate representation with the school administration system.  This stems from 

the fact that the majority of female headteachers were concentrated at the lower cadre thus 

had little influence in the decision-making organs of the school administration. The study 

found it important to focus on how the community-based factors challenged the female 

headteachers‟ dispensation of duties.  In the study, cultural attitude towards the leadership 

of women were established to be negative.  This meant that the decisions reached by the 

female ability to achieve the school mission.  

Therefore, the next Chapter describes the Discussion of Research Findings on challenges 

faced by female headteachers in selected schools of Sinda District of Eastern Province of 

Zambia. 
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CHAPTER FIVE: DISCUSSION OF RESEARCH FINDINGS 

5.1 Introduction  

This chapter discusses the research findings in relation to the study objectives.  The 

research findings, relatively confirms with views during casual interaction with the 

headteachers and MOGE officials.   

5.2 School National Examination Results  

The first objective was to identify the school factors affecting the performance of female 

headteachers in relation to National Examination results.  The findings revealed that 

unprecedented rise in the number of pupils in schools was one of the major factors and 

this had contributed to the resources being constrained and any management failure was 

then apportioned to the female headteachers, with their credibility highly questioned.  The 

Government had not adequately addressed the teacher-pupil ratio and the resources were 

the major problem which remained a challenge to effective administration.  Another 

factor was instructing male non-teaching staff by the female headteacher who had been 

nurtured in the patriarchal society with the belief that men were significant figure 

authority, hence this posed a great challenge because male teachers are reluctant to take 

the directions from a female headteacher as the results the academic performances were 

also affected in the process. The study revealed that headteachers had roles across 

management of the instruction which involved classroom facilities and delivery modes, 

they oversee the management of material and human resources within their schools as 

well as to oversee that discipline was maintained amongst staff and pupils. The findings 

compared to earlier conclusions by Ngugi (2014) that indicated that the school 
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headteacher played a very vital role in instruction delivery; classroom management, 

arrangement of instructional programs and out of school activities in any education 

system.  Similarly, Mwaniki (2004) supported that female headteachers had a command 

role over the manner in which instruction should be delivered and managed within the 

school environment in order to obtain hundred percent academic performances.  

5.3 Community Perception on the Factors Affecting Female Headteachers in Relation 

to National Examination Results  

The second objective was to determine the community-based perception on the factors 

affecting headteachers in relation to National Examination results. The Community 

remained a major factor that influenced the perceptions, attitudes, choices and stereotypes 

about the capabilities of male and female with regard to management.  In most patriarchal 

set ups, males are preferred as efficient public administrators compared to females.  In the 

study, cultural attitude toward the leadership of female were established to be negative. 

This meant that the decisions reached by the female headteachers were more often 

questioned in terms of their ability to achieve the school mission especially in regard to 

good performance of students in National Examination.  The study revealed for example 

that some of the parents would openly tell a female headteacher that she lacked the 

stamina and the power required to deal with boys and would be cautioned from punishing 

their children because their children would start fearing women in the future.  In addition, 

they would insist that the male deputy headteacher be present in a meeting that involved 

male pupil disciplining.  Light and Hubbard (2014) agreed that communities' poor 

attitudes toward female headteachers remained a big issue in women's empowerment 

toward assuming leadership. This was informed by the fact that most people still expected 
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women to be confined to the domestic spheres as opposed to the public domain. Even 

where women were seen to excel, there always arose doubts about their characters to be 

good models to the pupils whom they taught and led. That was often the case in places 

where female headteachers were found to stand their grounds in decision making process 

or in the events where the female headteachers were not married. Therefore, the female 

headteacher were mainly demoralized to work hard and achieve good academic results 

because the community was not very supportive.  

5.4  Attitudinal Factors Affecting the Female Headteachers in Schools in Relation to 

National Examination Results  

The third objective was to identify attitudinal factors affecting the female headteachers in 

schools in relation to National Examination results.  The study revealed collection of 

factors across a number of pupils, staff discrimination and lack of adequate human and 

material resources to greatly affect the performance of female headteachers in schools. 

The study findings revealed that female headteachers faced disproportionate 

representation within the school administration system. This stems from the fact that a 

majority of female headteachers were concentrated at the lower position thus had little 

influence in the decision-making organs of the school administration.  For example, the 

problem facing the female headteachers as revealed in the finding was in a male 

dominated committee to approve of the decisions about acquiring facilities that are female 

friendly within the school budget such as the pad disposal cans which male more often 

saw as misuse of resources.  Another attitudinal behaviour was that when the headteacher 

was old, they were less energetic to carry out their managerial role in bringing about good 

performance at a school.   Gatheru (2008) supports that gender discrimination within the 
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school administration remained a contested debate with males dominating power. The net 

effect had been that female headteachers were not given due support and respect they 

needed to effectively manage their schools and producing good results. This was despite 

the fact that the numerical representation of the teachers in the educational sector was on 

the increase. The study therefore revealed that the numeracy of female was not reflected 

in the management levels of schools thus affected the ability of a few headteachers to 

deliver on their core duties of excellent results. There was dismal representation of female 

in the administrative positions of schools, this negatively impacted on the ability of 

females to support around major administrative decisions in improving quality education.   

5.5 Conceptual Framework  
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The concept to come up with the framework was arrived at when a problem was 

discovered that the National Examinations results were not pleasing for Sinda District.  

This was evident when we received the 2016-2017 Examination results.  They could have 

been some challenges which might have contributed to these low results.  Some of the 

reasons could be as namely; unchecked absenteeism, poor implementation of the strategic 

plan, low staffing levels, poor supervision by headteachers, lack of internal monitoring, 

poor record keeping, none talking walls, no planned assessment and none implementation 

of home work policy.  

The above challenges were common to institutions that are headed by female heads. As a 

result, they could not perform to the expectation. Further it was seen as appropriate that 

the capacity building method was initiated especially in schools which are headed by 

females.  

5.5.1  Capacity Building   

Capacity building was perhaps one of the most fashionable, yet least understood term in 

the non‐profit sector (Light and Hubbard, 2002). There was a lack of shared definition 

and understanding around its features and essential elements. Funders tend to talk about 

capacity building programs, while capacity builders might refer to capacity building 

engagements, yet organizations may refer to it as a set of activities or processes that 

accomplish a specific goal. There had been many different definitions applied to capacity 

building.  Some authors have referred to it as a vague term that described a wide range of 

activities, knowledge and resources that non‐profits need to be effective (Connolly and 
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Lukas, 2002).  Throughout the literature there seems to be two definitions more 

commonly cited than others. The first was from McPhee and Bare who define it as,  

“the ability of non-profit organizations to fulfil their missions in an effective 

manner” (2001:  1).  

 Connolly and Lukas (2002) define it as,  

“a wide range of capabilities, knowledge and resources that non-profits need in 

order to be effective.” Connolly and Lukas (2002:  17).  

In reviewing definitions, there were also those that encompassed notions of capacity that 

extended beyond organizations. Capacities can also be built at the individual and 

community level and therefore definitions needed to include these concepts. The United 

Nations suggests that capacity building can be defined as,  

“The process by which individuals, groups, organizations, and communities 

increase their abilities to: (1) perform core functions, solve problems, define and 

achieve objectives; and (2) understand and deal with their development needs in a 

broad context and in a sustainable manner” (United Nations, 2008).  

United Nations Development Programme, Management and Governance Division (2008), 

stated that there was lack of agreement within the field of capacity building as to what 

exactly it was. This lack of shared understanding around capacity building elements and 

features can be enhanced through a greater focus of where capacity building efforts were 

directed – individuals, organizations, geographical or interest communities. As a result, it 

becomes apparent that when capacity building was done it helped to improve the National  

Examinations results which were the core business in an institution.  
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5.5.2  Relevance to the study  

According to the theory stated above, it's the responsibility of all Zambian women in 

school leadership to rescue themselves from the colonial nature of our society. Women 

needed to be included in leadership positions and get equal support from the community 

as their male counterparts as a show of African socialism. Therefore, female headteachers 

in schools need to develop a peculiar way of facing the challenges of being undermined 

and of constructing the development of the country.  

Therefore, the next Chapter describes the Conclusions and Recommendation of the 

challenges faced by female headteachers in selected schools of Sinda District of Eastern 

Province of Zambia. 
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CHAPTER SIX: CONCLUSIONS AND RECOMMENDATIONS 

6.1 Introduction 

This Chapter gives the conclusions of the research on the factors influencing the 

performance of headteachers in relation to National Examination results in Sinda District 

of Eastern Province in Zambia.  It further provides recommendations to the challenges 

faced by headteachers and finally outlines areas of further research. 

6.2 Conclusions  

The subjects in this study reported a deep understanding of the roles of headteachers in 

the schools under the administrative functions and the challenges that they faced. In the 

study, the headteachers have roles over human and material resources, management roles 

and control of institution system as well as maintaining the school discipline.  The study 

established that school-based factors affecting female headteachers cut across the 

uncooperative nature of the male staff members as well those in the boards and 

committees; delays in Government funding for the school projects and material supplies.  

Similarly, lack of appropriate administrative skills and increased pupil enrolment had 

proven to be a long-term challenge, but a Government training input was working to iron 

out the same and increasing the infrastructure respectively. With respect to community-

based factors, the study revealed that perceptions, attitudes and gendered roles of males 

and females had created a disharmony between the male teachers and community 

members and the female headteachers thus negatively impacting on their roles as 

headteachers and administrators.  
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Women presently constitute a large or even majority numbers in the teaching profession 

in many parts of the world.  Yet they are under presented in educational administration 

(Sabogu, 2008). 

The Teacher Management and Support Programme of The Association for the 

Development of Education in Africa (ADEA) working Group (1993;64) identified gender 

imbalance in favour of men in education management in the member countries. 

6.3 Recommendations  

i) There was need for the Government through the Ministry of General 

Education to mount sustained community sensitization programme on 

supporting the female head teachers in realizing the goals and do away 

with retrogressive cultural perceptions about the females' leadership 

abilities.  

ii) There is need for the Government through the Ministry of Education to 

improve their education levels especially the administration and 

management skills in order to realize better results in their various schools.  

iii) There is need for the Government through the Ministry of General 

Education to District Education Board Office and the school management 

to cooperate in improving and increasing the existing facilities and the staff 

to ensure that female head teachers are able to effectively deliver on their 

duties. 

iv) The Government of the Republic of Zambia through the Ministry of 

General Education should quickly address the delays in Government 
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funding for the school projects and material supplies to reduce on 

increased pupil enrolment that have proven to be long term challenges. 

v) The Government of the Republic of Zambia through the Ministry of 

General Education should quickly address the inadequate learning 

resources and poor infrastructure to improve access to education. 

6.4 Areas of Future Research 

i) The factors influencing performance of female headteachers as problems  

that were identified, researched or investigated, had revealed new 

problems that might be of future study.  The study had triggered one to ask 

new question such as the following: 

a) What was the impact of community-based factors on learner 

performance? 

b) What were the social and psychological problems caused by 

community-based factors on school management? 

ii) There are unattended cases of inadequate learning resources, poor  

infrastructure country wide.   

a) Why were there delays country wide in dealing with poor 

infrastructure and inadequate learning resources? 

iii) What are socio-psychological causes of community-based factors? 
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Appendix I: In depth interview schedule1 in-depth interview for female head teachers 

in Sinda Schools.  

General information  

Name _________________________________________________  

Age ____________________  

Name of School:_________________________________________  

Years of service: ________________________  

Years of service at current station _____________________________  

 Challenges faced by women Head teachers in Sinda Schools.  

1. How many schools other than this one have you been a Head teacher?  

__________________________________________________________________  

2. What is your academic qualification? ________________________________  

3. What is your professional qualification? ______________________________  

4. What classes (if any) do you teach? __________________________________  

5. How do you communicate with the pupils on matters that affect their welfare?  

__________________________________________________________________  

6. Are male teachers more responsive to your instruction than female teachers?  

__________________________________________________________________  
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__________________________________________________________________  

7. What is your own opinion that makes teachers ignore authority of some Head teachers?  

______________________________________________________________  

8. Why are there so many male teachers holding senior positions of Management as 

compared to female teachers? _____________________________  

__________________________________________________________________  

9. Do you face any problems balancing your school administrative duties and family 

responsibilities? If yes, name the problems faced. If no, how do you manage?  

__________________________________________________________________  

__________________________________________________________________  

10. Does the size and location of a school influence the work performance of women Head 

teachers? If yes why? If no why?  

__________________________________________________________________ 

__________________________________________________________________  

11. Do the perception and attitudes of the community in and out of the school influence the 

work performance of women Head teacher? _______________  

12. Is there a way the perception and attitudinal factors can be used to enhance the work 

performance of women Head teachers? If yes how? If no why?  

13. What is your scale and gross salary per month________________________?  
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Appendix II: in – depth interview schedule 2 in depth interview guide for male Head 

teachers in Sinda schools.  

General information  

Name ___________________________________  

Age _____________________  

Name of school: __________________________________  

Years of service: _________________  

Years of service at current station __________________  

Challenges faced by male Head teachers in Sinda Schools.  

1. How many schools other than this one have you been a Head teacher?  

__________________________________________________________________  

2. What is your academic qualification? ________________________  

3. What is your professional qualification? __________________________  

4. What classes (if any) do you teach? _________________________________  

5. How do you communicate with the pupils on matter that affect their welfare?  

__________________________________________________________________ 

______________________________________________________________  
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6. Are male teachers more responsive to your instruction than female teachers?  

____________________________________________________________  

_____________________________________________________________  

7. What is your own opinion that makes teachers ignore authority of some Head teachers? 

_________________________________________________  

_________________________________________________________  

8. Why are there so many male teachers holding senior positions of Management as 

compared to female teachers? __________________________________  

____________________________________________________________  

9. Do you face any problems balancing your school administrative duties and family 

responsibilities? If yes, name the problems faced. If no, how do you manage?  

____________________________________________________________ 

____________________________________________________________  

10. Does the size and location of a school influence the work performance of male Head 

teachers? If yes why? If no why?  

11. Do communities in and out of the school have perceptions and attitudes toward work 

performance of male Head teachers? _____________________  

__________________________________________________________________ 

_____________________________________________________________  
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12. Is there a way the perception and attitudinal factors can be used to enhance the work 

performance of male Head teachers? If yes how? If no why?   

__________________________________________________________________ 

__________________________________________________________________  

13. What is your scale and   gross salary per month.________________________?  
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Appendix III: informant interview Guide.  

Interview Guide for Institutional officials of the Ministry of General Education.  

General information  

Name __________________  

Sex: ____________________  

Age ____________________  

 Challenges faced by women Head teachers in Sinda Schools.  

1. What is your role as an education officer with regard to schools in the district?  

__________________________________________________________________  

__________________________________________________________________  

2. How often do you interact with women Head teachers in schools?  

__________________________________________________________________  

__________________________________________________________________  

3. Some people hold the view that women Head teachers cannot make good administrators 

because they are weak and emotional. Do you agree?   

__________________________________________________________________ 

__________________________________________________________________  
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4. What major administrative challenges do the school women Head teacher in Sinda district 

face in regard to their genders? _________________________________  

__________________________________________________________________  

5. What perception and attitudes do communities have towards work performance of women 

Head teachers? ______________________________________________ 

__________________________________________________________________  

6. Is there a way the perception and attitudinal factors can be used to enhance the work 

performance of women Head teachers_____________________________?  
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Appendix VI: A Letter to the Headteachers  

       THE UNIVERSITY OF ZAMBIA IN CONJUCTION  

WITH ZIMBABWE OPEN UNIVERSITY  

                                                  BOX  

                           LUSAKA, ZAMBIA  

  

THE HEADTEACHER,  

 ……………………………….  

………………………………..  

Dear Madam,  

RE: RESEARCH PROJECT  

I am a post-graduate student at the University of Zambia in Conjunction with University 

of Zimbabwe; am undertaking a research study on the challenges facing female head 

teachers. Your school has been chosen to participate in the study. I would be grateful if 

you could allow me to ask you some questions. Your name and that of the school will not 

appear anywhere. The information you give will be treated with confidentiality and for 

the purpose of the research only.  

Your Cooperation will be highly appreciated.  

Yours Faithfully,  

 Daka Henry  


